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Abstract

Leadership in educational institution is essential for achieving higbrpgahce of teachers. There is
hesitation about whether school administrators have the requisite managéitiges, style of leadership,
and techniques to ensure that schools operate efficiently. Teaching andpdergldn transformational
leadership style, which studies have evaluated shown to increase ped®rmihin organizations and
institutional settings, may offer advantage to educational leaders. This restedschimed to provide school
leader on the information related to transformational leadership to create anpd&tion relation to teacher
work motivation. An effective involvement and development strategy eaa bontributing factor for the
educational institutions to meet its common objective and improve its operétirmance. The researcher
conducted a survey questionnaire. Quantitative and descriptive method of resesechitilized. The
participants were teachers from Early Childhood Education to College Leweldifferent renowned private
educational institutions in Metro Manila via random sampling. A total of tEd¢hers (35 male and 99
female) participated in the study. The results revealed that majority afgpendents were less than 30 years
old, mostly female, single, bachelor degree holders, 64 of theteaching in the Secondary level, and 37%
of them have been in their institution for 5 to 10 years. The nelgmds mostly evaluated frequently on the
dimensions of transformational leadership. Majority of the respondente iadilcational institutions were
Females which are composed of 73.9% of the population that showgn#éicant difference in
transformational leadership and teacher work motivation in terms of exe Ts a significant difference
between the dimensions of transformational leadership in terms ofThgee is a significant difference
between the dimensions of Idealized Influenced Attributes and IndividdaGzmsideration in terms of
Educational Attainment. There is a significant difference between the danearisnspirational motivation in
terms of level taught. There is a significant difference between the slimnenof intrinsic motivation and
identified regulation in terms of civil status and age. There is no signifididference between
transformational leadership in terms of civil status, subjects taught antl &hgervice. The dimensions of
transformational leadership show a significant relationship with motivation d iwoterms of intrinsic
motivation, identified regulation, introjected regulation and external regulatf@inBtitutional management
may organize teachers’ development training workshops or programs to further improve the relationship
between transformational leadership and teacher work motivation and to peffactiveness and efficiency
among the members.

Keywords: transformational leadership; teacher; wookivation; private educational institutions

INTRODUCTION

Leadership in educational institution is essential for achieving high pefae of teachers. There is
hesitation about whether school administrators have the requisite managdilites, style of leadership,
and techniques to ensure that schools operate efficiently. Teaching andpderglan transformational
leadership styles, which studies have evaluated shown to increase padermithin organizations and
institutional settings, may offer advantage to education leaders.
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In general, education is seen as a tool for a country's growth artraeint on all fronts-moral, social,
and economic. According to Ansar and Hussain (2014) educatiomsfdeced as a medium for conveying
knowledge, skills, feelings, values, and information to the person’s influence.

Educational institutions are encountering problems on the concetrissaies of human management and
supervision, particularly in professional development. Teachers' encownatgsnmportant in refining one's
ability in their field. A proper leadership style is required to influemdlwers. According to research there
are many different leadership styles that institutions may adopt and fapglyoper handling, guiding and
leading its members. Thus, leadership is a practice of leading and guabpée gowards achieving the
common goal and objectives of the institution and other work related alisioments.

Private educational institutions are continuously changing, adapting, aownire§ in order to stay
relevant in today's fast-paced world. These changes are becoming malergras a result of globalization
and other competitive institutions. Transformational leadership is essertiagnmome these difficulties and
challenges. Leadership professional James MacGregor Burns established thef ida@asformational
leadership, which was originally known by James V. Downton. Toamsftional leaders inspire individuals
to change their perceptions, expectations, and motivations in order toeatigeinstitution's common goals
and objectives through their vision and personality.

Educational leaders, administrators and researchers considered leadership asaayrfactsr to attain
institutional goals. Transformational leadership, according to Robbins (A81fined as a leader who pays
attention to his followers' issues while motivating them to achieve their olgiectieaders who can persuade
people to imagine and materialize the vision, as well as well-coordinated and leathatamrdand
collaboration between the leaders and their followers, are key to success.

The leadership role of the educational institution is determined in all featuties over-all duties of the
school management. Thus, leadership has to do with initiating, orggniniotivating and directing the
followers” actions in particular situation towards the accomplishment of the common goal. Along with the
well-being of the employees, the moral and spiritual climate of the instifuditd the upkeep of discipline,
these positions must be concerned with a quality of leadership.

Transformational leadership, according to Akitunde (2013), focusehamging the connection between
leaders and subordinates. The transformational leader in this situation encouthgémalates his or her
followers to promote a happy attitude and complete responsibilities to the best eapahilities. Through
the approach of attitude, desire, and encouragement, the leader attemijrtg tihdinge to the organization
and raise the individuals he or she leads. This style of leadership encoutagesnates to feel appreciated
and cared for. It also encourages followers to feel inspired to give makegrthem feel accomplished.

A transformational leadership style allows a leader to have a significantinpastablishing an
environment that is full of drive, enthusiasm, and passion to hefplligers achieve their goals. Followers,
however, are expected to maximize their performance in the institutioouviigeling pressured of the stated
transformational leadership dimension: 1) Idealized Influence (Attribut&sansformational leaders inspires
admiration, respect, and belief in his followers. 2) Idealized Influence (Behaviransformational leaders
uses their vision for the organization to inspire and implant digsain their group. 3) Inspirational
Motivation - Transformational leaders understand how to communicate withglople. They can also
inspire others to achieve their goals by sharing their passion aindhtiom. 4) Intellectual Stimulation - Not
only transformational leaders do challenge the current situation, buald®gmbed their followers to think
beyond the box. The leader encourages his followers to try innovativgsthind learn new things. 5)
Individualized Consideration - Transformational leaders also help and encoudigeual followers.
Leaders invests into delivering clear lines of communication which resdtitfowers to share their thoughts,
identify each distinctive contributions, and create supportive bonds. Fadlawirbuild rapidly their trust,
shows their strengths and confidence in the production of aimedtoutp

According to Sadeghi and Pihie (2012), leaders who employ inspiritigation behavior motivate their
followers by setting challenges and significance of their job. It ségnthat school leaders encourage their
subordinates to do their tasks. The study also discovered that school lea@dirgddnfluenced behavior is
driven by their sense of worth and mission. This suggestst¢habl leaders are leaders who openly discuss
essential organizational ideals and place a premium on appealing and worthwbiie & well as ethical
considerations.
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Nevertheless, work motivation among teachers is an important determinal@sgnoom success and
school progress. Teachers are motivated to engage in the educationa. prbeeamount of participatios i
critical for achieving educational objectives. The willingness to work deterraitteacher's motivation. If a
teacher is passionate about the school, he/she will actively participate in both academin-acddemic
activities. The conditions necessary for high motivation and involveroérschool teachers must be
improved.

According to Wuradji (2013), when transformational leadership an#é motivation work together, they
resulted a considerable impact regarding teacher performance. Teachers will\tzemhdti work more and
achieve higher levels of performance if they are led by transformaateaders who can inspire and increase
their understanding.

According to a study by Yanti (2016), a connectibetween transformational leadership and
teacher work motivation is determined. The characteristics of transformd#@adatship can be expected an
affirmative evaluation on work motivation according to the theory (Van Wai) It is an expectation from
a transformational leader to develop a foundation of appreciation (idealizechadjueleliver inspirational
motivation and offer significance and purpose for what neede tmcbomplished, stimulate their followers'
minds (intellectual stimulation) to think of innovative ways and shodividualized consideration by
identifying and uplifting each follower's needs.

The researcher aims to evaluate the process of transformational leadefghip #tspire leaders and
teachers to give their all in order to achieve the institution's goals lgiedtives. It is critical to find an
explanation because low teacher motivation, as an outcome of ineffective riratgioal leadership in the
institution, can lead to lower performance, and when teachers perfamy,gouman resource investments
fail, and the institution is unable to achieve its goals due to a lack of sdimporthe administration.

LITERATURE REVIEW

The success of an educational institution depends on qualified, enggloveed motivated teachers who
play a crucial role in the delivery of instruction with the knowledge, skaltg] values required to enjoy
healthy and fulfilling lives. Transformational leadership is a crucial compookthis success. (United
Nations Educational, Scientific and Cultural Organization, 2018

Transformational Leadership

The leaders who look for and generate new ideas in a new way elopment and success of the
organization is transformational leaslép. They activate the organization’s followers to make essential
modification and basis of changes to reach the top higher perforimaine®vative instructions by increasing
the level of commitment, desire and faithfulness of the leaders (Mirkamali 2034, p.23).

A transformational leader, according to Storey (2010), is a modern legpdgrsbry that emphasizes on
the transformation of the follower and teamwork toward the fulfilinefnthe organizational goal. Various
leadership theories have recognized transformational leadership as a more effectishifeagproach. The
type of leadership technique used determines the success of any firordiAgcto the case studies
undertaken, in order to achieve the intended organizational goal, a leastdverinnovative, motivating, and
transparent, as well as possess the capacity to operate as part of a team.

Leadership is a vital part of most educational systems, thus, any tpaminpleted depends on the
influence of leaders, as catalysts of change, with the help of the teagherare the central of the acquisition
and instruction of the education process. Hence, all processes, anputsitcomes in an educational setting
are influenced by various theories of leadership styles and practices in dérmstivating staff and
increasing their sense of belonging towards the institution. Threfigbtiveness and efficiency to attain the
essential level of output, leadership involves the appropriate performance auodtoofneaders to influence
the group to work as team (Tengi et al., 2017:792). Thus, transforrabfieadership constructs a new
viewpoint both the leaders and followers to encourage change in the wwbtitution (Arabiun et al., 2014,
pp. 57-56).
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Transformational leadership according to Yang (2014) is an importdribtenhance the improvement of
the quality of education in the institutions. This confirmed with theuati@in of Raman, et al. (2015) which
disclose that behavior of transformational leaders in the institution bHagges with proper management
and administration. As such, practicing this style of leadership, refodrefficiency within the organization
is reinvigorated (Sun & Leithwood, 2012).

A transformational leadership style allows a leader to have a significantinpastablishing an
environment that is full of drive, enthusiasm, and passion to hefpllusers achieve their goals. Followers,
on the other hand, are expected to maximize their performance institution without feeling pressured by
the five dimensions of transformational leadership style. Transformahtieaders combine imaginative and
honest leadership to change the educational environment, which includeslynéhe school but also the
teachers that work there (Waters, 2013).

The act of preparing and training followers, as well as offering directidasuies and resource allocation
toward an organization's goals and objectives, is defined as leadership as saétd(Py15). Leadership is
responsible for an organization's performance and long-term sudtessransformational leader identifies
needed change with subordinates or followers, sets a vision to motatge; then implements the change
in close relationship with committed team participants (Bell & Menguc, 2012).

Beyond transformational leadership, encouragement and caring are essendialeW’ kind of leadership
that reflects today's cultural trends and emphasizes the moral responsibflittesh the leader and the
followers. To escalate follower’s commitment to institutional goals, the leader should change their values and
beliefs. The leader suggests that subordinates be motivated by a sharézhtiogah vision. To stimulate
intellectual progress, the leader must present the most recent developmentsdsrahleamlighten members.
Individual members' requirements should also be considered by the IEadéermore, transformational
leadership allows a leader to delegate authority to members. Members can expeetdtions and fulfill
their goals with this style of leadership. According to Bush (2@%p)ains that transformational leadership in
educational institution is a model of leadership focused on the influemtenanagement of school. The
leader works to increase the human resource performance while also acaagiimglamenting the school's
vision.

Further in a study conducted by Aruzie, et al. (2018) improvingfiing the institutional management
is unquestionably one of the most critical components in attaining excelleotl sparformance and
outstanding learner achievement. Because they empower followers to grogvess, and develop as
contributors, transformational leaders are the most useful style of lead@nsinigformational leaders share
their knowledge, skills, and vision to transform the followers ardhath so that they become followers with
values deeply embedded in them.

Northouse (2014) revealed the following qualities of transformationakteasmamely: individualized
concern, idealized influence, inspirational motivation, intellectual stimulation. Resbgrdfatthias and
Eline (2012) explained that various research has linked transformative leaderisitipésed individual and
organizational performance. Individuals and organizations both have goatbgeatives in line with their
vision and mission. The achievement of these goals and/or objectives neceas#alessantial amount of
effort, which leadership must consider.

Through influencing subordinates' behavior to improve their peeoce and outcomes, transformational
leadership has a substantial impact on an organization's success (Yukh,&8%kb). Transformational
leadership has a determination that extends beyond-tehm objectives. Transformational leadership is
frequently related with organizational change, as well as value-added empdofggenpnce and contentment
(Roach & Mack, 2014).

Initiatives for transformational leadership help organizations to function bettexr dynamic and
unpredictable world. Organizations can obtain a competitive improvement tvamesfiormational leadership
components are integrated with other leadership initiatives. In terms of stratepjetitiveness and
producing greater short- and long-term goals, using this competitivecaddee quite advantageous. Without
strong transformational leadership, an organization's ability to adddss g@conomic issues and produce
superior and satisfied results is actually less likely (Eskandari, p0124).

Leaders who practice a transformational leadership style provide counseirtfotfowers that sparks
intellectual curiosity and motivates them to succeed. Transformational ledderallow teams to acquire
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leadership abilities by paying attention to individual needs and growthhwhfiroves their performance and
outcomes. Transformative leadership, according to Bass and Riggio (B04a0)influential model for an
extensive range of different fields and cultures. Transformational leaalezsan impact on behaviors linked
with proactive effort in creating change that can help the organization acsbnifgliobjectives. Every
leader's ultimate goal is to achieve organizational goals and improve perfermast time. Transformational
leaders’ express goals that differ in quantitative terms and are achieved via the use of multiple strategic
techniques (Hamidifar, 2013).

In order to achieve the organization's goals, transformational leadatsbipeeks to satisfy the followers'
wants and desires. Griffin (2013) defined transformative leadership assleipdiérat goes beyond standard
expectations by motivating and inspiring followers to conceive in novgb wa fulfill the organization's
objective. Thus, transformational leadership inspires followers through idlemsvin order to initiate change
in the school as a whole. Leaders have the ability to fully blossdnstiution. A genuinely effective leader
is one who promotes institutional change while also supporting the afdiis or her followers. To capture
transformational leadership, Rafferty and Griffin (2004) developed a rtimatéhcorporates five dimensions.

The first dimension mentioned is idealized influence as characterized leadle€'s actions that inspires
the trust, devotion, and respect of his or her team to the point where iatitats him or her. In general, it
entails leading by example in all areas that affect and mold followers' idemangformational leader's
idealized influence is anticipated (Lim & Ployhart, 2014). The bottomitingsing idealized influence as a
transformational leadership example is to lead by example in any situation folewers' attitudes are
changed or shaped. Not only public demonstrations, but also private belaitadsbe included (Yukl,
2010). This is because, as proven by how his followers reactantidiow a leader does in private space has
a significant impact on his overall leadership influence.

Transformational leaders act as role models and have charismatic personalitiestitrete rathers to
follow in their footsteps. Because the followers have faith in and respethedeader, they emulate and
absorb his or her morals. By avoiding self-power, these leaderbhgdemands of their followers ahead of
their own. Setting demanding goals, inspiring, and displaying highal standards help to establish trust
between followers and leaders. Idealized influence encourages leaders iskakad adhere to a set of rules
(Balyer, 2012).

By employing idealized influence, leaders who are transformational ceonmpeas an ideal person for the
followers to imitate. Especially in transformative leadership, a leader's prightityis intimately tied to his
public leadership performance (Conger, 2014). Followers of these leadard them as charismatic and they
aspire similar characters.

Furthermore, their subordinates regard these leaders as having exceptionalptaksverance, and
dedication. Charisma is referred to as the idealized impact in the context sfbrtmsative leadership
(Luthans, 2011) and it is primarily concerned with feelings, dsteds, morals, principles, and long-term
goals.

The foundation for embracing major organizational transformation is the leader’s confidence. Followers
who believe in their leader's values are less likely to oppose her oefbisn proposals. Their trust and
respect can be built through idealized influence, as well as belief ingarization's vision and the necessity
of a collective 5 sense of the organization's mission (Yukl, 2013). Theiiitst& transformational leadership
style involves an exciting future vision, challenging high-standatividuals, communicating optimistically
and energetically, and providing tremendous motivation for what emgtomust perform. Individuals will
be driven to accomplish high-achieving standards as a result of such,impah will generate enthusiasm
and optimism as well as motivation accomplishment.

The next dimension of transformational leadership is the inspirational atiotiv The formation of a
vision, the improvement of clear and plausible strategies for completngigion, and the deployment of
commitment to that vision through clear and convincing communicatiorthef vision to followers
(Walumbwa & Lawler, 2013). This is supposed to encourage employees to collaborateideeaghsimilar
purpose in order to reach or surpass targets, also known as extranfolenpnce (Uzonna, 2013). The
subjects of inspirational motivation were communication, teamwork, and riotivinspiration motivation is
the art of communicating a captivating vision or objective, consistenthyrimg team members, increasing
confidence, and providing guarantees despite impending hurdles. Traasémah leaders exhibit this
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attribute (Ladd & Marshal, 2014).

A transformational leader should remain to encourage and inspire péapls, 2014). Working in
groups, communicating with appealing words and symbols, and nmangtgiob independence were all
considered. Inspiration motivation is linked to transformational leaders andohas with articulating
organizations’ vision and mission in a consistent manner. The transparency of institutional goals and
expectations, according to research, has a direct impact on how eaciméraber executes. Inspirational
motivation is also responsible for the leader's insatiable drive to assureresumers’ mutual agreement
(Kelchner, 2013).

Transformational leaders are skilled at presenting compelling future visioasway that encourages
emotional ownership among team members, motivating them bettier work (Manteklow, 2011). It is not a
guestion of whether or if inspiring motivating leaders inspire and stirolipwiers into enlightened and
creative action; a trademark of their leadership being. This needs orlgaining and application of new
tactics for eliciting and maintaining workplace cooperation and team spirit. From dageltgam
collaboration to fostering a culture of shared accountability, the influersiechfleadership action will be felt
everywhere (Bass, 2012).

The aspects of inspiring motivation, according to Sundi (2013) impy tespondents are ready to
accomplish tasks because the leader can excite subordinates' goals, atidatebacan also promote team
spirit in all tasks at hand. Ensure employee happiness and trust bingltmm to make decisions on how
jobs can be completed more quickly. Leaders that demonstrate inspirat@tieition, according to Rawung
et al. (2015) are best at nurturing a culture of trust among employga®\iding them the opportunity to
freely think through the best techniques applicable in each particular war&renent.

As a result, they argue that inspirational motivation facilitates information exchahigd, is critical for
increasing professional independence and overall organizational effesvéptimistic people's capacity to
properly appraise process and outcome performance challenges is liketptioage resilient actions such as
using error as a learning tool and fine-tuning performance (Ngetyain 2016).

A compelling and motivating future vision must be developed by foemational leaders for their
followers. By displaying a commitment to the objectives, these leaders are ainigpite confidence,
motivation, and a sense of purpose in their followers. Great commusicatspirational motivator leaders
make the vision accessible, specific, influential, and engaging. These leaddravaldbe ability to maintain
their energy, remain enthusiastic about the future, and believe in their tatensll as the ability to focus on
the good. Leaders who inspire others have high expectations angppogtive of their followers' experiences
(Balyer, 2012).

However, the leader's promotion of originality and creativity, so that a@mbers do not settle for
established standards and known approaches to issue solving, iscatamnpart of intellectual stimulation
(Elkins & Keller, 2013) a dimension of transformational leadership.

According to Geyer and Steyrer (2010), intellectual stimulation producesfraeneworks that enable
individuals to actively deconstruct outdated assumptions and replace ttiemase innovative methods and
approaches. Transformational leaders can provide their people new peespectiproblems by involving
their views. Leaders motivate their subordinates to apply creative thiakimgt outdated matters and they
attend to their subordinates' views, even if there are dissimilaritytireimown.

According to a recent study conducted in Nigeria, intellectual stimulatienauigordinates to investigate
new thoughts and judgements in innovative methods by imgladividuals in making decisions and solving
processes that affect their social, economic, environmental, and politicaleial{Nwagbara, 2010). In the
quantitative study, there was a statistically significant beneficial correlation betmte#ectual simulation
and effectiveness and satisfaction. According to the study, encogiragéhexpecting followers to analyze
their own old ways of doing things were critical variables in keepinggthigoing. Leaders that are
intellectually challenging recognize the need of achieving unity thraliggrsity. They are able to produce
truly creative ideas and activities by bringing together and combirtiingeese range of perspectives.

According to Anjali and Anand (2015) suggest intellectual stimulation ptesremployee commitment to
the organization. When performance improvement is crucial, transformiateaders inspire followers to
cooperate in developing creative solutions to work-related difficulties. These leadab®ye and above to
build an organizational culture that values individual and team participation. Sutdrslezhallenge their
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people to think critically about popular assumptions and the status quell@s\o come up with novel and
creative solutions to encounters (Smothers et al., 2016).

Workplace involvement and collaboration give a forum for debate and resfitynstaring, as well as a
platform for constructive and constant strategic communications that leads oom@erée improvement
(Bhatti & Qureshi, 2011). An organization can design a plan for accompglisténtain objectives by
expressing concepts. Vision is vital since it directs an institution's gatbrding to Bell and Menguc (2012).
The transformational leader is responsible not only for rousing thginataons of his or her followers by
painting a directional picture, but also for the execution strategy.

The key points of intellectual stimulation in transformational leadershgimgple and light. Through
intellectual stimulation, transformational leaders encourage followers to challéxege own ideas,
presumptions, and values as well as their own, which may be outdateduitable for addressing modern
problems (Elkins & Keller, 2013; Sundi, 2013). Additionally, the intrcitbn of a creative, rational, and
methodical approach to solving problem so followers evaluate problediarent ways and come up with
novel answers is known as intellectual stimulation.

The institution's leaders in this scenario learned fundamental intellectualagiim such as appreciating
concepts, building rational reasoning, accepting conflict, and makingukguefgements. As a result,
organizations are fully engaged and process empowered in identifyileg isesides developing explanations
within the association. Power sharing, or involving groups in creati@gnges together, is at the heart of
transformative leadership. Followers who have a strong sense of abgithieve a goal or task are further
capable of working and succeeding in a range of jobs, so tai &f beneficial.

Finally, individualized consideration is a leadership trait in which a leader givesoédub or her
followers special attention, serving as a coach and mentor at the same tier@ahds displaying empathy
and support, staying in touch with followers, cultivating a respeetimosphere, and appreciating others'
efforts (Bass & Riggio, 2006).

Each person is important to a transformational leader (Bass & Avolio).20@6/idualized consideration
refers to addressing people's specific needs by involving everyone tiratiséormational process (Conger,
2014). These leaders are also adept at delegating tasks, which improvesicgffaiel, as a result,
performance. The assignment of one or more key duties orngbjities to subordinates, which may be
operational or administrative in nature, is known as delegation (Cortijet).2

The power of delegation is often underestimated by leaders. In ettpsybjective delegation is a
powerful motivator at work, assisting in the formation of energetic agit-pérforming teams (Zheng et al.,
2010). They treat each member of their team as an individual, as dhe afost significant features of
transformational leadership. This is because they recognize that each @lkheers is unique, with unique
requirements and knowledge. They are good at maximizing the beriefibskplace diversity because of this
trait. On the same note, when it comes to acknowledgment, they taksiteatibn individually.

Accordingly, they're known for establishing companies dedicated to-teong growth through
maximizing the potential of workplace diversity. According to Babbind&015), this is realized when a
learning-friendly culture is formed, but without forgetting the fact thditvidual differences in behavior will
always remain. In addition, transformational leaders seek to guarantee thagjtréy, if not all, of a
company's employees are happy. They aim for acceptable workingnstances because they know that
employees find it difficult to accept working conditions due to awdulabor, a lack of wellbeing, the
multifaceted nature of monotony, and a lack of workplace self-goneen@rnels & Kleiner, 2013).

The leader shows personal regard to his or her followers by pa&yitrg attention to them and
acknowledging their individual requirements. Individualized consideragders to a leader's individual
attention, development, or mentoring orientation toward his or her suataslin

Transformational leadership, according to Odumeru and Ifeanyi (2&3nces motivation of followers,
confidence, and presentation in a variety of ways. These comprises tougniee collective identity of the
project and the organization to the followers' sense of self, unddirggafollowers' strengths and limitations
in order to provide activities that will increase their performance, inspiridgnaativating followers by
functioning as a role model, and encouraging followers to take morengdisitity for their work are just a
few examples. Hence, transformational leaders display charactefecaifvehess, competence, proficiency,
and sensitivity. They also reveal that transformative leadership is associatetbficibl employee outcomes

WWw.ijrp.org



Jennifer C. Morales/ International Journal of Research Publications (IJRP.ORG) ‘.\ IJRP.ORG

Inte escarch Public
ISSN: 2708-3578 (Online)

585

like lower attrition, higher productivity, employee happiness, creativity, gobhlevement, and follower
happiness.

Educators and the general public have always been concerned about ipad#esiiveness and
educational quality in educational institutions. Only if the school's leaaied all faculties appreciate the
importance of educational objectives and goals, and make suitable effortsngphsicdahem, the school can
promote educational outcomes. This measure should be considered asgdgghiperforming leaders for
effective school development (Day, 2011). However, effectiveness iediincational organization did not just
depend on leaders (Ling et al., 2015). Teachers are believed to be omthimés of education. They served
as a major incentive in accomplishing the institution's goals and boostingiedacquality. The educational
level provided is proportionally inclined by the quality of teachers andjttemotivation.

Teacher Work Motivation

"Motivation" came from the Latin name "movere," meaning "to move'ugidg, 2017). Motivation is the
social, biological, cognitive, and emotional understanding that stimulate condiscthé driving force of
human behavior. Thus, motivation makes us feel as if someathhappening and motivates us to act.

According to Naile and Selesho (2014), the concept of leadership arld motivation has a close
relationship since a leader's ability to persuade individuals to attain statedsgaiglsly influenced by their
leadership style. Culture, social justice, and organization, as well as an indévigluational and spiritual
nature, influence the concepts and criteria that underpin the concept oétinatimotivation is influenced
by personal attributes, physical conditions, prior experiences, and envirtairimdluences. If a job is to
remain stimulating, both the employee and his or her leader must iecithvo

Motivation is defined as factors that activate, direct, and sustain directed actifigy.wiys of
performance and the demands or requirements that determine and olarifgctions (Nevid, 2013).
Psychological influences that impact the direction of a person's condaptdrganization, as well as their
degree of effort and perseverance according to another definition (Jddesrge, 2008).

According to McClelland's theory, motivation is the most important fattar impacts an individual's
conduct. He went on to say that everyone wants to do things that &rerdoetter than others, and that there
are three motivating factors: 1) the requirement for success; 2) th@eragnt to attach; and 3) the
requirement for strong point. These three requirements are critical factodeciding one's success
(Wahyuningdyah, 2015). When combined with appropriate waskigline, teachers with intrinsic and
extrinsic motivation will be more successful.

Othman and Wanlabeh (2012) conducted research and discovered a link cgntmmsformational
leadership technigues and teacher motivation. Same assessment and evaluaioesiatich study of Eyal
and Roth (2011), which resulted to school administrators' leadeststéphad a significant impact on teacher
motivation. Transformational leadership, according to Kappen (20D@st$ motivation and has a good
connection with intrinsic motivation. This is because transformational leade¥sippasizes both internal
and external factors, rather than just the end result. According to Nurhaedn{2213) studies, individual
support for transformational leadership forecasters produce small buiaifie connection with
organizational commitment.

In educational policy and research, the concept of teacher work motive®reen embraced as a
promising concept. Teacher motivation is now widely regarded as critical terfmisteachers' positions,
defining their professional spaces, and developing their professionalisningHo& Hooge, 2013). The
principle requires teachers to carry out the planned curriculum and actiatigkef institution's benefit.
Because the principal is regarded as the leader of the entire educational systems/lier obligation to
address the well-being of teachers in the institution hence, their commamé$motivation are maintained
and dissatisfaction in the organization's tasks is avoided (Lokman & M6#d),2as well as establishing
professional recognition for school teachers and eliciting a sense of & ssission. As a leader in the
school, it is the principal's obligation to inspire people to make the mosteolitities and resources
available to them (Eyal & Roth, 2010).

According to Tecer (2011), a teacher's motivation has an impactamticpily every aspect of the
educational structure in which the teacher is involved. Occupational motivatimous to be linked to a
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variety of aspects that influence on one's professional life (Un@af)20ther considers the drawbacks of
giving the same reward to people who perform well in the institutiorotireds realize how the importance of
incentive (Gokay & Ozdemir, 2010). If teachers are more productive atteemore motivated to perform the

task (Ayaydin & Tok, 2015). As opposed to this, some educatomeatieated by the positive criticism they

receive from their working environment (Firestone, 2014).

Individual and institutional performance are dependent on motivatidnewen skilled and well-educated
employees if not motivated, will not work efficiently (Addison &uBdrett, 2008). Teachers showed the
following characteristics as important to boost teacher motivation: economititystgiromotion, time
management, remuneration, training and development, numerous resitiessibnd internal motivation
were identified as the primary demotivating factors. As the most basaneiny options, good working
environment, recognition for special services, financial awards, proviadisgrance, acknowledgment from
the institutional leaders, and support in decision-making processes wenamrecded (Shukr et al., 2016).
Hence, individuals' inner energy is activated to guide them toward spewdfis hhrough motivation (Duren,
2002).

To attain the desired degree of achievement, school administrators musy emfilational techniques.
This creates an effective, dynamic, efficient, and qualified classroom envinbi¥fienaz & Ceylan, 2011).
For educational institutions, motivation is a crucial topic. Education is conceviiedteacher training
programs at all levels, not only education administration.

Constructive criticism offers teachers the necessary guidelines for enh#raimigstructional abilities as
long as their autonomy is not compromised, whereas positive feedgivaskteachers the intrinsic motivation
they need by clearly recognizing their accomplishments acrosspaigeoplatforms (Firestone, 2014).

METHODS

The study utilized the descriptive and quantitative research method weréougather information on
transformational leadership and teacher work motivatibime data gathered using a questionnaire was
administered and subjected to data analysis to analyze and interpret lise Téguobjective of the research
is to determine the relationship between transformational leadership and tgadherotivation. The goal of
the design is to test the influence of the transformational leadershipeather work motivation which are
supported by sub variables such the dimensions of transformateadgrship (idealized influenced -
attributes, idealized influenced behavior, inspirational motivation, intellectual stimulation, individualized
consideration) and motivation at work (intrinsic motivation, identified reguiatiotrojected regulation,
external motivation and amotivation)

The participants of the study consist of teachers from Early Childhdadakon to College Level from
different renowned private educational institutions in Metro Manila viglaamsampling. A total of 134
teachers (35 male and 99 female) participated in the study.

Survey questionnaires was used to gather data from the participanés sifidly. The questionnaire was
divided into three parts that will consist of questions to determineaifstormational leadership has a
significant relationship with teacher work motivation and will use a 6-pudketrt scale.

Part 1: Profile of participants made by the researcher.

Part 2: Standardized survey questionnaire on transformational leadership ntodifi¢de participants of
this study (Armstrong, 2008).

Part 3: Standardized survey questionnaire on teacher work motivation madifiedhe participants of
this study.

Tablel
Reliability Analysis
Indicators Cronbach Alpha Number of Items I nterpretation
Value

Part1

Attributes 0.787 4 Acceptable
Behavior 0.919 4 Excellent
Inspirational Motivation 0.931 4 Excellent
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Intellectual stimulation 0.904 4 Excellent

Individualize Consideratiol 0.783 4 Acceptable

Overall Part 1 0.944 Excellent
Part Il
Intrinsic Motivation 0.924 3 Excellent
Identified Regulation 0.863 3 Good
Introjected Regulation 0.88 3 Good
External Regulation 0.94 3 Excellent
Amotivation 0.888 3 Good
Overall Part 11 0.771 Acceptable

Overall 0.914 Excellent

The following were adopted from the guidelines of George and Mallery (2003) “a > 0.9 (Excellent), > 0.8
(Good), > 0.7 (Acceptable), > 0.6 (Questionafste0.5 (Poor), and < 0.5 (Unacceptable)”

The researcher used a questionnaire to gather data on the variables unddrhstudgearcher sent the
questionnaires using Google forms, an online survey tool to gatieemiaion. The survey was scheduled in
January 2021.

Data was summarized in tabular form and analyzed to achieve the objedtheslata on personal and
work profile was presented in frequency distribution tables. The scaleansfdrmational leadership and
teacher work motivation data was summarized using weighted meansela@on analysis was used to
determine whether a relationship exist between the two variables in the studyasdittansformational
leadership and teacher work motivation

A Statistician provided the statistical tools to analyze the data for the researdbetitdointerpretation of
results.

The researcher prioritized the respect for the dignity of each participant andfilbdcasent obtained
prior the data gathering. This paper adheres to the ethical standards in compiiartbe Data Privacy Act
of 2012. Respondents are assured of the researcher’s top priority and confidentiality of the data gathered was
maintained at all times during the conduct of the study and it will be dolellge purpose of this research.

RESULTSAND DISCUSSION

Table2
Profile of Respondentsin terms of Age
Age group Frequency Per centage (%)
Less than 30 41 30.6
30to 39 37 27.6
40 to 49 34 25.4
50 or more 22 16.4

Table 2 presents the profile of respondents in terms of age in tlaepeiducational institutions. Most of
the respondents have ages less than 30 at 30.6% of the total respdiosesqg by 30 to 39 years old at 27.
6%, next by the respondents ages 40 to 49 at 25.4% and lastly, 50 grea@reld with 16.4%.

The data reveal that the respondents are mostly young in the institaidnaay have the eagerness to
teach their field of specialization. The researcher believes that millennial teachers are mae tiochork
in the private institutions and have better equip with computer and technology

Rogayan (2018) found that among the reasons why young teéeaehnsare to make a positive difference,
prepare learners for the real world, act as a source of inspiratiord u@hoes, transform lives, teach with
enthusiasm, increase the analysis for educational excellence, solve samial sxchange information and
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skills, and assisting others' dreams. Furthermore, it was mentiorigtigba teachers are often energetic and
dynamic, which makes them happier in their jobs.

Table3
Profile of the Respondentsin terms of Sex
Sex Frequency Per centage (%)
Male 35 26.1
Female 99 73.9

Table 3 presents the profile of respondents in terms of sex in the mtlatational institutions. Many of
the participants are Female with 73.9%, while the Male population represents theoRéh&%esponses. The
results clearly indicate that there was an uneven distribution of respoadeatsling to sex for there were
more female respondents than male.

Table4
Profile of the Respondentsin terms of Civil Status
Civil status Frequency Per centage (%)
Single 72 53.7
Married 62 46.3

Table 4 presents the profile of respondents in terms of civil status pritta¢ée educational institutions.
Most of the respondents were Single at 53.7% of the total population amedviat 46.3%. The researcher
observed that majority of employees were Single which is directly rdlath@ age of respondents observed.
Most of the employees were less than 30 years old and whichsiereber can assume that they are not yet
ready to get married as they are focus with their work.

Table5
Profile of the Respondentsin terms of Educational Attainment
Educational Attainment Fregquency Per centage (%)
Bachelors degree 94 70.1
Masteral 31 23.1
Doctoral 9 6.7

Table 5 presents the profile of respondents in terms of educational attainntleatpinvate educational
institutions. Majority of the respondents are Bachelor’s degree at 70.1%, followed by Masteral degree at 23.1
and lastly, Doctoral degree at 6.7%. It is observed that most of the resfmarecollege graduates because
it is a requirement to complete a four-year bachelor's degree as the basingtegdification in the
Philippines. A Bachelor of Elementary Education qualifies elementary kstdazhers, while a Bachelor of
Secondary Education qualifies secondary school teachers. Both of thgemnwdiave a curriculum that is
adapted to the level of education and is defined by the Commissiongleettducation. It includes general
education subjects, education-related subjects, subject specialization, aatidaptteaching. As a result,
becoming a teacher requires completing a degree and passing the teacher kcamsunation.

Table6
Profile of the Respondentsin terms of Rank
Rank Frequency Per centage (%)
Teacher/ Adviser 118 88.1
Heads (Office/Acad) 16 11.9

Table 6 presents the profile of respondents in terms of rank initleepeducational institutions. Majority
of the respondents are Teachers/Advisers with 88.1% of the total popw@atoHeads (Office/Acad) with
11.9% of the respondents.

Teachers in private schools understand the eternal dimensions girtbfegsion since they nourish not
just their pupils' minds but also their hearts and souls. Private sefaoblers have the unique opportunity to
teach both essential academic skills and life teachings, such as spirituakty, movals, the wonder of
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creation, and the purpose of existence, in institutions that place a smoplgasis on a child's total

development.

The research believes that teaching in private institution is one of a kind expefitegeprovide

nurturing, orderly, and safe environments; they promotelenbtloild education;

they demand academic

success; and they recognize teachers as professionals, giving themugredty and independence in areas
of instruction. Private schools are some of the most effectiveolschiothe country because of the disciplined
environment, tough curriculum, loving communities, and high stasddwely deliver. Teachers in private

schools can devote their time to do what they must do: teach.

Table7

Profile of the Respondentsin terms of Level Taught

Level Taught Frequency Per centage (%)
Preschool 4

Elementary 39 29.1
Secondary 64 47.8
College 13 9.7
Varied levels 14 10.4

Table 7 presents the profile of respondents in terms of level taughg prittate educational institutions.
Majority of the respondents were Secondary teachers at 47.8%, followelkrigntary teachers at 29.1%,
teachers from Varied levels at 10.4%, College teachers at 9.7%, and lastly, Rresctieys at 3%.

Table8

Profile of the Respondentsin terms of Subject Taught
Subject taught Frequency Per centage (%)
AP/Social Studies/Social Sciences 10 7.5
MAPEH 13 9.7
Business 5 3.7
IT/Computer 8 6
English/Language 22 16.4
Filipino 16 11.9
Math 15 11.2
Science 16 11.9
TLE 6 4.5
Varied subjects 23 17.2

Table 8 presents the profile of respondents in terms of subject taubbtpritate educational institutions.
The results showed that majority of the respondents were teaching Hraglgliage with 16.4%, followed by
Varied subjects at 17.2%, next are Filipino and Science with 11.9%, then Mati 2%, followed by
MAPEH with 9.7%, AP/Social Studies/Social Sciences with 7.5%, IT/Computer with 68 with 4.5%,

and lastly, Business with 3.7%.

Table9
Profile of the Respondentsin termsof Yearsof Service
Yearsof service Frequency Per centage (%)
Less than 5 years 30 22.4
5to 10 years 37 27.6
11 to 15 years 22 16.4
16 to 20 years 15 11.2
21 to 25 years 11 8.2
26 to 30years 9 6.7
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More than 30 years 10 7.5

Table 9 presents the profile of respondents in terms of years d€esenvthe private educational
institutions. 27.6% of the total population has been teaching in the instibgtereen 5 to 10 years, followed
by less than 5 years at 22.4%, then 11 to 15 years at 16.4%2Q6/¢ars at 11.2%, 21 to 25 years at 8.2%,
more than 30 years at 7.5% and lastly, 26 to 30 years at 6.7%.

The researcher observed that most of the teachers are new in the instiigiorisachers are the driving
force behind educational institutions' future development. The level ofrgaassion of individual young
teachers (Liu et al., 2018). In general, young instructors are excibed \&what they do. Their dedication and
passion in their teaching careers is a recurrent theme.

Keeping talented staff, on the other hand, is more difftban ever. This issue affects not only profit-driven
organizations, but also non-profit organizations suchcheadds, which are struggling to retain talented and
qualified teachers.

Table 10
Transfor mational L eadership in terms of Idealized | nfluence (Attributes)

Indicators Mean VI Rank
Al. Others are proud to be beside our leader 3.70 Frequently 4
A2. Our leader goes beyond his own interest in the group’s

well-being 3.81 Frequently 3
A3. Our leader acts in a way that achieves other’s respect 411 Frequently 2
A4. Our leader demonstrates a sense of power and

confidence 4.42 Frequently 1
Composite M ean 4.01 Frequently

Legend: 4.50-5.0 = Always; 3.50-4.49 = Frequently; 2.5@3:4Fairly often; 1.50-2.49 = Sometimes;
1.0-1.49 = Once in a while.

The quantitative analysis found in Table 10, shows that Tranafamal Leadership in terms of Idealized
Influence (Attributes) were positively evaluated ‘frequently’. Based on the table, the indicator that states ‘Our
leader demonstrates a sense of power and confidence’ has achieved the highest assessment of (WM=4.42).
Power is the ability to influence another person. It's the ability to adistmgmything by means of others
help. Transformational leaders are capable to form their power andhicdlumfluence empowers followers
to go above and beyond what is expected of them, fostering ae aimol beyond mindset (Northhouse,
2016). Followers are also given power so that they might be motivatetbtove their situation while also
feeling important to the organization on all levels. A high level of selfidente is required for effective
leadership. The ability of a leader to lead effectively is determined byr hisraability to both possess and
exhibit confidence.

On the indicator ‘Our leader acts in a way that achieves other’s respect’ got the second rank of
(WM=4.11). Respect is the admiration given for a person's charactertstabilities, or endeavors, as well
as regard for the privileges, demands, and emotional state of others.vEffeetilers are not expecting
respect because of their position or title, instead good leaders earn ting seemeone with respect is one of
the best methods to receive an honor. Another approach to earn regpeottifiers is to show your
commitment to your work by assisting others. Leaders undergiarichportance of creating a positive work
environment for their followers, which may be enhanced by creatoayporate culture that values respect
and adherence to high ethical standards.

Furthermore, the indicator ‘Our leader goes beyond his own interest in the group’s well-being’ got the
third rank of (WM=3.81). A leader who prioritize others produce étipesinspiring atmosphere that instills
trust in their workforce. Leaders that prioritize others want to see dhkardinates thrive. They recognize
that others’ success does not jeopardize or devalue their position.

These leaders are noted for lowering uncertainty anceiméing a wide range of individual outcomes in the
workplace (Mokgolo et al., 2012). As a result, peaglh this quality are highly esteemed in society.
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Lastly, the indicator ‘Others are proud to be beside our leader’ got the lowest weighted mean of 3.70,
verbally interpreted as ‘frequently’. Instilling a sense of pride and honor and able to connect to other members. A
situation like this makes his followers fascinated, reluctatbafieve in the leader.

The overall assessment of the teacher-respondents believehahlgater in this dimension Idealized
Influence (Attributes) with a composite mean of 4.01, pesskthese indicators, where leaders holding these
qualities were able to accomplish and exercise greattef6hows confidence and express effect on their
followers, as such followers impression about tregiders that they are exceptional individuals, engaging them
with self-confidence and able to identify themselves with thegsion. The conclusions of Sosik and Jung
(2010), who allude to idealized influence attributes eveeipported by the findings of this study.

As a component of transformational leadership, influerttéutes are important. When a leader talks and
collaborates with followers, the personal qualities of dpein transformational leader qualities emerge.
Transformational leaders, according to Sosik and Jung, are concethettheviiversity of settings, acquire
others' esteem, trust them, and empower them to act, assist, and gaedwa problems arise.

Table11
Transfor mational L eadership in terms of Idealized Influence (Behavior)

Indicators Mean Vi Rank
B1. Our leader converses about his most important belief

and values 4.07 Frequently 4
B2. Our leader shows the importance of having a strong

sense of obligation 4.37 Frequently 1
B3. Our leader considers the ethical and moral conseque

of his decisions 4.29 Frequently 2
B4. Our leader emphasizes the importance of having a si

mission direction 4.16 Frequently 3
Composite Mean 4.22 Frequently

Legend: 4.50-5.0 = Always; 3.50-4.49 = Frequently; 2.5@3:4Fairly often; 1.50-2.49 = Sometimes;
1.0-1.49 = Once in a while

The quantitative analysis found in Table 11, shows that Tranafmmal Leadership in terms of Idealized
Influence (Behavior) were assessed ‘frequently’. Based on the table, the indicator ‘Our leader shows the
importance of having a strong sense of obligation” has attained the highest assessment of (WM=4.37). This is
a leader that spreads out responsibility and take it on without comprgnAgicording to a study conducted
by Hadebe (2013), schools should be considered as commercial entities tinatleagiers who are aware of
their position in the school production process. Importantly, noifegenvironment can thrive without the
involvement of its leaders, who help students improve their acadeenfornpance and achieve their
objectives (Hauserman & Stick, 2013).

On the indicator ‘Our leader considers the &l and moral consequences of his decisions’ got the second
rand with (WM= 4.29). It is indispensable to followers to allow thelves be directed and engaged by their
leaders. Because this strategy demands educators to go beyond self-ibtatestneeds leaders to think
beyond their own self-interest. To achieve, you must have integiityremmal principles. Influence leaders
who are idealized are charismatic, ethical, and great communicators of the organizeiiom'éNgaithe et
al., 2016).

Furthermore, the indicator ‘Our leader emphasizes the importance of having a single mission direction’
got the third rank of (WM=4.16). Confident and clear communicatiomp®rtant in achieving this attribute.
Leaders communicate their vision and values in a way employeestamttand want to be a part of. Sharing
the vision is a key part of transformational leadership as it helps employdesstand expectations and the
end of the organization.

Lastly, the indicator ‘Our leader converses about his most important beliefs and values’ got the lowest
rank with (WM=4.07). Leadership values are important because thisy wsu in determining how you want
to achieve your goals and what type of leader you want to be. Ttanfiemtal leadership principles have an
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impact on how you make decisions and act on a daily basis. Bessahprofessional development are also
aided by leadership values. As a leader, you can garner respect and trusturdeagoby having a strong
set of fundamental principles. This creates the foundation for yow#ahgood impact on your team and to
encourage high performance and greatness. These leaders have stidengistidnat distinguish them from
others. They also demonstrate to their subordinates that they are positilee(@aopes, 2014).

All indicators of Transformational Leadership according to the dimensfodenlized Influence
(Behavior) are “frequently” observed which is manifested on its attained overall assessment of 4.22. It
suggests that leaders motivate and promote group dynamics bipimgaghat the institution can achieve in
this area. As a result, idealized influence is another elements of transformietateakhip, in which leaders
become well-liked, respected, and cherished ideal person for their follolWwers, this is the most effective
trait driven leadership style by far (Ojokuku et al., 2012). Leadersewpiesses idealized influence prioritize
followers' demands more than their own, share possibilities, dnditededication to an underlying set of
values, beliefs and principles according to Walumbwa et al. (2008).

Table 12
Transfor mational L eader ship in terms of I nspirational M otivation

Indicators Mean Vi Rank
CL1. Our leader speaks optimistically about the future 4.26 Frequently 3
C2. Our leader speaks enthusiastically about what must |

carried out 4.32 Frequently 2
C3. Our leader articulates a positive and motivating visiol

the future 4.25 Frequently 4
C4. Our leader expresses confidence in reaching targets 4.34 Frequently 1
Composite M ean 4.29 Frequently

Legend: 4.50-5.0 = Always; 3.50-4.49 = Frequently; 2.5@3:4Fairly often; 1.50-2.49 = Sometimes;
1.0-1.49 = Once in a while

The quantitative analysis found in Table 12, shows the Transforrahtlazadership in terms of
Inspirational Mbtivation were respondents assessed ‘frequently”. Based on the table, the indicator ‘Our leader
expresses confidence in reaching targédiss attained the highest assessment with (WM=4.34). A
transformative leader must enlist the help of everyone to engaged, eveilorieevsame purpose in mind.
Through good communication, the leader sets high expectations fowvdadlaand should inspire them by
posing challenges to them. The leader presents an appealing visionagascamd reinforces the followers'
vision. According to Arokiasamy (2017), an effective school reqarkesder who exhibits transformational
leadership characteristics, clearly communicates school mission to stakehealdér gives teachers the
freedom to make their own judgments, encouraging them tolbtakiers and innovators.

On the indicator ‘Our leader speaks enthusiastically about what must be carriegootihe second rand
with (WM=4.32). The leadership vision pervades the workplace and is refiedteel institutions' behaviors,
beliefs, values, and goals. A transformational leader motivates, inspires, and enctesabgess to be
creative and inventive, which is reflected in improved student learasudts (Andriani et al., 2018).

Furthermore, the indicator ‘Our leader speaks optimistically about the futuget the third rand of
(WM=4.26). A transformational leader develops a mission and goals that cabeombalized through a
cultural shift within an organization. To spark change and beginahsfarmative process, this person sets a
vision and communicates it with personnel.

Lastly, the indicator ‘Our leader articulates a positive and motivating vision of the fugietethe lowest
assessment of (WM=4.25). Leaders who employ this indiGaiconfident, upbeat, and focused on their
objectives. They are aware that there will be chgksnand that hard work will be required, and they are
not overconfident. They are committed and think thay should focus on what they can control ang the
appreciate positivity and optimism. They want tregitployees to know that their leader will stay cod an
confident, and that the team will succeed togetheteader like this communicates high performance
standards and drives his or her team. Leaders aiaihis followers to think outside the box (Anderson
2017; Rashid & Halim, 2014).

WWw.ijrp.org



Jennifer C. Morales/ International Journal of Research Publications (IJRP.ORG) ‘.\ JJRP .ORG

ISSN: 2708-3578 (Online)

593

The overall assessment of the teacher-respondents believes that the Idaidatinension Inspirational
Motivation with a composite mean of 4.29 possessed these characteristibsvedrs who are motivated and
inspired by inspirational motivation, which uses behavior to providenamom meaning and a challenge
(McCleskey, 2014). The spirit of the team is boosted, passion astlivity are demonstrated. The
transformational leader establisheslldoers’ relationships by maintaining a continuous flow of
communication between them, which leads to the achievement of a comanpose

The findings revealasteachers judgment, the leaderproduced a positive morale culture and inspired
the teachers to continually progress as people and professionalestiitealso demonstrates the ability of
school leaders to inspire and motivate teachers to strive defiemxce and to contribute to the school's success
through a strong sense of togetherness and oneness when congatbtiofirelated tasks. According to
Velasco (2015), many individuals regard school administrators asepefdgigh dignity who have the potential
to lead the school to success. School leaders are responsibietfeating their workers to succeed the
institution’s goals and objectives. In order to gain personal growth and contribute to the institution, he/she
should be able to encourage his subordinates to identify their abilities and |leato merk efficiently.
He/She should also be able to motivate instructors to see how importantehaes/educators and what they
can do to help students succeed.

The inspirational motivation of leaders inspires their people to realize the vistomdlves the institution
forward. A leader must utilize symbols and emotional appeals to urge hisr team to achieve more than
they previously believed possible (Northouse, 2016). This levelotifvation, which a leader may instill in
his or her team, will generate positive reinforcement, helping themdwetomore.

The quantitative analysis found in Table 13, shows the Transforrahtleradership in terms of
Intellectual Stimulation were positively evaluated ‘frequently”. Based on the table, the indicator ‘Our leader
looks for alternative ways to solve problérhss attained the highest assessment with (WM=4.22).

Table 13
Transfor mational Leader ship in termsof Intellectual Stimulation

Indicators Mean VI Rank
D1. Our leader examines situations by critically asking if

they are suitable 4.10 Frequently 4
D2. Our leader looks for alternative ways to solve probler 4.22 Frequently 1
D3. Our leader gets others to look at problems from diffel

angles 4.16 Frequently 3
D4. Our leader suggests new alternatives, ways of carryil

out and complementing activities 4.20 Frequently 2
Composite M ean 4,17 Frequently

Legend: 4.50-5.0 = Always; 3.50-4.49 = Frequently; 2.50-3.4%airly often; 1.50-2.49 = Sometimes;
1.0-1.49 = Once in a while

A leader who exhibits intellectual stimulation seeks for new perspectivésdaas towards solving
problems (Darshan, 2011). Leaders that urge their employedaytoasional in the aspect of emotional
difficulties in the classroom create a more peaceful environment with greatantwrpties for advancement.
Problem solving and other intellectual pursuits encourage creativity and grarses. Followers' flaws are
not publicly criticized, and inventiveness is encouraged. Followers ae@ givances to engage in solving
problem by their leaders through thought provoking ideas andm&mate inventive solutions. The leader's
intellectual stimulation inspires followers to attempt new things.

On the indicator ‘Our leader suggests new alternatives, ways of carrying out and coempieg
activities’ got the second rank of (WM=4.20). Employee creativity is challenged and enerdjiyédtellectual
stimulation leadership style, according to Cheung and Wong (20Miphwstimulates and energizes
employees to seek creative methods to their work (Yunus & Anui2)20

Furthermore, the indicator ‘Our leader gets others to look at problems from different angles’ got the third
rank of (WM=4.16). Leaders that encourage intellectual stimulation inspireetigioyees to be innovative,
observe problems from multiple viewpoints, and use technology telatevnew and better solutions to
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problems (Gumusluoglu & llsev, 2009).

Lastly, the indicator ‘Our leader examines situations by critically asking if they are suitable’ got the lowest
rank with (WM=4.10). Considering the research of Bass and Riggi@06), expound that leaders of
transformational strive to inspire, encourage their subordinates asswiell exhibit innovation and
creativity by reviewing and questioning the old methods rafrdaming problems.

Intellectual stimulation will be measured by four indications, according tottltkes of Loon, et al.
(2012) namely, supervising the performance of followers accotdirggandards, directing challenges from
several points of views, leading to address responsibilities from manys angleguiding to find innovative
ways to complete tasks.

The overall assessment of the teacher-respondents believes that the leadeatiimetigon Intellectual
Stimulation with a composite mean of 4.17, possessed these indidatomsthinking, reformulating, and
resolving old problems in novel techniques, leaders deliver formula gihréesh and creative ways.
Transformational leaders solicit new ideas from their followers, dema@sinnovative solutions to
challenges, and eventually invite them to engage in problem resollitimeans that the teachers thought
their school leader was an excellent role model for his or her subodlitateen (2013) backs up this
conclusion, saying that leading people involves demonstrating thairgoai role model. A leader must have
potentials that make his subordinates respect him. Role modeling entails inffjuandimotivating people to
do good. Similarly, the study's reflect David (2012) conclusions thahsftranative leader is someone who
leads from the inside out and whose work is based on true relationshipssednotional intelligence and
self-awareness.

Influencing teams through intellectual stimulation allows them to be meegive and take on new tasks.
Certain views or ideals about the leader's attributes, as well as the organizatiordse udtims, can be
challenges (Northouse, 2016). When it comes to responsibilities and orgamikatiallenges, someone with
creative power impact can think strategically and demonstrate innovatisnericourages followers to think
about how they may use their own strengths and abilities to geoald make decisions that will have an
impact on the team and organization. This leads to unknown place indepreducing new and inventive
ideas. The intellectually stimulating leader pushes people to attempt new techafglgesnaintaining a
sensible approach.

Table 14
Transfor mational L eadership in termsof Individualized Consideration

Indicators Mean Vi Rank
E1. Our leader invests time in teaching and training 4.28 Frequently 1
E2. Our leader treats others as people rather than treating

them just as members of the group 4.09 Frequently 4
E3. Our leader considers each person as having needs, sl

and aspirations that are different from those of others 4.15 Frequently 3
E4. Our leader helps others to develop their strengths 4.25 Frequently 2
Composite Mean 4.19 Frequently

Legend: 4.50-5.0 = Always; 3.50-4.49 = Frequently; 2.50-3.4%irly often; 1.50-2.49 = Sometimes; 1.0-
1.49 = Once in a while

The quantitative analysis found in Table 14, shows the Transforrabtieeadership in terms of
Individualized Consideration were ‘frequently” evaluated. Based on the table, the indicator ‘Our leader
invests time in teaching antlaining’ has attained the highest assessment of (WM=4.28). It's vital to
understand that teaching is an ability that develops through time, @sdatepcher, like a good student, is
always learning within the structure of information. Teaching and learaiaginextricably linked, and
teaching is a career that lasts a lifetime, therefore it's critical for sctkmadpend heavily in teacher
development. As a result, professional development is an essential componerihstftlodon - knowledge
improvement. The need of keeping teachers up to date on the mostedeestional research is emphasized

WWw.ijrp.org



Jennifer C. Morales/ International Journal of Research Publications (IJRP.ORG) ‘.\ IJRP.ORG

Inte escarch Public
ISSN: 2708-3578 (Online)

595

in good teacher education. Individualized attention occurs when a lead&tegrevaching, mentoring, and
feedback to employees based on their unique needs (Amin et al., 28t8)ding to Rashid and Halim
(2014), such a leader attempts to widen subordinates' knowledg&ibsdvhile also allowing them to attain
their maximum potential.

On the indicator ‘Our leader helps others to develop their strengths’ got the second highest (WM=4.25). In
general, transformational leader believes in his or her followers' strengtisgibadLussier & Achua, 2004).
Research by Rath and Conchie (2009) found out that most effective |éaksted in their employees'
ablities, assembled the best team possible by bringing together the appropriate pemejzing the
demands of their followers. Those that demonstrate optimism and mamaok to eliminate distractions and
disruptions from their team, enabling them to concentrate on handligptke At the same time, the leader
is a dedicated person who helps the team attain its full potential.

Furthermore, the indicator ‘Our leader considers each person as having needs, skills and aspirations that
are different fromthose of others’ got the third rank of (WM=4.15). Individual attention entails tailored care
for individual employees, as well as advice, support, and help, acgotdirAvolio et al., (2009).
Understanding creates the tone in the workplace that people are important. Empathgtiiture offers them
the benefit of the doubt and assume that they are doing their best, Othértties,to figure out why they
aren't performing well before passing judgment. As a result, leaderkl Sfetaught the dynamic listening
skills such as inquiring concerns, reinforcement both verbdlnamverbal signs of listening as a way can
leaders assist in developing understanding. For leaders, creating this culture means recognizing the person’s
feelings and experiences of team members, which in turn, pesrtrast and improves goal achievement.

While the indicator ‘Our leader treats others as people rather than treating them just as members of the
group’ attained least assessment of (WM=4.09). The purpose of a leader is to guide others. Leaders were often
describe as leading organizations, but organizations are made up of pedpdenmayees or a workforce
must be treated as such by their leaders in order to stay invohesdiver confident, and working and
cooperating with others. Furthermore, followers who sense valuktesnd are more engaged in the process
and motivated to help the organization achieve its goals. This strategy emjEaslers to gain a better view
of their employees' strengths, allowing them to improve the testirasture for success. This holds true for
encounters outside of school-mandated observations and meetings, ¥@igimore regular interactions
between administrators and their employees build faith, shared a cosenoce, resulting to an overall
enhanced productivity relationship.

The overall assessment of the teacher-respondents believes that the leader irtisisdimdividualized
Consideration with a composite mean of 4.19, verbally interpreted as ‘frequently’ possessed these indicators,
where leaders who facilitate learning, teaching and training using a vafiefypmaches, activities and
resources to motivate, engage and inspires followers. Leaders who undlargiashare their followers' issues
and wants, and provide purpose, counsel, support, direction, sgichtion to help them achieve their goals
(Avolio et al., 2009). Leaders who demonstrate individualized considerationrding to Walumbwa et al.
(2008), are those who give attention to the fulfillment and pregiemands of individual followers, serve as
mentors or trainers, create possibilities for learning, and encouragevimonment that fosters personal
development.

Furthermore, transformational leadership requires training programs anelopteent because
transformational leaders do not come naturally, but they can develop irditiedu and progress
transformational leadership skills through their life experiences (Le2QU9b)

Finally, it is critical to pay close attention to what each member of a teame®gBir taking the time to
listen to people's needs and desires, individualized consideration fostppoetisa environment (Northouse,
2016). When a leader understands the needs of his or her folldweos, she can remove roadblocks and
teach the individual how to reach more success.

Table15
Summary Table on Transformational L eader ship
Dimensions Composite M ean Vi Rank
Attributes 4.01 Frequently 5
Behavior 4.22 Frequently 2
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Inspirational Motivation 4.29 Frequently 1
Intellectual Stimulatn 417 Frequently 4
Individualized Consideration 4.19 Frequently 3

Legend: 4.50-5.0 = Always; 3.50-4.49 = Frequently; 2.50-3.4%irly often; 1.50-2.49 = Sometimes; 1.0-
1.49 = Once in a while

Table 15 presents the Summary on Transformational Ledapesdirein the respondents “frequently”
believe their leaders on the dimension Inspirational Motivation with a weightsth of 4.29, Idealized
Influence (Behavior) with a weighted mean of 4.22, Individualizedsitleration with a weighted mean of
4.19, followed by Intellectual Stimulation with a weighted mean of 4.47l@ealized Influence (Attributes)
with the lowest mean of 4.01. Transformational leaders exhibit behakarmspire their followers. They are
also usually upbeat and ready to take on new challenges. A trantémahdeader persuades his people of
the mission and objectives to be met. The organization's goals were alscofultyitted, according to the
executives. School leaders are accountable for giving moral suppoet firathework of education as well as
the resources and facilities required to boost and sustain teacher motivatidar to meet the school's goals.
(Avolio et al., 2009)

Inspirational motivation leader’s manifests who can express their high expectations, use symbols to help
followers concentrate on task, determine important goals in a straightfomearder (Avolio et al., 2009).
The transformational leadership style can be realized in the institutions tieefollowing features,
remarkable outlook of the future, challenge high-standard persorpetss ideas with enthusiasm, and offer
a considerable incentive for the employees. This kind of influenceatprcteate enthusiasm and optimism,
as well as inspire accomplishment motivation, so that people are motivatetligweabigh principles of
excellence.

According to Gomes (2014), inspirational motivation has been utilizede&ders to empower and
motivate their followers, as well as cognitively stimulating them to encouragegéagious and creative work
of their followers. In a study conducted by Ahmad et al. (2014Wwshan evaluation on the effects of
transformational leadership on employee motivation, inspiring motivation auewl fto be positively related
to work motivation. In another study exploring the impact of sfamational leadership on employee
performance, Elgelal (2014) discovered that inspiring motivation wagdivebs related to employee
motivation. Transformational leaders can visualize a clear and optimistic pidtuhe duture for thei
subordinates, encouraging them to work toward the organizatioals god mission (Hayati et al., 2014).
People are inspired by transformational leaders who take on difficultiefuaotion as character models
(Jandaghi et al., 2015). Leaders who practice transformational leadensHiglpafollowers understand the
meaning of problems they face and motivate them to attain their o ¢tiayati et al., 2014).

The quantitative analysis found in Table 16, shows the Motivation atiwdekms of Intrinsic Motivation
were responded “Correspond Strongly”. Based on the table, the indicator ‘I do my work because it is pleasant
to carry out this task’ got the highest evaluation of (WM=4.39). The researcher believes that the respondents
are appreciative for the opportunity to complete each task with compasssuiting in beneficial and
positive outcomes.

Table 16
Motivation at Work in terms of Intrinsic M otivation

Indicators Mean Vi Rank
Al. | do my work because it is pleasant to car

out this task. 4.39 Correspond strongly 1
A2.1do my work because | find this task

interesting to do. 4.36 Correspond strongly 2
A3. | do my work because | like doing this tasl 4.35 Correspond strongly 3
Composite Mean 4.37 Correspond strongly

Legend: 4.50-5.0 = Correspond completely; 3.50-4.49 = Correspamd)btr 2.50-3.49 = Correspond
moderately; 1.50-2.49 = Correspond a little; 1.0-1.49 = Not correspball
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A desire to interact with learners, the chance to be intellectually fulfilled, and dowagke a social
influence commonly topped the list of reasons for entering the tepphitess. The most basic form of self-
motivation, characterized by behavioral engagement without any external @wacentive.

On the indicator ‘I do my work because | find ih task interesting to do’ got the second rank of
(WM=4.36). A study by Kalman Csaba (2018), stated that a motivatingingaenvironment is one that is
fascinating and enjoyable not simply because students are naturdiMatet to learn, but also because if
teachers appreciate their work environment, they will be more productive, theiness is communicated to
the learners, which, in turn, will again help the learners maintain their motivater a sustained period of
time that learning requires.

Lastly, the indicatofl do my work because I like doing this task.” got the lowest rank with (WM=4.35).
Teachers are motivated, according to Gokce (2010), since they can achiegtiosdl goals at their own
level. This is clearly explained in this study that teachers teach not thespugb receiving rewards or
receiving prizes. Teachers are doing this for their own motives and becausgatfiteto be part of their
student success. As a result of this study, if teachers are motivateshtstwill become motivated also, an
inspired teacher can be able to inspire the learners too.

The respondents believe that the teacher in this Motivation at Work in tétntarsic Motivation with a
composite mean of 4.37, verbally interpreted as ‘correspond strongly’.

Intrinsic motivation stands as a person's intrinsic drive to do samgethihich is fueled by desires
difficulties, and personal fulfillment. A person is intrinsically drivghen they think about their jobs, look for
the best way to do them, and are eager to do a good job. imtrioentive advantages come from the work
employees do, not from external triggers like a raise or recognitionrfranagement. Intrinsic motivation is
defined as activity prompted by internal rewards. To put it anethgr motivation is defined as conduct that
originates from within an individual and is fundamentally useful.

Studies have shown that internal motivation - doing something printarijain interest or pleasure -
energizes, improves well-being, and improves our performance &yzeti, 2017). They gave meaning to
intrinsic motivation as performing an activity for its inherent pleaswer than for some tangential benefit.
Since it draws people more fully into the task at hand, intrinsic motivatidheisnost common type of
motivation in education. It is common knowledge that the consequendasirgically driven performance
are of higher quality.

Teachers who are intrinsically motivated understand what it means to deekaster, and enjoy ideal
challenges (Reeve et al., 2007).

Table17
Motivation at Work in terms of I dentified Regulation
Indicators Mean \ Rank
B1. | do my work because it is important for 4.52 Correspond completely 3
me to carry out this task.
B2. | do my work because this task allows n 4.54 Correspond completely 2
to attain work objectives that | consider
important
B3. | do my work because | find this task 4.61 Correspond completely 1

important for the academic success of
my students.
Composite M ean 4.56 Correspond completely
Legend: 4.50-5.0 = Correspond completely; 3.50-4.49 = Correspamd)btr 2.50-3.49 = Correspond
moderately; 1.50-2.49 = Correspond a little; 1.0-1.49 = Not correspball

The quantitative analysis found in Table 17, shows the Motivation at worlerms of Identified
Regulation were positively evaluated “Correspond Completely”. Based on the table, the indicator ‘| do my
work because | find this task important for the academic succesyg studentsgot the highest (WM=4.61).
Teachers play a critical impact in their students' academic achievement. A grading learning and growth,
teachers appear to be the best facilitators in these social environmentsntieproultivate, and harness
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internal impulses of pupils to be curious and engaged (Niemiec & RQ88). It gives learners a chance to
acquire the necessary skills and knowledge on various fields of edusatibnas Reading, Literature,
mathematics, History, Politics and other academic and non-acadengctsuly the school, learners were
taught to become analytical and critical thinker, self-directed, gender sensitiveuoicative, God-loving,
open-mindedness, socially-oriented, concerned for others, environrgenialy, promoter of justice and
peace, builder of family values, a person of integrity and a tremafive leader for the 2century.

On the indicator ‘I do my work because this task allows me to attain work objectives thatsideon
important” got the second rank of (WM=4.54). Lastly, the indicator ‘I do my work because it is important for
me to carry out this task’ got the lowest assessment of (WM=4.52). The respondents believe that the teacher
in this Motivation at Work in terms of Identified Regulation who got a pasite mean of 4.56, verbally
interpreted as ‘correspond completely’. Employees that are highly motivated believe that their work allows
them to attain their own goals or that their work corresponds with dheirstandards, according to studies
(Van Wingerden & Van der Stoep, 2018; Purc & Laguna, 2019).

Teachers must be motivated in order to improve success in the leanvingnement (Carson & Chase,
2009). The effectiveness of teaching was measured in terms ofnigatyles, teaching approaches, teaching
method, and teaching behavior in relation to motivation of teachersstiment learning results are heavily
reliant on the quality of teaching. (Butler & Shibad14

The professional development is carried out for a variety of goals, inglwdiriification, upgrading,
preparing them for new responsibilities, refreshing their knowledgeazhing pedagogies, and learning
about changes to the curriculum most of the time.

Bush and Kaparou (2015) observed the connection between provigitrgctional leadership and
supporting teachers' professional development in a centralized setting,aakmidar perspective.

Therefore, through seminars, workshops, and training evieaishers must be encouraged and supported
in their professional development (Pescuela, 2015). Then, Babalola anduH2f336) noted that school
should inspire their teaching staff to take initiative, be creative, and tdaqiee.

Table 18
Motivation at Work in terms of Introjected Regulation
Indicators Mean \ Rank
C1. 1 do my work because if I don’t carry out 4.20 Correspond strongly 2
this task, | will feel bad.
C2. 1 do my work because | would feel guilty 4.26 Correspond strongly 1
not doing it.
C3. 1 do my work because I don’t want to feel 4.18 Correspond strongly 3
bad if I don’t do it.
Composite M ean 4.21 Correspond strongly

Legend: 4.50-5.0 = Correspond completely; 3.50-4.49 = Correspambtr2.50-3.49 = Correspond
moderately; 1.50-2.49 = Correspond a little; 1.0-1.49 = Not corresaball

The quantitative analysis found in Table 18, shows the Motivationosk W terms of Introjected
Regulation were assessed “Correspond Strongly). Based on the table, the indicator ‘| do my work because |
would feel guilty not doing it.got the highest (WM= 4.26).

An independent type of motivation that displays behavioral participation
as a result of internal demands such as avoiding feelings of shami#t,arrgpbtaining natural self-esteem or
pride. On the indicator ‘I do my work because if I don’t carry out this task, I will feel bad’ got the second rank
of (WM=4.20).

Lastly, the indicator ‘I do my work because I don’t want to feel bad if I don’t do it” got the lowest rank of
(WM=4.18).

The respondents believe that the teacher in this Motivation at Work in tetmsogected Regulation who
got a composite mean of 4.21, verbally interpreted as ‘correspond strongly’. Introjected regulation occurs
when a behavior's motivation is drawn from internal feelings likeepnd remorse, whereas external
regulation, which is the most regulated, is based on external incentives or pdikaltiesmpliments or
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negative social evaluation (Ryan & Deci, 2000). Individuals with introjectetvation recognize the
importance of the work and absorb the concept. Self-confidence is condititnéhe presence of significant
introjected action demonstrates on success (Ryan & Brown, 2803gsult, those who are highly motivated
will say that they are doing their job to maintain their characteradrithorder to feel good, they must be the
best in their institution.

Another aspect that must be considered is comments or continuous feestiading work progress and
improvement for higher work engagement. This has been confibydiderature on the response setting,
which asserted that a supportive environment produced by school leadertdegadins in teachers'
performance and well-being. These elements, which in turn can booster®ainvolvement and
empowerment, were also highlighted by Frantz et al. (2016). As mentitheethteraction between teacher
and his/her institution has an impact on motivation to work and su¢€egtbr, 2015).). Additionally, Chau
et al. (2015) shown that supportive leader feedback settings are assodiatedtkv higher influential and
image-enhancing motives.

Table 19
Motivation at Work in terms of External Regulation

Indicators Mean Vi Rank
D1. I do my work because my work

demands it. 4.25 Correspond strongly 1
D2. 1 do my work because the school

obliges me to dd. 4.08 Correspond strongly 3
D3. I do my work because | am paid to d

it. 4.10 Correspond strongly 2
Composite M ean 4,14 Correspond strongly

Legend: 4.50-5.0 = Correspond completely; 3.50-4.49 = Correspambtr2.50-3.49 = Correspond
moderately; 1.50-2.49 = Correspond a little; 1.0-1.49 = Not correspball

The quantitative analysis found in Table 4.4, shows the Motivation &k Wwoterms of External
Regulation were evaluated “Correspond Strongly”. Based on the table, the indicator ‘| do my work because
my work demands itgot the highest rank of (WM=4.25).

The researcher believe that the respondents are working because their jobsdgnmaimarily because
they are teachers. Learners in school comes from a society of divdrsaitincultural background. Teachers
commitment to attend learners’ need to demonstrate a chance to socialize and broadens the parameters of
knowledge and social life, that will keep them active, creative, collaborativeysegjoup work, capable of
achieving, admires competent, caring, loves to be challenged and to takendskble to process stressful
situations in a healthier manner which alleviates anxiety and correlates tpierfmaytlook in life.

This is the most common type of extrinsic motivation, and thus thé #&#snomous, as it reflects
engaging in behaviors in order to get external reinforcement, such asm@ @wavoid punishment. On the
indicator ‘I do my work because I am paid to do it’ got the second rank of (WM=4.10). The study of
motivation is particularly concerned with work.

Work is a significant source of identity, self-esteem, and self-actuatizdtam a psychological
standpoint. It gives employees a sense of accomplishment by demongtraiingorth to society. However,
it can also be a cause of irritation, boredom, and feelings of meassngks that shape an individual's
personality and the nature of work. Individuals assess themselvesapatbeir ability to accomplish goals. If
people believe their job is preventing them from realizing their full potential,nitbeadifficult to stay
motivated and have a sense of purpose at work.

The data were investigated and seem to reveal that, despite the fact that teacheetisfied with their
overall work environment, including school policies and professional relatianship their obligation to do
their work because they are paid to do it and others were not satisfied evighldinies they were getting, as
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well as the incentives they received from the schoolwork engagement

Lastly, the indicator ‘I do my work because the school obliges me to do it” got the lowest evaluation with
(WM=4.08).

The respondents believe that the teacher in this Motivation at Work in teffxdeshal Regulation who
got a composite mean of 4.1vkrbally interpreted as ‘correspond strongly’. When behavior is governed by
rewards or avoid unfavorable outcomes, it is called external regulatiomditielual feels obligated to act in
a certain way regardless whether the purpose of action is to receivelsewan avoid sanctions. This is the
lowest self-determined type of motivation, involving conformity @ gursuit of external incentives while
avoiding punishments (Gagné & Deci, 2005). As a result of their effires, high degree of extrinsi
motivation will improve, among other things, ensures that tlaee la certain level of living, enables them to
make a substantial profit, or is the main reason they get up in tméngof he function of work economically
meets extrinsic incentive (Hofeditz et al., 2017).

Table 20
Motivation at Work in terms of Amotivation
Indicators Mean VI Rank
E1l. 1 do my work because I don’t see the
relevance of carrying out this task. 2.19 Correspond a little 2

E2. | do my work because | used to know why
was doing this task, but I don’t see it

anymore. 2.26 Correspond a little 1
E3. I do my work because I don’t see its purpose

anymore 2.04 Correspond a little 3
Composite M ean 2.17 Correspond alittle

Legend: 4.50-5.0 = Correspond completely; 3.50-4.49 = Correstoomyly; 2.50-3.49 = Correspond
moderately; 1.50-2.49 = Correspond a little; 1.0-1.49 = Not correspball

The quantitative analysis found in Table 20, shows the Motivation at waekrits of Amotivation were
assessed “Correspond a Little”. Based on the table, the indicator ‘I do my work because I used to know why I
was doing this task, but I don’t see it anymore.” got the highest rank of (WM=2.26). Motivation in this
situation needs an effective and efficient leader set themselves as a role mottd, example, and sets high
standards of accountability. Leaders explain and improve practices andeetteam with daily discipline.
They turned vision to strategies, values to objectives, processes to practimes #c accountabilities
execution to performance. They gave focused on productivityoiivation, teamwork, communication and
purpose. They encouraged everyone to make their best and reach their gizslised hey carry out unique
viewpoint that encourages people and add new elements that impeawmetitution.

The effort of a teacher has a greater impact on a school's performahdethan teacher is dissatisfied at
work, it will show in how he/she do the job (Mark, 2015). A teaanust therefore maintain professional and
personal development as well as their motivation levels in order to effectindlefficiently carry out and
achieve the common objectives (Lopez & Irene, 2015).

On the indicator ‘I do my work because I don’t see the relevance of carrying out this task’ got the second
rank with (WM=2.19). Motivation in this condition needs a dynamigterm plan that plots the route
towards the realization of the institution’s vision and goal. It implies how effective and efficient an
organization is in achieving the outcomes intends to produce that impl®fwithout waste. It is directly
concern with everyone within the organization with a given talented maeagemd focused leader that
implements change and transformation. This will be of great help torganization that the employees
attain necessary knowledge and skills to remain steadfast and succeed torthdtfis used to guarantee
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that the organization has undergone growth and development.

Lastly, the indicatofl do my work because I don’t see its purpose anymore’ got the lowest evaluation of
(WM=2.04). Motivation at work in this circumstance required a systensitucture in an organization
wherein the authority, functions and responsibility of each member arb/defined and communicated. It
is the framework that defines the roles, responsibilities, authority and acdbtie¢athat designed to
accomplish and achieve the desired organization’s goals and objectives. It refers to the establishment of
tangible and intangible components of an organization. In here the strgoteseits members a clear-
established structure, idea and guidelines to the group to maintain ordezsahe conflicts. It binds its
members as a team to give meaning and identity to each memberthrdgtoup as well. Structure in any
organization is expected to be known to its members because it will matwhatikind of organization the
members belong, what kind of people are in it and what each meeshef themselves doing to achieve their
common goals.

The respondents believe that the teacher in this Motivation at Work in terms aivAtion with a
composite mean of 2.17, verbally interpreted as ‘correspond a little’. Amotivated are the lowest self-
determined activities displaying an attitude of helplessness because therpugase, no expectation of
anything, or possibility of changing the outcome.

Low energy levels, minimal control of behavior, and an absencarttipation in the profession are all
signs of amotivation, or a lack of motivation. This idea is comparableatmed helplessness, and it is
typically associated with negative job consequences.

Pressure, instructor autonomy is restricted, self-efficacy is insufficienifficient career paths, repetition
of material, and limited opportunities for intellectual growth are amoegybes of demotivating variables
proposed by Ddérnyei and Ushioda (2011). According to Noels et @0)J2# people had the option of
whether or not to complete a task, they would seek out more tempiygjtev do so, making the issue more
difficult for them. When confronted with these difficulties, respomslidrelieved they could complete the
assignment.

On the contrary, the findings demonstrate that teachers' motivationaaterare significantly influence
by their social standing and working environment. This studyhlibigt the importance of school leader in
preserving a remarkable workplace culture, which is required to exhibit a greatsitment and passionate
devotion to providing high-quality service. (Nyam, 2014; De Castro&ugal, 2014).

Table21
Summary Tableon M otivation at Work
Composite
Dimensions Mean \ Rank
Intrinsic Motivation 4.37 Correspond strongly 2
Identified Regulation 4.56 Correspond completely 1
Introjected Regulation 4.21 Correspond strongly 3
External Regulation 4.14 Correspond strongly 4
Amotivation 2.17 Correspond a little 5

Legend: 4.50-5.0 = Correspond completely; 3.50-4.49 = Correspand)btr 2.50-3.49 = Correspond
moderately; 1.50-2.49 = Correspond a little; 1.0-1.49 = Not correspball

Table 21 presents the Summary on Motivation at Work wherein the dimeofsidentified Regulation
got a weighted mean of 4.56, Intrinsic Motivation with a weighted med3a@f Introjected Regulation with
a weighted mean of 4.21, followed by External Regulation with a weighézoh rof 4.14 and Amotivation
with the lowest mean of 2.17. This research has added to the bddywwfedge by demonstrating that
identified regulation is an important sort of workplace motivation. Teactmivation has implications not
only for themselves but also for the classroom experiences of &uded the overall stability and
effectiveness of the institution.

Scholars believe that effective schools exist, succeed in establishing professitingk shat allow
teachers to finish their work, take part in choices that influence theirhglke a considerable degree of
autonomy in carrying out their responsibilities, have a similar geegive credit, collaborate, and be given
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numerous possibilities for professional development to assistithenoadening their perspectives (Gatsinzi
et al., 2014). Teacher' professional conduct and job performancdlaeaded by motivational variables that
are connected to their professional needs, resulting in teachers beingectteatacious, and committed to
their work (Nzulwa, 2014). Teachers do not demonstrate desirégbspianal conduct if their motivation does
not match their professional needs. As a result, teachers' professional denelsipondd be adapted to their
unique needs and objectives (Alam & Farid, 2011).

Hechanova (2014) focused on the existence of requirements relatedktccareer, and organization as
engagement predictors while examining the needs of the Filipino wopkipglation and the relationship
between these needs and employee engagement. There is significant relatietvabdm working conditions
of teachers and their performance to work (Garcia, 2016). The conclisjgests that meeting teachers'
requirements for professional development through career advancenesetxch endeavors, and training
activities acts as a motivating element in raising teachers' performance atirwsudgpport of this, Aguado
(2015) pointed out that school leaders support teachers and recognizefdinisir éddditionally, as a means
of self-fulfillment and motivation as well as a valuable component ofesw@&dinstitutions, this represents a
higher priority in acquiring prestige in the teaching profession.

Table 22
Significant Differencesin Transformational L eader ship when Grouped According to Demographic
Profile

AVEATR  AVEBEH AVEIM AVEIS AVEIC
Gender Mean (SD) Mean (SD) Mean (SD) Mean (SD) Mean (SD)
Male 3.89(1.09) 3.99(1.23) 4.01(1.30) 3.94(1.23) 3.91(1.31)
Female 4.05(0.84) 4.30(0.81) 4.39(0.89) 4.25(1.00) 4.30(0.82)
t-value 0.880 1.685 1.902 1.477 2.029*
Civil Status
Single 4.02(0.96) 4.25(0.97) 4.27(1.11) 4.23(1.10) 4.20(1.05)
Married 4.00 (0.85) 4.19(0.91) 4.32(0.91) 4.10(1.05) 4.19(0.91)
t-value 0.11 0.42 0.312 0.669 0.049
Age AVEATR AVEBEH AVEIM AVEIS AVEIC
Less than 30 4.26 (0.79) 4.56 (0.63) 4.61(0.67) 4.51(0.90) 4.48(0.81)
30to 39 3.64 (1.07) 3.76(1.23) 3.85(1.35) 3.81(1.29) 3.75(1.27)
40 to 49 4.16 (0.72) 4.40(0.71) 4.40(0.79) 4.19(1.04) 4.32(0.75)
50 or more 3.94 (0.94) 4.09(0.89) 4.28(1.03) 4.13(0.84) 4.20(0.85)
F-value 3.652* 5.937** 4.016** 2.869* 4.146**
Education AVEATR AVEBEH AVEIM AVEIS AVEIC
Bachelors degree  4.01 (0.91) 4.25(0.87) 4.34(0.96) 4.22(1.02) 4.24(0.92)
Masteral degree 4.21(0.66) 4.32(0.73) 4.35(0.73) 4.22(0.91) 4.32(0.70)
Doctoral degree 3.28(1.32) 3.61(1.85) 3.56(1.99) 3.47(1.80) 3.25(1.83)
F-value 3.814* 2.138 2.591 2.093 4.768*
L evel taught AVEATR AVEBEH AVEIM AVEIS AVEIC
Preschool 3.94 (0.83) 4.00(1.06) 4.00(0.71) 3.75(1.40) 4.06(0.72)
Elementary 419 (0.85) 4.54(0.58) 4.70(0.47) 4.54(0.63) 4.51(0.61)
Secondary 3.96 (0.95) 4.12(0.97) 4.20(1.13) 4.06 (1.17) 4.09 (1.07)
College 3.77(1.05) 4.12(1.3) 4.00(1.38) 3.92(1.20) 3.87(1.27)
Varied levels 3.96(0.80 3.98(1.09) 3.93(1.04) 4.00(1.22) 4.11(1.09)
F-value 0.674 1.654 2.590* 1.828 1.625
Subj ects taught AVEATR AVEBEH AVEIM AVEIS AVEIC
AP/Social
Studies/Social 3.88(1.23) 4.10(1.01) 4.02(1.44) 4.15(1.23) 4.30(1.16)
Sciences
MAPEH 452 (0.64) 4.44(0.96) 4.67(0.78) 4.63(0.80) 4.65(0.78)
Business 3.60(1.53) 3.70(2.10) 3.80(2.17) 3.55(1.92) 3.60(1.97)
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IT/Computer 3.28(1.15) 3.94(1.39) 3.69(1.48) 3.31(1.75) 3.72(1.50)
English/ Language 4.33 (0.70) 4.41(0.74) 4.48(0.69) 4.47 (0.77) 4.57 (0.55)
Filipino 4.00 (0.77) 4.09 (0.76) 4.39(1.00) 3.83(1.18) 3.98(1.24)
Mathematics 4.02 (0.87) 4.22(1.04) 4.50(0.92) 4.32(0.81) 4.08 (0.85)
Science 4.02 (0.97) 4.41(0.75) 4.34(0.89) 4.44(0.68) 4.27 (0.76)
TLE 3.88 (1.08) 421(1.25) 4.17(1.38) 3.83(1.72) 3.83(1.29)
Varied subjects 3.85(0.73) 4.15(0.69) 4.13(0.69) 4.12(0.80 4.09 (0.68)
F-value 1.62 0.54 0.97 1.69 1.35
Length of

Service AVEATR AVEBEH AVEIM AVEIS AVEIC
Less than 5 years 4.11 (0.85) 439 (0.69) 4.41(0.80) 4.18(1.15) 4.34(0.91)
5to 10 years 3.95 (0.85) 4.20(0.86) 4.27 (0.95) 4.26 (1.00) 4.16 (0.95)
11to 15 years 3.89 (1.13) 4.00(1.35) 4.16(1.41) 4.08(1.36) 4.02(1.35)
16 to 20 years 4.15 (0.81) 4.38 (0.95) 4.38(0.92) 4.25(0.74) 4.17 (0.83)
21 to 25 years 4.16 (0.84) 450 (0.65) 4.50(0.75) 4.48(0.78) 4.66 (0.65)
26 to 30years 3.97 (0.80 3.78(1.20) 3.97(1.23) 3.75(1.32) 3.72(1.09)
More than 30

years 3.85 (1.25) 4.13(0.82) 4.25(1.21) 3.98(0.95) 4.23(0.79)
F-value 0.30 0.95 0.37 0.51 0.99

Legend: ATR = Attribute; BEH = Behavior; IM = Inspirational Motivatid§;= Intellectual Stimulation;
IC = Individualized Consideration;
*Significant at 5% level, ** Significant at 1% level

Table 22 shows the test of Significant Differences in Transformationaletg@d when Grouped

According to Demographic Profile. In terms of gender, the findihgsved that the mean score obtained by
female teachers was higher than the mean score obtained by male teacherstire ddllmfwing dimensions

of leadership namely:

Idealized Influence (Attribute), Idealized InfluerBehgvior), Inspirational

Motivation, Intellectual Stimulation and Individualized Consideration.

The researcher believe that female teachers have higher evaluation inrtmatisftal leadership than

male. The result showed that there is no significant difference in the dimensiddealized Influence
(Attribute), Idealized Influence (Behavior), Inspirational Motivation and Intellé@timnulation. However,
there is significant difference in the dimension of Individualizeds@tmration since the computed p-value
was less than 0.05 alpha level. This means that the responses vé#igasidyn and based from the test
conducted, it was found out that female have a better impression corparate.

Additionally, in terms of civil status, the findings showed that the nseane obtained by single teachers

was higher than the mean score obtained by married teachers. Trgle, teachers had their higher
assessment in the following dimensions of leadership namely: Idealizegnod (Attribute), ldealized
Influence (Behavior), Intellectual Stimulation and Individualized Consideraifibis. implies that there is no
significant difference in assessment in transformational leadership wbepegr according to sex since the
computed p values are greater than 0.05 alpha level.

In terms of age, the findings showed that the mean score obtaireddiners aged less than 30 years old

obtained the highest assessment in all of the following dimensideaddrship namely: Idealized Influence

(Attribute),

Idealized Influence (Behavior), Inspirational Motivation, Intellectustimulation and

Individualized Consideratiorirhe results showed that there is a significant difference observed on the five
dimensions of transformational leadership when grouped according tinagehe resulted p value was less
than 0.05 level of significance. This implies that the responsesstatigtically, it was found out that the
respondents where they are exposed to their leaders widen their undersaaddimellectual development.

Moreover, in terms of educational attainment, the results showed thae#imeseore obtained by masteral

degree teachers obtained the highest assessment in all of the followingsidimiseof leadership. Such
difference is not significant in the dimensions of Idealized InflueBeddvior), Inspirational Motivation and
Intellectual Stimulation. However, this indicate that there is a significant differen@ssessment in

transformational leadership in the dimensions of Idealized

Influence Attribute lagividualized

WWw.ijrp.org



Jennifer C. Morales/ International Journal of Research Publications (IJRP.ORG) ‘.\ IJRP.ORG

Consideration when grouped according to educational attainment sincentipeited p values are less than
0.05 level of significance.

On the other hand, in relation to the level taught by the teachers, thissirtpieelementary school
teachers had their highest assessment in all of the following dimerfideadership. Such difference is
significant in the dimension of Inspirational Motivation when grouped aowpri level taught since the
computed p values are less than 0.05 level of significance. This also #ietwihere is no significant
difference in assessment in transformational leadership in the dimensilmieslkized Influence (Attribute),
Idealized Influence (Behavior), Intellectual Stimulation and Individualized Coisider

Furthermore, in terms of the subjects taught by the teachers, iedhbwat that there is no significant
difference in assessment in all the dimensions of transformationaldbarsince the computed p values are
greater than 0.05 level of significance. This implies that assessmeahgiormational leadership does not
vary when grouped according to the subjects taught.

Lastly, in relation to the length of service by the teachers, this resuleshteachers who had served their
institution for 21 to 25 years had their highest assessment in dedbliowing dimensions of leadership
namely: Idealized Influence (Attribute), Idealized Influence (Behaviogpitational Motivation, Intellectual
Stimulation and Individualized Consideration. This also shows that theme isignificant difference in
assessment in all the dimensions of transformational leadership sincertiputed p values are greater than
0.05 level of significance. This implies that assessment in tranafemal leadership does not vary when
grouped according to the length of service.

Gender stereotyping may be the reason for the gender disparitieg deamhers, with the teaching
profession being regarded as more acceptable for females. According ¢s Btoal. (2014), the teaching
profession is dominated by women, with 70 percent of womerbamércent of men making up the teaching
workforce at the pre-primary and primary levels in 2013. Accgrdim Keller (2011), socioeconomic
developments in which more men seek new jobs or leave the teachfagsfoo, as well as the old notion
that men, as economic providers, must seek a job with a higher atarmyport their families, are among the
reasons for the feminization of the teaching profession.

Table 23
Significant Differencesin M otivation at Work when Grouped Accor ding to Demographic Profile

AVEINMOT AVEIDREG AVEINTREG AVEEXTREG AVEAMOT

Gender Mean (SD) Mean (SD) M ean (SD) M ean (SD) M ean (SD)
Male 4.24 (0.80) 4.34(0.75) 4.17 (0.88) 4.14 (0.89) 2.78(1.38)
Female 4.41(0.69) 4.64(0.60) 4.23(0.97) 4.14 (0.94) 1.95(1.10)
t-value 1.225 2,326* .30800 0.008 3.589**
Civil status

Single 4.24 (0.83) 4.44(0.75) 4.18 (1.03) 4.13(0.96) 2.21(1.29)
Married 4.51(0.54) 4.69(0.49) 4.26(0.85) 4.15(0.88) 2.12(1.16)
t-value 2.201* 2.237* 0.5 0.102 0.421
Age AVEINMOT AVEIDREG AVEINTREG AVEEXTREG AVEAMOT
Less than 30 4.31(0.68) 4.56 (0.58) 4.23(0.89) 4.24 (0.94) 2.38(1.33)
30to 39 4.10(0.92) 4.22(0.88) 4.08(1.14) 4.00 (0.97) 2.14(1.13)
40 to 49 451 (0.51) 4.77(0.42) 4.31(0.85) 4.10(0.97) 1.97 (1.15)
50 or more 4.70 (0.47) 4.80(0.34) 4.26(0.87) 4.26 (0.73) 2.12(1.33)
F-value 4.062** 6.356** 0.38 0.60 0.72
Education AVEINMOT AVEIDREG AVEINTREG AVEEXTREG AVEAMOT

Bachelors degree  4.33 (0.73) 4.57 (0.64) 4.12(1.00) 4.14 (0.96) 2.25(1.25)
Masteral degree 451(0.49) 4.62(0.45) 4.42(0.61) 4.20(0.69) 2.10(1.20)
Doctoral degree 4.22(1.18) 4.19(1.17) 4.44(1.21) 3.96 (1.23) 1.52(0.99)

F-value 0.859 1.674 1.432 0.239 1.538
Level taught AVEINMOT AVEIDREG AVEINTREG AVEEXTREG AVEAMOT
Preschool 4.08(0.57) 4.42(0.50) 4.00(0.82) 3.83(0.58) 2.08 (1.26)
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Elementary 458 (0.53) 4.79(0.45) 4.32(0.91) 4.30(0.81) 2.17(1.33)
Secondary 4.31(0.74) 4.52(0.64) 4.17 (0.95) 4.04(1.01) 2.33(1.21)
College 4.28(1.00) 4.21(1.00) 4.13(1.15) 4.10(1.06) 1.54(0.81)
Varied levels 419 (0.76) 4.48(0.71) 4.24(0.96) 4.29(0.71) 2.00(1.27)
F-value 0.859 1.674 1.432 0.239 1.538
Subjects taught AVEINMOT AVEIDREG AVEINTREG AVEEXTREG AVEAMOT
AP/Social
Studies/Social 4.37 (0.55) 4.60(0.54) 4.13(1.14) 3.90(1.10) 3.07 (1.25)
Sciences
MAPEH 474 (0.41) 4.87(0.26) 4.62(0.59) 454 (0.63) 2.77 (1.66)
Business 3.67 (1.55) 3.93(1.55) 3.87(1.66) 3.93(1.52) 1.73(0.98)
IT/Computer 4.29 (0.58) 4.63(0.52) 4.13(0.59) 4.29(1.03) 2.12 (1.21)
English/ Language 4.38 (0.72) 4.53(0.69) 4.18(0.95) 4.15(1.01) 2.20(1.32)
Filipino 4.65(0.46) 4.71(0.44) 3.98 (0.95) 4.04 (0.85) 2.12(1.41)
Mathematics 4.36 (0.46) 4.62(0.47) 4.36(0.74) 4.00(0.88) 2.40(1.11)
Science 4.08 (1.01) 4.50(0.83) 4.27 (1.07) 4.25(1.02) 1.81(1.01)
TLE 4.39(0.71) 4.33(0.70) 3.89(1.09) 3.44 (1.13) 1.78(0.81)
Varied subjects 4.32(0.68) 4.46 (0.63) 4.28 (1.00) 4,28 (0.62) 1.74(0.86)
F-value 1.55 1.13 0.58 0.91 1.67

Length Service

AVEINMOT AVEIDREG

AVEINTREG AVEEXTREG AVEAMOT

Lessthan 5years  4.32(0.63) 4.59(0.53) 4.34(0.78) 4.28 (0.88) 2.23(1.30)
5to 10 years 4.27 (0.82) 4.44(0.70) 4.13(1.08) 4.06 (0.94) 2.52(1.25)
11 to 15 years 4.18 (0.96) 4.33(0.97) 4.18(1.11) 4.14 (0.95) 1.71(0.94)
16 to 20 years 4.56 (0.48) 4.62(0.52) 4.36(0.65) 4.00 (1.02) 1.89(1.17)
21 to 25 years 4.55(0.43) 4.82(0.40) 4.00 (1.16) 4.15(1.07) 2.21(1.24)
26 to 30years 4.41 (0.62) 4.63(0.42) 4.11(0.47) 3.78(0.80) 1.70(0.93)
More than 30 years 4.73(0.47) 4.97 (0.11) 4.33(1.10) 457 (0.70)  2.43(1.56)
F-value 1.10 1.68 0.34 0.79 1.49

Legend: INMOT = Intrinsic Motivation; IDREG = Internal regulatidNiTREG = Introjected Regulation; EXTREG =

External regulation; AMOT = Amotivation
*Significant at 5% level, ** Significant at 1% level

Table 23 shows the test of Significant Differences in Motivation at Work v@reniped According to

Demographic Profile.

In terms of gender, female respondents have higher evaluation inalitmtivat Work than male. Such
difference is not significant in the dimensions of Intrinsic Motivatimtrojected Regulation, and External
Regulation but is significant in the dimension of Identified Regulationfanativation since the computed p-
value was less than 0.05 alpha level. This means that the responssigivificantly and based from the test
conducted, it was found out that female have a better impression on matigatimrk compared to male.
There were few previous studies that have focused on motivation bagghder. According to a study,
gender-based demographic characteristics did not have a statistically significanhgielati@ith gender.
According to Hitka et al. (2018), explained that teaching is mostly a fedaatgnated profession in
Malaysia, and female instructors typically have more onerous tasksnidlanteachers. Female workers are
more cognizant of social security and are concerned about their woekatigmships. Male workers are more
possible to be motivated to implement their jobs based on their earnioggtipns, and responsibilities, but
female workers are more likely to have a pleasant working environrabrgegurity, and mutual cooperation.

Next, in terms of civil status, the findings showed that the mean sbtaeed by married teachers was
higher than the mean score obtained by single teachers in most of #residing of motivation at work. This
implies that there is no significant difference in assessment in motivatiamork namely: Introjected
Regulation, External Regulation and Amotivation when grouped accorditigiltstatus since the computed
p values are greater than 0.05 alpha level. This also showed the significant ckffereéhe dimensions of
Intrinsic Motivation and identified regulation since the resulted p value arethess 0.05 level of
significance. On the contrary, a study found that the demograph&bheanf civil status had no statistically
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significant relationship. This is because, whether married or unmathiedmust cultivate positive thoughts
about their jobs while disregarding the unfavorable aspects in oréteepotheir source of income (Azim et
al., 2013).

In terms of age, the findings showed that there is a significant efiffer observed on the Intrinsic
Motivation and Identified regulation since the resulted p value was less thalewe05f significance. This
implies that the responses vary statistically, it was found out that thendesyis where they are exposed to
their leaders broaden their appreciation of work. This is consistent tintiegs of many other studies,
especially those carried out in the context of developed countries. The age aviéiffgiet on the level of
motivation when performing activities (Kvavilashvili & Fisher, 200As stated by Kielerstajn (2008) older
employee tends to had higher motivation compared to young dualue of their career. Previous study
proved that younger and older age has different level of motivation.

It can be observed in the dimensions of motivation at work when groapestding to educational
attainment were considered no significance, this may be due to arnveffisetdership and management
established within the institutions where teachers feel the motivation atamdridecided to stay in the
organization.

Few previous studies have focused on motivation in job tasks basedmondents' educational levels.
According to Hitka et al. (2018), a research of Dutch respondents fibiatcachievers of high level of
education employees were more dedicated at work.

As stated by Freund (2006) educated employees are more driven to ethieémperformance. This study
reveals that master's degree holders are more motivated than baclegars holders in the Indonesian city
of Surakarta (Triyanto, 2016). Moreover, the level taught of teachews stlowed a non-significant
assessment, which may be due to effective leadership and management egtafilish the institutions.

It can also be observed in the subjects taught variable were considesigdificance, this may be due to
established curriculum and competent in teaching their subjects as theytHwwcontent knowledge,
pedagogical capabilities and professionalism.

Lastly, there is no significant difference in the type of motivatiowak based on the length of service.
This runs counter to the results of numerous other research, particuladyttiad were conducted in the
context of developed nations. According to Triyanto's (2016) studydfausubstantial difference between
years of experience and motivation in the teaching profession. ety are still eager to learn more than
senior teachers, junior teachers are more driven than senior tegetstusly found that motivation varies
greatly with the number of years of experience. Teachers witl94/¢ars of experience have been found to
be more motivated than other teachers (Mustafa et al., 2010)

Table24
Relationship Between Transformational L eader ship and M otivation at Work

Intringic Identified Introjected External Regulation Amotivation

Motivation Regulation Regulation
Indicators r p VI D|r p VI D|r p VI Dir p VI Dir p Vi D
Atributes 458= 0 S R| 5H6® 0 5 R .34 0 5 R|194 025 S R|-0067 D442 NS FR
Behavior 448= 0 S R| 529* 0 5 R|.289¢ 0 5 R|23= 006 S R|-0145 D095 NS FR
Inspirational | 470 0 S R| 555= 0 5 R|.270= 002 S R| 184 03 S5 R|[0119 0171 NS FR
Mothvation
Intellectual 387 0 S R| 455% 0 5 R|2¥= 007 & R[22/ (008 S R |-0081 0353 NS FR
Stimulation
Individualized | 464= 0 S R| 516™ 0 S R|.299™ 0 S R| .244= D5 S5 R|-0016 085 NS FR
Congideration

Legerid: r- correlation coefficient; p- probability; W\erbal interpretation; D- Decision
** Significant at .01 level; *Significant at .05 level; NS\ot significant; R- Reject Ho; FR- Failed to reject Ho

Table 24 shows that there is significant relationship between the assedaméransformational
Leadership in terms of Idealized Influence (Attributes), ldealized Inflie(Behavior), Inspirational
Motivation, Intellectual Stimulation and Individualized Consideration with assessmbfutivation at Work
in terms of Intrinsic Motivation since the computed p values are less ®&ahe®el of significance. Thus, the
higher the assessment in Transformational Leadership in termsaldizit Influence (Attributes), ldealized
Influence (Behavior), Inspirational Motivation, Intellectual Stimulation ardividualized Consideration the
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higher also the assessment in Motivation at Work in terms of Intrinsic Motivatio

There is also significant relationship between the assessment in TraatgfoahLeadership in terms of
Idealized Influence (Attributes), ldealized Influence (Behavior), Inspirational vistidn, Intellectual
Stimulation and Individualized Consideration with assessment in MotivatidWork in terms of Identified
Regulation since the computed p values are less than 0.05 level difcaige. Thus, the higher the
assessment in Transformational Leadership in terms of Idealized Inflggtidbutes), Idealized Influence
(Behavior), Inspirational Motivation, Intellectual Stimulation and IndividualizedsZteration the higher also
the assessment in Motivation at Work in terms of Identified Regulation.

Moreover, the result also showed that there is also significant relationship hetweassessment in
Transformational Leadership in terms of Idealized Influence (Attributdeglized Influence (Behavior),
Inspirational Motivation, Intellectual Stimulation and Individualized Consideratidth assessment in
Motivation at Work in terms of Introjected Regulation since the computeduewy are less than 0.05 level of
significance. Thus, the higher the assessment in Transformational sleipderterms of Idealized Influence
(Attributes), Idealized Influence (Behavior), Inspirational Motivation, Intellectual Btion and
Individualized Consideration the higher also the assessment in Motivatidoratin terms of Introjected
Regulation.

Furthermore, there is also significant relationship between the assessmemsformational Leadership
in terms of Idealized Influence (Attributes), Idealized Influence (Behaviogpirational Motivation,
Intellectual Stimulation and Individualized Consideration with assessment in Motivatti/ork in terms of
External Regulation since the computed p values are less than 0.05 lageifafasice. Thus, the higher the
assessment in Transformational Leadership in terms of Idealized Infl(&tidbutes), Idealized Influence
(Behavior), Inspirational Motivation, Intellectual Stimulation and Individualizeds@eration the higher also
the assessment in Motivation at Work in terms of External Regulation.

Lastly, the result showed that there is no significant relationship betweenassessment in
Transformational Leadership in terms of Idealized Influence (Attributdsglized Influence (Behavior),
Inspirational Motivation, Intellectual Stimulation and Individualized Consideratidth @wssessment in
Motivation at Work in terms of Amotivation since the computed p valuegeaater than 0.05 level of
significance. Thus, the lower the assessment in Transformational Lieipderserms of Idealized Influence
(Attributes), ldealized Influence (Behavior), Inspirational Motivation, Intellectual Sétion and
Individualized Consideration the lower also the assessment in Motivation &tivwterms of Amotivation.

Leadership is the capability of a person to influence followers positlwelsecuring commitment and
motivation toward attaining organizational goals.

Specifically, to Idealized Influence Attributes and Behavior, is created througintplyees seeing the
leader as a role model. The transformational leader models their behavior, ethic, tratiamofor
employees to observe and follow. A transformational leader also achiésabrough demonstrating their
core values, showing they are willing to take risks, and leading Byhithis process of creating idealized
influence is also known as impression management. In this wayrahsformational leader uses impression
management by leading by example and demonstrating their willingnegsittahe employees and
organization first. Transformational leaders do this to manage how thepeareived by employees.
Confident and clear communication is key to achieving idealized influeeeglers communicate their vision
and values in a way employees understand and want to be a partdfigShe vision is a key part of
transformational leadership as it helps employees understand expectations and tf the organization.
Idealized influence enables employees to not only identify with the leadeasbuleads to the employees
genuinely wanting to be like the leader. The end state of idealized influencesléadespect, trust, and
confidence maintaining within the organization. Transformational leaders achis\®ythlacing the needs of
their employees versus their own.

The researcher observed that Inspirational Motivation has a direct influencetigato at Work. This
may be due to the following characteristics of inspirational leaders. A leadeérfimtigxude confidence.
Leaders contribute to their followers' career paths by inspiring amtitxg conviction of their skills, often
leaving an enduring mark. The second step is to keep a positivelattRositivity, like negative, is
contagious. The importance of influence in a leadership position charemnphasized. Finally, exhibit real
curiosity and gratitude. Consistently praising the efforts of ks with heartfelt praise is the most potent,
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intangible motivator used by transformational leaders. Offering uselessd#atinequently has the opposite
impact, as members can detect the difference. In the absence of a foogaiti@e and awards program,
there are numerous ways to express gratitude. A stronger relationshg@sed levels of trust, involvement,
and commitment may all be achieved through personalized, real communication.

Specific to Intellectual Stimulation focuses on the leader discovering wayspiceiirsovation in their
subordinates and creating an environment keeping the work center interedtéatused on a goal. It can
also be observed that the leaders of the organization have shown value folltwérs. The leaders has
provided a well-defined vision for the institution that followers are weitled, inspired and influenced to
make an effort for their work. Leaders encourage a similar thinKing followers most likely experience that
they are given value in the institution as they also been able to voice ouddfasirinsights and concerns.

Specific to Individualized Consideration, it can be observed that it has a sign#gsegsment towards
Intrinsic Motivation and External regulation which means that leaders learned thboutollowers, what
motivates them, what inspires them and utilizes this information to motaradeencourage them. The
researcher observed that in order to achieved these, it can be through meenoeetings, observation, and
most importantly maintaining open communication. This dimensionrendhat all followers are in the
change and conclusion process to leverage individual talents, skillskrawledge to achieve the
organizational vision and goal. It was stated by Raziq et al. (2015), a pleas&img atmosphere has proven
an affirmative response on job satisfaction, hence, it is vital that instittgmognize the significance of a
pleasant working atmosphere.

Following the results and discussion on transformational leadership atidhtion at work, the table
below shows a list of suggested programs for improving themions of transformational leadership which
has a significant effect on the five dimensions of motivation at work.

Table 25
Proposed Action Plan to Enhance Transfor mational Leadership and Teacher’s Work Motivation
KRA Objectives Strategy/ Activities Succesy Per sons
Perfor mance Involved
Indicators
® This program will e Complete an [|eTeachers
Leadership |e To Lead! train teachers to be Assessment/RdeMiddle and Top
e TO future leaders of the port Management
facilitate institution as they are | e Skill o«Other
effective Involve in the development Educational
team planning strategies, though Personnel
leadership | delegate tasks to shadowing of
subordinates during skilled leaders
meetings and gain
personal growth
through training
Organizational | ¢ Team ® This program involves| ¢ Formation of a [eTeachers
design, building indoor and outdoor strong team |eMiddle and Top
Teamwork e To utilize activities that aims to following the Management
different build team rapport. stages of team|eOther
transformat| Indoor activities like development Educational
ional in the form of forum Personnel
leadership | or meetings where all
strategy in | teachers learn the
practice vision, mission and
objectives of the
institution with
policies and
procedures given.
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Outdoor activities to
strengthen existing
relationships outside
the box.
e Attend various
organizational needs
Teacher e Employee #Recognition to be e Delegation andeTeachers
Motivation of the given for their role eMiddle and Top
week, outstanding work assignment Management
month and | within a period of (promotion)  |eOther
year time Educational
e To ensure pLeadership Personnel
effective development program
teacher’s
motivation/
service in
practice

CONCLUSIONS
Based on the findings, the following conclusions are formulated.

1. Majority of the respondents in the private educational institutions were Femalerteadtich are
composed of 73.9% of the population which shows a significant differend¢eansformational
leadership and motivation at work.

2. There is a significant difference between the dimensions of tramsfional leadership in terms of
age.

3. There is a significant difference between the dimensions of IdealiZeebrioed Attributes and
Individualized Consideration in terms of Educational Attainment.

4. There is a significant difference between the dimension of inspiratioogVation in terms of level
taught.

5. There is a significant difference between the dimensions of intrimsiivation and identified
regulation in terms of civil status and age.

6. There is no significant difference between transformational leadership is ¢égivil status, subjects
taught and length of service.

7. The dimensions of transformational leadership show a significant relapomigh motivation at work
in terms of intrinsic motivation, identified regulation, introjected regulati@headternal regulation.

RECOMMENDATIONS
With the foregoing conclusions, it is recommended that

1. In order to function the most effective way, it is recommendedtthasformational leaders are to
display good interpersonal relations which in turn influence the wartkvation of teachers through
leadership training and development programs. Such programs le&ve dooven to increase
achievement, motivation and enhance the personal competencies vital to effectivehileaaiets
serve as a reference point on educational policy decisions.

2. Research has shown that transformational leadership approaches have a pffsitivon teacher
work motivation, thus through this study, other Private Educatidnstitutions must adopt
Transformational Leadership to enhance the organization commitment dbtlosiers.

3. Graduate school programs leading to master's and doctoral degreell ass professional
development training, be encouraged for teachers. These would not stelygreater knowledge in
instructional planning, the teaching-learning process, and classroom emaerag but also higher
positions in the teaching profession, which also translate to highetiire=en
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4. A positive working commitment should be continuously exhibiteardter for teachers to perform and
go toward the realization of level of outstanding performance, exhihbitiggnizational efficiency
and effectiveness. The supervisory visits to teachers should dacted with increased monitoring
and evaluation to create a supportive workplace environment to help teaetiersybetter in their
respective work engagements

5. The researcher recommends more indoor and outdoor teambuildingttfeormanagement of the

institutions to establish a good working relationship with the newemded employees.

Other studies of a similar topic may be conducted to validate the findinigs study.

7. The researcher recommends to the future researchers to do more exesesaveh not just to limit
the listed private educational institutions under study to produce a mightful and broader
research study about transformational leadership and teacher work motivation.

o
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