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Abstract 
 

 
 The No Child Left Behind Act (2001) and Race to the Top Fund (2009) were 

passed by the federal legislature to address growing gaps in student achievement.  The 

intended outcome of these measures was centered around student achievement.  

However, there were several unintended outcomes, including the effect of these measures 

on teacher responsibilities.  Although there has been limited scholarship that has 

established connections between teacher motivation and student achievement, several 

studies have shown that motivation does have a direct impact on overall workplace 

dynamics and outcomes.  This mixed-method, convergent parallel (triangulation) study 

focused on three research questions: 1) How would teachers describe their overall level 

of motivation?, 2) What factors of teacher motivation can be classified as intrinsic or 

extrinsic?, and 3) What are the differences in teacher motivation among demographic 

factors, such as age, gender, years of experience, and level of education?   The 

triangulation method applied within this study corroborated qualitative and quantitative 

data to identify factors of motivation for secondary teachers.  The results of this study 

indicated several primary motives, termed as affiliation, consideration, security, career 

growth, and self-expression.  Additionally, several secondary motives were identified, 

termed purpose, responsibility, excitement, and personal needs.  Furthermore, ANOVA 

results demonstrated potential differences in motives across demographics.  Those 

ANOVA results were summarized as follows:  Age - F (2, 133) = 2.17, p = .21; Years of 

Experience - F (4, 133) = 44.07, p = .000; Highest degree-earned - F (1, 133) = 3.88, p = 

.05; Gender - F (1, 133) = 1.01, p = .316.  The ANOVA results indicated there were 

significant differences associated with Years of Experience and Highest degree-earned 
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and no significant differences associated with Age and Gender.  Educational leaders may 

consider incorporating these motives into secondary education work environments 

through yearly improvement plans and daily processes or procedures. 
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CHAPTER I:  INTRODUCTION 
 

Problem Statement 
 

 The landscape of education has dramatically changed since the 1990s.  Many 

educational environments consisted of high-stakes testing, inadequate funding of 

processes, and evolving expectations from communities.  Specifically, the National 

Research Council recently found that standardized testing had a negative effect on 

teachers’ desires to stay in the field of education (2011).  There has also been an 

evolution of the workplace, characterized by an increased integration of technology and 

the influence of globalization (Friedman, 2007).  Leaders cannot command high 

performance, making it exceptionally important to motivate people to want to meet 

expectations (Connors & Smith, 2009).  Evidence had quickly mounted to support the 

need for inspirational leaders, capable of motivating teachers both individually and 

collectively.  The field of secondary education faces an uphill challenge in balancing both 

quality education for its students and the professional drive of teachers, absent diverse 

motivational strategies. 

Purpose Statement 
 

 The purpose of this study was to identify factors of teachers’ motivation in middle 

and high schools. The conceptual definition used for motivation was the process that 

accounts for individuals’ intensity, direction and persistence of effort toward attaining a 

goal (Robbins & Judge, 2012).  A major focus of this study was the process of motivation 

and its respective factors for teachers within secondary education.  However, any 
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potential outcomes of teacher motivation, such as student performance or job satisfaction, 

were not examined within this study.   

Context / Background 

 There were several influences on motivation considered within this study in 

identifying factors of teachers’ motivation in middle and high schools.  These influences 

included the effect of globalization, changing demographics, and government mandates 

on secondary education.  Although these influences were not inclusive of all factors of 

motivation, they provided broad perspectives in evaluating secondary education.   

 Globalization has influenced teachers’ motivation in secondary education.  

Globalization created diversity in job responsibilities and functions (Friedman, 2007).  

Specifically, teachers worked within individualized and collaborative environments, 

where motivation was an important factor in the academic success of students (Bess, 

1997).  Teachers prepared students for competition and employment within the 

globalized economy.  It was important for teachers to remain current on differentiated 

instructional practices that supported cross-departmental functions present within 

globalized work environments.     

 The second influence on teacher motivation was the changing demographics 

within secondary education.  In general, motivation within work environments reflected 

changes in cultural values over time (Owens & Valesky, 2007).  This study assumed such 

changes were present in secondary education.  Educational leaders considered the 

demographic make-up of their staff, such as gender, age, years of experience, and level of 

education to evaluate factors of motivation across and within these categories.  Factors of 

motivation for teachers had the potential to vary across different demographics.   
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 A major piece of evidence of the changing demographics was the breakdown of 

generations present in work environments.  Salkowitz (2008) identified three dominant 

cohorts within work environment from 2000 thru 2012:  Baby Boomers (b. 1946-1962); 

Generation X (b. 1963 – 1980); and, Millennials (b. 1981-2000).  These cohorts exhibited 

fundamental differences in attitudes, priorities, values, and work styles as a result of their 

different experiences (Salkowitz, 2008).  Each of these generations had characterizations 

based on specific demographic factors such as age, gender, years of experience, or level 

of education.  The ability for educational leaders to understand what motivated these 

demographic groups, either individually or collectively provided a foundation for 

improving educational outcomes.   

 In connection with demographics, leaders determined whether factors of teachers’ 

motivation were intrinsic or extrinsic.  Intrinsic motivation appealed to individual values, 

which varied from person to person.  Bacon stated that leaders should appeal to values 

because it connects with something deep inside that individuals cannot oftentimes 

articulate (2012).  Intrinsic motivation in the workplace was critical due to connections 

between individuals’ drive and feelings of value or fulfillment (Bacon, 2012).  Examples 

of intrinsic factors of motivation included professional goals or development, personal 

and family needs, and personal interests. 

 Likewise, extrinsic factors, such as leadership style, incentives or rewards, and 

role or responsibilities, existed in the workplace. These factors, in connection with 

organizational components such as communication, organizational goals and 

organizational structure, contributed to teachers’ overall level of motivation.  Educational 
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leaders maximized levels of motivation by aligning individual and organizational values 

(Sergiovanni & Starratt, 2007). 

 Finally, this study considered the influence of federal, state, and local mandates or 

pressures on factors of teacher motivation.  Teacher motivation was critical in completing 

daily work responsibilities, which were frequently altered by mandates such as No Child 

Left Behind (2001) and Race to the Top (2009).  Many advocated for school leaders to 

implement coherent, meaningful professional development programs to improve teacher 

effectiveness (Miller, 2003).  However, supplemental approaches to teacher 

effectiveness, such as teacher motivation, were necessary to address such high stakes 

changes.   

 The Race to the Top grant was one example of federal and state initiative which 

has increased the stakes within education.  Race to the Top was established within the 

American Recovery and Reinvestment Act (2009), creating performance outcomes for 

primary and secondary school districts.  The performance outcomes outlined within the 

Executive Summary of Race to the Top (US Department of Education, 2009) are listed as 

follows: 

• Adopting standards and assessments that prepare students to succeed in 
college and the workplace and to compete in the global economy 

• Building data systems that measure student growth and success, and inform 
teachers and principals about how they can improve instruction 

• Recruiting, developing, rewarding, and retaining effective teachers and 
principals, especially where they are needed most 

• Turning around our lowest-achieving schools (p. 2) 
  
 
 Prior to Race to the Top, President George W. Bush passed No Child Left Behind 

(2001).  No Child Left Behind created a framework on how to improve the performance 
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of America's primary and secondary schools using the following criteria (United States 

Department of Education, 2001): 

• increased accountability for states, school districts, and schools 
• greater choice for parents and students, particularly those attending low-

performing schools  
• stronger emphasis on reading, especially for our youngest (pp. 2 - 3) 

 
As with the No Child Left Behind Act of 2001, Race to the Top incorporated many 

student-centered outcomes that demanded the need for teachers to improve in many 

professional facets.  Race to the Top and No Child Left Behind were just several reasons 

why educational leaders consider incorporating motivational strategies to guide teachers 

through the challenges present in secondary education. 

 Overall, implementation of these federal regulations and other community-

oriented initiatives were summarized by one word: change.  Change was characterized as 

planned and directed in achievement of new goals (Owens & Valesky, 2007).  Burke 

(2002) indicated that motivated individuals were able to reduce the loss and uncertainty 

associated with change.  Industries sought to minimize the negative effects of change, 

especially on employees and customers.  Zenger, Folkman, and Edinger (2009) described 

leaders who were skilled in inspiring and motiving as having direct reports that were 

more satisfied and committed. It was these two outcomes which reinforced emphasis on 

identifying motives for teachers. 

 The influence of globalization, workplace demographics, and federal or state 

mandates were not inclusive of all factors affecting teachers’ motivation in secondary 

education.  However, these influences represent many of the forces acting within 

secondary education and served as points of reference for the duration of this study.  As 

teacher motivation was a complex construct that incorporated various theories or 
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paradigms, any subsequently determined influences were outlined within the 

“conclusion” section.  

Research Questions 

 In identifying factors of teacher motivation for middle and high school teachers, 

the following research questions were addressed: 

1. How would teachers describe their overall level of motivation?  

2. What factors of teacher motivation can be classified as intrinsic or extrinsic? 

3. What is the difference in teacher motivation among teacher demographic 

factors, including age, gender, years of experience, and level of education? 

These research questions provided a broad overview of teacher motivation within the 

middle and high schools.  Teachers’ descriptions of their overall level of motivation were 

used to construct a list of motives or incentives.  These motives were categorized as 

either intrinsic or extrinsic.  Additionally, this study explored possible relationships 

between factors of teacher motivation and demographic characteristics.  These questions 

developed a clearer picture of teacher motivation in secondary education.  

Theoretical Base 

 It was important to note that this study did not apply a single, all inclusive theory 

that encapsulated teacher motivation.  Theories on motivation are aligned with a number 

of paradigms.  Many theories on motivation contained elements of both constructivist and 

behaviorist paradigms.  The behaviorist paradigm of motivation considered both positive 

and negative reinforcers (Golembiewski, 2001).  Merit-pay plans, demands for 

accountability, emphasis on formal supervision, and annual performance reviews were 

just a few examples of behaviorist approaches within education (Web & Norton, 2009).  
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Conversely, the constructivist paradigm of motivation implied individuals created and 

were driven by personal motives (Owens & Valesky, p. 383).  If educational leaders 

tapped into this source of intrinsic motivation, there would be the potential for a sustained 

level of motivation.  It was the constructivist paradigm that served as the underlying 

perspective for this study. 

 A secondary premise of this study distinguished between motivation for 

performance versus motivation for satisfaction.  Motivating individuals to improve job 

satisfaction referred to a level of content developed in connection with job 

responsibilities (Judge & Robbins, 2012).  This was much different than motivating 

individuals to perform well on the job, as high performing employees can still be 

dissatisfied within the organization.  The factors of teacher motivation identified 

potentially enabled educational leaders to assist teachers develop a sense of satisfaction 

or improve performance.  However, it was not the goal of this study to correlate either of 

these broad constructs with any identified factors of motivation.   

Finally, the work of Herzberg and Maslow served as major theoretical 

foundations throughout this dissertation.  Maslow’s Hierarchy of Needs Theory was one 

of the first theories of motivation, which incorporated a scaffold structure of individual 

needs (Thompson, 1996).  Herzberg’s Two-Factor Theory, involving dissatisfiers and 

satisfiers, attested to both extrinsic and intrinsic motivational factors (Hiam, 2003).  

These theories were deeply connected to organizations and their employees through 

facets such as compensation, leadership style, organizational climate, feedback or praise, 

and demographics.  Herzberg, Maslow, and several other motivation theorists were 

referenced throughout the process of identifying factors of teacher motivation. 
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List of definitions 
 

There were essential terms or major concepts that reoccurred throughout this 

study.  The conceptual definitions of these terms were as follows: 

Motivation – the processes that accounted for individuals’ intensity, direction and 

persistence of effort toward attaining a goal (Robbins & Judge, 2012) 

Globalization- referenced economic, political, socio-cultural, legal, technological, 

and physical interconnections and exchanges that render existing borders and 

boundaries permeable or irrelevant (Hatch & Cunliffe, 2006) 

Work Environment- sectors of an organization, including combination of the 

following:  cultural, legal, political, economic, technological and physical (Hatch 

& Cunliffe, 2006) 

Significance of the study 

 This study contributed to the general knowledge of motivation within the realm of 

secondary education.  Although the focused population of this study was secondary 

education teachers, the examined factors of motivation had some broad application to K-

12 education.  Teacher motivation was a critical aspect of the educational process in 

contributing to the development of skilled workers within a globalized economy.  

Educational leaders adapted motivational strategies for teachers in promotion of student 

learning and overall achievement.   

 This study also addressed the need for educational leaders to facilitate meaningful 

connections between organizational goals and individual drives.  Conners and Smith 

(2009) inferred an inability of leaders to command that employees meet their 

expectations.  Rather, employees must be motivated to meet expectations as 
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organizational goals and individual needs do not work in insolation of each other.  

Educational leaders identified and fostered motives for the purpose of bridging individual 

and organizational goals. 

 Furthermore, this study emphasized the need for all stakeholders to model 

practices of reflection to identify individual motives within organizational processes.  

Organizational processes such as professional development and decision-making required 

collaboration and collective thinking.  Stakeholders actively engaged their responsibilities 

at a high level through organizational processes that incorporated both individual and 

collective motives. 

 Equally important was for secondary teachers to recognize they are becoming 

extensions of educational leaders.  Teachers assumed leadership roles of facilitator, 

collaborator, evaluator, or communicator to serve students and parents.  Thus, 

motivational sources served a role within classroom processes for teachers as it does 

within the building or district for educational leaders.  Teachers learned how to access 

students’ motivation to assist them with meeting expectations, whether set by schools, 

parents, or the students themselves. 

 Finally, this study defined secondary education as a globalized workplace.  The 

globalized workforce incorporated what was referred to as 21st- century skills, 

characterized by highly collaborative leaders, technology-infused work environments, 

and a diverse, competitive workforce within the confines of organizational goals (21st 

Century Skills Ohio, 2011).  Educational institutions that optimized business and learning 

processes, including employee relations, remained viable over a sustained period of time.  
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Teacher motivation contributed to both learning and business processes and therefore was 

embedded within the overall optimization of an organization. 

Summary 

 The most recent changes in secondary education have caused educational leaders 

to consider action plans in reaching educational outcomes.  The purpose of this study was 

to identify factors of teacher motivation within middle and high schools.  The following 

research questions provided focus in identifying factors of teacher motivation for 

secondary teachers: 

1. How would teachers describe their overall level of motivation?  

2. What factors of teacher motivation can be classified as intrinsic or extrinsic? 

3. What is the difference in teacher motivation among teacher demographic 

factors, including age, gender, years of experience, and level of education? 

The answers to these research questions served to guide educational leaders in integrating 

factors of motivation for teachers within secondary schools.  Integration of factors of 

motivation could occur within multiple constructs, including shaping yearly building or 

district improvement plans and improving educational process present within secondary 

education work environments. 

Organization of Remaining Chapters 

Chapter Two reviewed the literature on theories of motivation, including 

definitions and methods of measuring motivation; Chapter Three presented the research 

methodology, including methods for sample selection and the procedures for gathering 

and analyzing the data. Chapter Four provided an analysis of the research data, including 

any substantial trends.  Chapter Five addressed major themes within teacher motivation 
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uncovered during the coding and analysis process, answered research questions, and 

made recommendations for educational leaders for building teacher motivation within 

middle and high school. 
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CHAPTER II:  LITERATURE REVIEW 
 

Conceptual Paradigms and Background Information 

 This chapter examined scholarship regarding concepts of motivation.  Existing 

scholarship did not provide a universally accepted theory on the concepts of motivation.  

Thus, this literature review served as an assimilation of multiple theories on motivation.  

These theories were interdisciplinary in origin and were applied to various processes in 

secondary education.  The findings of this literature review were summarized from a 

constructivist perspective, the perspective chosen to support this dissertation. 

 There were several distinctions made prior to proceeding with this literature 

review.  The first distinction was between motivating for job satisfaction versus 

motivating for job performance.  Motivation was “a condition or the creation of a 

condition, which encompassed all of those factors that determine the degree of inclination 

towards engagement in an activity” (Evans, 1999, p. 7).  However, job satisfaction was a 

positive feeling about a job resulting from an evaluation of its characteristics (Robbins & 

Judge, 2012). Thus, individuals were motivated by an object, person, or cause for the 

purposes of performance or satisfaction.  But, the process associated with motivating 

individuals may not necessarily lead them to satisfaction.  For example, individuals may 

be motivated by organizational purposes or goals and work harder for their respective 

companies to achieve such goals.  However, achieving the goals did not create feelings of 

satisfaction necessary to sustain levels of effort across all organizational functions.  In 

contrast, individuals may be satisfied with their status or role within an organization but 

lack the motivation to perform at a higher level.  The theories of motivation addressed in 
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this dissertation did not distinguish between motivating for job performance versus job 

satisfaction.   

 Additionally, it was critical to understand motivation as a process that involved 

steps individuals conducted in deciding with whom, what, and when to invest their 

personal self (Maehr & Braskamp, 1986).  There were three broad components that 

contributed to the motivation process:  external factors, mediating internal or 

physiological factors, and personal investment (Maehr & Braskamp, 1986).  The process 

of motivation began with extrinsic factors that influenced individuals’ level of investment 

in an activity or goal.  As Maehr and Braskamp summarized, individuals perceive, 

construct, and transform external events to create a sense of meaning (1986).  This stage 

was critical for leaders as it presented an opportunity to establish connections between 

organizational and individuals values.  Finally, the process of motivation ended with 

individuals deciding on their level of personal investments to make within their 

respective tasks or overall responsibilities.  The concept of the process of motivation was 

relevant as individuals’ motives change over time.  Leaders chose motivational strategies 

in association with some end-goal in mind.  Yet, motivation was a dynamic process that 

accounted for input from all stakeholders and organizational changes. 

 
Theories and Studies on Motivation 

 
Early Theories 

 The theory of motivation, within the field of education, dates back to 

philosophers, Thrasymachus and Socrates.  Both had very divergent concepts of what 

motivated individuals.  Thrasymachus thought humans were motivated only by self-

interests; thus, rules and guidelines were necessary to protect society (Bess, 1997).  
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Conversely, Socrates believed people wanted to do what was inherently right and would 

go against their own self-interest if they knew what was right (Bess, 1997).  

Thrasymachus and Socrates’ theories were still applicable to secondary education and 

indicative of motivation as a very comprehensive concept that incorporates both extrinsic 

and intrinsic influences. 

Person-Environment Theory 
 
 The Person-Environment Theory consisted of research conducted by the 

University of Minnesota (Cranny, Smith & Stone, 1992).  The research determined the 

relationship between individuals and their work environment with job satisfaction as an 

outcome.  In general, the person-environment theory established a relationship between 

the person (P) and the environment (E) through interactions between the two 

components.  Interaction means that “P and E act on and react to the other (each is both 

active and reactive)” (Dawis & Lofquist, 1984, p. 52).  There were a series of 

adjustments, by either the person or the environment, which created levels of satisfaction. 

 The Person-Environment Theory identified need and reinforcer as two factors 

which played a prominent role in connecting P and E.  The definitions of need and 

reinforce were, at times, circular - need implied a deficit within the P-E relationship, 

while reinforce, strengthened behavior that filled a need (Brown, Brooks, and Associates, 

1994).  The four statements below described the overall relationship between P and E 

(Brown et al., 1994): 

When P is dissatisfied with E, 
1. P may get E to change the kind or number of reinforcers that P received from E 
to fill P’s needs. 
2. P may change the kind or number of needs (reinforce requirements) that (P) 
had.   
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When P was unsatisfactory and E was dissatisfied with P, which affected P’s 
satisfaction, 
1. P may use more skills, use them at higher (more effective) levels, or acquire 

new skills to fill E’s response requirements (E’s needs). 
2. P may get E to change the kinds or levels of response requirements (E needs) 

that P had to fill (p. 438) 
 
Maslow and Hierarchy of Needs 

 Maslow’s theory on motivation, based on a hierarchy of needs, originated from a 

basic principle:  “It was unusual, not usual, that an act or a conscious wish had but one 

motivation” (Goble, 1970, p. 37).  In other words, many desires and drives within 

individuals were interrelated.  This premise was consistent with the idea that motivation 

was on an overall internalized process.  

 Maslow believed individuals were motivated by a number of basic needs which 

were species-wide, apparently unchanging, and genetic or instinctual in origin.  

Furthermore, there were various levels of needs, a hierarchy of needs, which were met in 

sequence for an individual to achieve self-actualization.  The levels within the hierarchy 

of needs were summarized as follows (Goble, 1970): 

• Physiological Needs – Needs for survival such as food, shelter, and sleep 
• Safety Needs- Need for freedom from threats of physical and emotional harm 
• Belongingness and Love Needs- Need for interpersonal relationships of love, 

belongingness, and affection 
• Esteem Needs-  Needs for self-respect and esteem for other people 
• Self-Actualization- Needs for individual identification of psychological need for 

growth, development, and utilization of potential (p. 37) 

  
 Maslow also mentioned that certain pre-conditions to be met in order to achieve 

levels of satisfaction.  Among those pre-conditions were the freedom to speak, freedom 

to do what one wishes as long as no harm is done to others, freedom of inquiry, freedom 

to defend oneself, justice, honesty, fairness, and order (Goble, 1970).  An outcome of 
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Maslow’s work was that these pre-conditions implied intrinsic and extrinsic roles within 

individual motivation.   

Herzberg (Two Factor Theory) 
 
 Herzberg’s study addressed job satisfaction, with multiple applications to 

concepts of motivation within the work environment. Herzberg’s research, which 

involved engineers and accountants, was the origination of the Motivation-Hygiene 

Theory or Two Factor Theory (Evans, 1999).  Herzberg answered the question “What do 

people want from their jobs?” (1959, p. 113). In answering this question, what evolved 

was the categorization of factors that affect job satisfaction (or dissatisfaction).  The 

theory considered two sets of classifications:  satisfiers (motivating factors) and 

dissatisfiers (hygiene factors).   

 Hygiene factors addressed the context of how individuals perform their job, such 

as supervision, interpersonal relations, physical working conditions, salary, company 

policies and administrative practices, benefits, and job security (Herzberg, 1959).  

Herzberg’s analysis of hygiene factors was two-fold.  Job dissatisfaction (or low 

motivation) persisted when hygiene factors deteriorated below an individuals’ 

expectation level.  Yet, Herzberg concluded that removing hygiene factors that created 

dissatisfaction does not necessarily lead to job satisfaction as “hygiene factors were 

incapable of creating satisfaction” (Evans, 1999, p. 10). 

 Herzberg also considered what people wanted from their jobs or what created job 

satisfaction within individuals.  Herzberg wanted to know what motivated individuals and 

created a sense of satisfaction within the work environment.  He indicated that “one’s 

self-actualization or self-realization is what creates a positive attitude towards their job” 
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(1959, p. 114).  It was only from job performance and the receipt of rewards or benefits 

that individuals developed a sense of satisfaction.  Herzberg referred to these work 

factors as motivators.  He identified five key motivators as “achievement, recognition, the 

work itself, responsibility, and advancement” (Evans, 1999, p. 9).   

 In connecting but distinguishing motivation from hygiene, Herzberg made several 

conclusions.  One conclusion was that the fewer the opportunities for motivators, the 

greater the presence of hygiene factors needed to occur in order to increase individuals 

desire to come to work (1959).  Thus, someone who was challenge and rewarded by their 

work may tolerate difficult co-workers and supervisors.  This implicated a balance of 

satisfiers and dissatisfiers motivated individuals enough to conduct their responsibilities. 

Vroom (Expectancy Theory)  

 Victor Vroom, through his expectancy theory, explained a sequence of 

individual’s thought processes to determine a risk versus reward valuation.  This thought 

process began with individuals “accessing the level or probability of success of a 

particular behavior”, termed effort-to-performance expectancy (Bess, p.113).  However, 

this was only one factor within the theory as individuals chose the behavior if the effort-

to-performance expectancy was high.  The second component of the theory was the 

performance-to-outcome expectancy, which is an individual’s expected probability that a 

skilled performance obtained specific outcomes (Bess, p.9).  The overall measure of 

individuals’ levels of motivation was determined by multiplying the effort-to-

performance and performance-to-outcome expectancies.   

 The expectancy theory also distinguished various outcomes as positive or 

negative; intrinsic or extrinsic (Bess, p. 114).  The expectancy theory provided insight 
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into levels of motivation by evaluating the effort-to-performance and the performance-to-

outcome expectancies.  If performance-to-outcome expectancies were low, an increase in 

positive outcomes available for performing a specific behavior would increase 

motivation.  If effort-to-performance expectancies were low, then an increase in 

opportunities to improve skills change behavior would increase behavior (Bess, p. 114). 

 Finally, Vroom identified valence or the amount of anticipated satisfaction from 

different behaviors (Bess, 1997).  The valence associated with a particular behavior was 

based on individual preferences.  The concept of valence gave way to the individual 

influences on the motivation process.  What led to a highly anticipated level of 

satisfaction or valence for one person may create a negative valence for another.  Effort-

to-performance, performance-to-outcome, and valence worked collectively to determine 

motivators and their overall level of effectiveness. 

Social Cogitative Theory and Self-Efficacy 
 
 The social cognitive theory provided several alternative perspectives on the 

concept of motivation by incorporating the roles of self-beliefs, self-regulation, and 

cognitive processes into the framework of human functioning (Bandura, 1997). Social 

cognitive theory implied a dynamic system of influences that drove human behavior.  The 

social cognitive theory was an attempt to explain the relationship between individuals’ 

behaviors, their cognitive and affective processes, and the environment around them 

(Bandura, 1977; 1986; 1997).  

 At the center of these cognitive and affective processes was the concept of self-

efficacy.  Bandura defined self-efficacy as individuals’ beliefs about their ability to 

succeed at a given task (1986; 1997).  Social cognitive theory implied that the belief that 
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one’s actions led to positive or desired results were a powerful predictor of behavior.  The 

concept of self-efficacy evolved from the social cognitive theory as a set of 

individualized beliefs that affected the choices individuals made, as well as the courses of 

action they pursued, effort on task, time spent on task in going against obstacles, and 

level of resilience possessed (Bandura, 1986).  

 Additionally, self-efficacy beliefs were multidimensional and varied in context 

based on several sources.  There were four sources of self-efficacy: mastery experiences, 

vicarious experiences, verbal persuasion, and physiological or affective states (Bandura, 

1997).  The levels in mastery experiences, vicarious experiences, verbal persuasion, and 

physiological states varied from task to task and shifted in strength based on 

environmental conditions in which the task was performed.  

Locke and Latham Goal-Setting Theory 
  
 There were several premises Locke and Latham operated from in developing the 

goal-setting theory.  One of those premises was the two critical attributes of goals:  

content and intensity.  Goals were either vague or very specific with respect to content.  

In regards to intensity, goals were easy or difficult.  However, Locke and Latham implied 

that “the higher the absolute level of the goal, the more difficult the goal is to attain” 

(O’Neil & Drillings, 1994, p. 15).  Locke and Latham further implied that individuals 

adjusted their levels of effort to match the difficulty of tasks.  Thus, the best goals were 

well defined with a modest level of ability to achieve.  The overall premise behind Locke 

and Latham’s goal-setting theory was that specific goals lead to higher task performance 

than broad goals or absent goals (Golembiewski, 2001) 



                                                  Teachers’ Motivation in Middle and High Schools   20 
 
 

 
 

 However, there were additional perspectives on goals and methods in which 

individual set out to achieve those goals.  Out of Locke and Latham’s goal theory evolved 

mechanisms in which performance were driven or regulated.  Those three mechanisms 

include: direction, effort, and persistence (O’Neil & Drillings, 1994). Goals directed 

individuals overall energy and actions towards an activity.  Secondly, goals set forth 

expectations and regulated the amount of effort expended within any given activity.  

Finally, goals created persistence in willingness and drive to continue a specific action.  

These three mechanisms come together as established parameters for individuals’ pursuit 

of a specific action or end-result. 

 Locke and Latham’s studies also indicated there were moderators or factors that 

affect the degree of the goal-performance relationship.  These moderators included 

commitment, feedback and task complexity (Locke & Latham, 2002).   Specifically, 

goals and feedback worked more effectively together in motivating performance than the 

two components alone (O’Neil & Drillings, 1994).  Within this relationship, the goal 

served to identify the direction or outcome of the actions and the feedback provided 

information to the degree to which the goal is being met.  Goal complexity is another 

moderator of performance.  The more complex a task, the more challenging it became for 

individuals to meet outcomes.  Locke and Latham (2002) explained that increases in task 

complexity required a higher level skills and strategies.  Thus meeting goal outcomes 

became dependent on the ability to discover appropriate task strategies.   
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Factors of Motivation across Demographics 

This study identified factors of teacher motivation across various demographic 

categorizations.  The categorizations of demographics applied in this study included age, 

gender, years of experience, and highest degree-earned.  

Age 

Margaret Marini (n.d.) stated values and norms were affected by both changes 

within the general population and respective organizations.  This was supported by 

Salkowitz (2008), who identified three dominant generational groups within work 

environment being the Baby Boomers, Generation X, and Millennials, all with 

fundamental differences in attitudes, priorities, values, and work styles as a result of their 

different historical experiences.  Salkowitz (2008) also summarized the following as 

workplace motives associated with each of these major generations: 

Baby Boomers – status through achievement; personal impact; retirement 

Generation X – lifestyle; entrepreneurial vision; economic independence 

Millennials- social impact; meeting high expectations; learning or personal 

development 

The characteristics identified by Salkowitz were not inclusive of every motivational 

factor present within the workplace.  However, these factors of motivation served as a 

baseline for demographic representation within middle and high schools.   

Gender 

Studies have indicated that differences in motivation by gender differences 

originated from several sources.  Meece, Bower-Glienke, and Burg (2006) identified 

three factors that contributed to gender differences in motivation:  1) modeling gendered-
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typed behavior, 2) communicating different expectations and goals across both genders, 

and 3) encouraging different activities and skills.  Although this study incorporated a pre-

adolescent population, it was plausible the values categorized by Meece et al. reflected 

adults and within the secondary education.   This assumption was important for two 

reasons.  First, there was an implication that leaders operated under a set of expected 

behavior, which affected their perceptions of motivation for members of the opposite 

gender.  Secondly, there was the possibility of inconsistency with respect to factors of 

motivation within each gender (inner group comparison).   

Years of Experience 

 The expectancy theory implied a basic connection between years of experience of 

secondary teachers and factors of motivation.  The expectancy theory suggested sources 

of motivation varied within individuals at different points in their career.  This inference 

was based on the two expectancies outlined within the expectancy theory:  effort-to-

performance and performance-to-outcome (Bess, 1997).  The effort-to-outcome was 

relevant in that as secondary teachers acquire more experiences, the daily routines must 

continue to be purposeful or meaningful.  Likewise, it was important to consider whether 

secondary teachers in year five versus year twenty were affected by the same 

motivational factors in reference to the performance-to-outcome expectancy.  

Application of Literature to Motivation within Secondary Education 

 The literature reviewed for this paper explored potential relationships between 

factors of motivation and both individual and organizational constructs.  As explained 

within the problem statement and review of literature, work environments are becoming 

more dynamic with persistent changes in processes, structures, and resources.  Likewise, 



                                                  Teachers’ Motivation in Middle and High Schools   23 
 
 

 
 

the individual make-up of organizations and the needs of these individuals demonstrated 

many cultural changes.  Table 1 categorized the theories reviewed and potential factors of 

motivations.  Intrinsic motivation considered factors such as individual or family needs, 

job satisfaction, achievement, and knowledge; extrinsic motivation considered factors 

such as work environment, climate, benefits, relationships, professional development, and 

leadership style.   

 

Table 1. 

Classification of Theories as Intrinsic, Extrinsic, or Both 
 
 Intrinsic Extrinsic Both 
Person-Environment   x 
Maslow’s Hierarchy of Needs x   
Two-Factor Theory   x 
Expectancy Theory x   
Self-Efficacy x   
Goal Setting Theory   x 

 
 

Summary of Literature 

An evaluation of scholarship on motivation demonstrated three major concepts.  

The first concept was that the study of motivation progressed over time from broad 

generalizations of individuals to specific factors within the work environment.  Ancient 

works by Thrasymachus and Socrates set the stage for the construct of motivation.  

Maslow and other theorists expanded this construct by introducing alternative 

perspectives on potential factors of motivation. 

The second concept addressed the various categorizations or classifications of 

factors of motivation.  Those classifications can be broad, using limited categories such 

as Herzberg’s Two-Factory Theory or Vroom’s Expectancy Theory.  Other theories apply 
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a more inclusive perspective on motivation, addressing interactions of variables within 

the environment.  Theories such as Locke and Latham’s Goal Setting Theory and Person-

Environment Theory introduced complexities within the concept of motivation.  These 

complexities were characterized by the interaction of multiple factors of motivation, 

leading to an altered overall level of motivation. 

A final concept was consideration for differences in motivation across various 

demographic groups.  The level of diversity presented within 21st -century work 

environments was constantly changing, making it increasingly difficult to monitor 

individual and collective factors of motivation. Salkowitz (2008) outlined the 

generational differences that existed within the work environment.  Finally, the works of 

Meece et al. (2006) concluded the potential for differences in motivation within gender 

and other demographics.   
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CHAPTER III:  METHODOLOGY 
 
Introduction and Research Questions 

 This mixed-method, triangulation study identified factors of teacher motivation 

within middle and high schools in a Midwestern state.   Several research questions were 

developed after conducting a literature review on theories and factors in teacher 

motivation: 

1. How would teachers describe their overall level of motivation?  

2. What factors of teacher motivation can be classified as intrinsic or extrinsic? 

3. What is the difference in teacher motivation among teacher demographic 

factors, including age, gender, years of experience, and level of education? 

Additionally, the following null and alternative hypothesis was used for the duration of 

this study: 

Ho: There is no difference among demographic factors and overall level of teacher 

motivation.  

Ha: There is a difference among demographic factors and overall level of teacher 

motivation.  

These research questions and hypotheses contributed to a broad paradigm that was 

inclusive of many factors associated with teacher motivation.  These questions also 

incorporated a self-evaluation of motivation by participants and led to individualized 

definitions of teacher motivation.   These self-evaluations supported the constructivist 

paradigm applied throughout this study.    

 This study characterized teacher motivation according to demographic factors in 

the work environment.  The demographic characteristics used to create these groups 
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include age, years of experience, highest degree-earned, and gender.  These demographic 

factors were self-identified by participants by the Incentive Profile Survey (Hiam, 2003).  

This study assumed work environments have their own set of values or culture that 

influenced demographic groups.  The “data analysis” section established any existing 

relationships and comparisons across various demographic groups.  

 This study also categorized factors of teacher motivation as either intrinsic or 

extrinsic.  Intrinsic motivation involved individuals having direct control over their level 

of motivation (Owens & Valesky, 2007).  Examples of intrinsic motivation factors were 

teacher-oriented, such as levels of self-efficacy, goal-setting or personal expectations, as 

well as individualized professional and personal needs.  Extrinsic motivation was 

oriented around the work environment, where individuals had limited control (Owens & 

Valesky, 2007).  Examples of extrinsic motivation included personnel interactions, 

autonomy, leadership styles, and fiscal matters.    

Research Design 

 This mixed-method, triangulation study applied a convergent parallel design, a 

design in which different but complementary data were collected on the same topic 

(Creswell & Plano Clark, 2007).  Quantitative data were collected using the Incentive 

Profile Survey (Hiam, 2003) and the Work Preference Inventory (Amabile et al., 1994).  

These surveys measured the degree to which specific incentives affected middle and high 

school teacher motivation.  Concurrently with this quantitative data collection, qualitative 

interviews explored factors of motivation for teachers at various school district sites.   

 The convergent parallel design had three major components: quantitative phase, 

qualitative phase, and comparison / analysis (Creswell, 2012).  The first component was 
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the collection and analysis of data using a quantitative instrument.  The second 

component was the collection and analysis of data using a qualitative instrument or 

method.  Both the quantitative and qualitative phase occurred concurrently.  The final 

component of the triangulation approach was the comparison of both sets of data, 

followed by an interpretation of the overall results.  Figure 1modeled application of the 

triangulation approach, as it was used within this study. 

 

 

 The collection and analysis of data from a triangulation approach combined 

several strengths in identifying factors of teacher motivation.  The quantitative phase 

incorporated statistical support to build associations among factors of motivation.  The 

qualitative phase assisted in explaining identified factors of motivation and any 

associations between or among these factors.  The combination of the quantitative and 

qualitative methods provided a focused perspective on the topic of teacher motivation 
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within secondary education.  The goal of this triangulation design was to corroborate 

results from both quantitative and qualitative phases. 

Population 
 

The population for both the quantitative and qualitative phases included teachers 

employed at secondary schools in a Midwestern state, for grades 6th thru 12th.  Purposive 

sampling procedures were chosen for this study to assist in representing the targeted 

population across various demographics characterized by gender, race, age, and years of 

experience. The population of certified teachers in the state was approximately 8,000 

(2009).  The Invitation to Participate identified criteria of current employment as teachers 

within the 6th – 12th grade band. 

There were several reasons these criteria were applied to the population selection.  

First, the 6th – 12th grade band provided for close similarities in pedagogy.  This 

incorporated an assumption that teachers within the 6th – 12th grade band work under 

similar work environments.  Secondly, this study sought both comparability and 

transferability, for populations employed in private and public education sectors.  Finally, 

the selection of a population for this study provided the opportunity for cross-comparison 

of participants according to demographic factors such as gender, age, years of experience 

teaching, and highest degree-earned.   

Sampling Procedures 
 

Quantitative Phase.  Purposive sampling was used to select participants for the 

online survey.  Creswell outlined purposive sampling as an intentional selection of 

participants, based on specific criteria, to explore some central phenomenon (2012).  For 

this study, the central phenomenon was motivation within middle and high school 
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environments.  Thus, the criteria applied for this sampling procedure was employed 

secondary teachers in 6th – 12th grade band.  In addition, this sampling process served as a 

cost effective method of selecting from an otherwise large population.  Potential 

participants had the ability to volunteer for the study, absent extensive screening or other 

selection processes.  The application of purposive sampling provided a basis for 

representation of the population and allowed for generalization of the results to the 

population (Creswell, 2012). 

According to Creswell, the sample size of a survey study is 350 participants 

(2012).  In applying an effect size of .20, the targeted sample size for the Incentive 

Profile Survey was roughly 191 participants as determined using a power analysis 

(Friedman, 1982 & Cohen, 1988).  This study sought to recruit the highest number of 

participants possible as a larger sample size improved representativeness and led to 

reduced statistical variances or errors.   

 Participants for the online survey were recruited using several public teacher 

websites.  The informational sheet, listed in Appendix A, was posted with permission on 

the following public organizational sites: 

• Ohio Education Association 

• National Education Association 

• Ohio Federation of Teachers 

• Ohio Association of Teachers 

Potential participants were able to self-select by clicking on a link to the electronic 

survey.  The electronic link took respondents to a SurveyMonkey© website, which hosted 

three surveys:  a demographic survey, the Incentive Profile, and the Work Preference 
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Inventory.  Participants confirmed consent on the first page of the Incentive Profile 

Survey.  Participants were asked to participate only once, as the information sheet was 

left on the teacher websites for the duration of the study (refer to Appendix B for the 

participant consent document to the Incentive Profile and Work Preference Inventory). 

 Qualitative Phase. The sampling procedures for the qualitative phase of this 

study also applied purposive sampling.  The information sheet (Appendix A) placed on 

the public teacher websites restated the sampling criteria of currently employed teachers 

within the 6th – 12th grade band.  Teachers self-selected for the interview by contacting 

the researcher using information listed in the information sheet.  The researcher and 

respondent communicated, through email or phone, to set a date and time to conduct the 

interview.  The researcher pre-determined the location of all interviews for the study, but 

with mutual agreement of each respondent.  The meeting location was a private 

conference room in a public library.  Upon reporting for their interviews, teachers 

received a second information sheet (Appendix B) which explained any potential risks or 

benefits and confirmed consent.   The targeted number of participants for the qualitative 

phase was approximately 15, as outlined by Creswell (2012).  There were 14 respondents 

interviewed for the qualitative phase of this study when saturation occurred. 

Instrumentation 

Quantitative Phase.  Participants completed three instruments as part of the 

quantitative phase:  the demographic survey, Incentive Profile Survey, and Work 

Preference Inventory.  The demographic survey asked respondents to identify themselves 

within the categories of:  age (18 – 30 years; 31 – 40 years; 41 – 50 years; 51+ years), 

gender (male or female), ethnicity (White; Black or African-American; Hispanic; Asian 
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or Pacific Islander, Multi-racial), years of experience ( 1 -5 years; 6 – 10 years; 11  -15 

years; 16 – 20 years; 20+ years), highest degree-earned (Bachelors; Masters; Doctorate),  

teaching grade band (5 – 8; 9 – 12), and school setting ( urban; rural; suburban).  

The second instrument for the quantitative phase was the Incentive Profile Survey 

(Hiam, 2003).  This survey was forty-five questions and had participants assess their 

preferences for specific incentives.  The survey measured the motivation level associated 

with the following incentives or motivators: affiliation, self-expression, achievement, 

security, career growth, excitement, status, purpose, competition, recognition, 

consideration, autonomy, rewards, responsibility, and personal needs.  The conceptual 

definitions for these incentives were provided by Hiam and Associates (2003) and are 

listed in Appendix C. 

The questions on the Incentive Profile Survey followed a Likert-style rating, 

which ranged from “Strongly Disagree” to “Strongly Agree”.  A rating of “Strongly 

Disagree” indicated a low-level incentive toward motivation for a participant, while a 

rating of “Strongly Agree” indicated a high level incentive.  Cronbach’s alpha was 

measured to examine the internal consistency of questions on the Incentive Profile.  This 

data was reported in the “Results” section of this study. 

The third instrument was the Work Preference Inventory (Amabile et al., 1994).  

This survey was 30 questions and had participants assess whether the motivation was 

intrinsic or extrinsic.  A secondary measurement for the Work Preference Inventory was 

the level of motivation level associated with the following incentives or motivators:  

enjoyment, challenge, outward, and compensation.  Appendix C outlines the conceptual 

definitions for these motivators provided by Amabile et al. (1994). 
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The questions on the Incentive Profile Survey followed a Likert-style rating, 

which ranged from “Always” to “Never”.  A rating of “Never” indicated a low level 

incentive toward motivation for a participant, while a rating of “Always” indicated a high 

level incentive.   

Qualitative phase.  Interview questions were aligned with the questions from the 

Incentive Profile Survey and Work Preference Inventory.  The questions from these 

assessments were condensed into six essential questions, from which broad themes could 

be established from interviewee responses.  The six essential questions asked during the 

qualitative phase included: 

1. Provide your definition of motivation in connection with your own professional 

experiences. 

2. Consider your definition of motivation and professional experiences.  Explain 

whether your level of motivation is something you control, others control, or a 

combination of both. 

3. Describe what motivates you to come to work every day. 

4. Explain what leaders can do to motivate all employees. 

5. Describe influences within the work environment that may alter teacher 

motivation. 

6. Explain whether the factors of motivation (for you) have changed over time (if 

applicable).  Describe any influences that contributed to these changes. 

These essential questions were followed by sub-questions, as determined 

necessary by the interviewer according to participant answers.   Sub-questions served to 
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either redirected respondents back to the essential questions or developed details of an 

answer provided to further develop rich, thick descriptions. 

Data Collection Procedures 

Quantitative Phase.  The Incentive Profile Survey items were transposed into 

SurveyMonkey©, which is an online third-party survey host (www.SurveyMonkey.com).  

SurveyMonkey© was the venue in which data were collected from each participant. 

Potential participants were recruited through several public teacher websites.  The 

information sheet (Appendix A), was posted on the teacher websites and outlined 

potential risks and benefits associated with the study.  The information sheet contained a 

link to the electronic survey on SurveyMonkey©.  The first page of the survey instrument 

restated the purpose of the study and confirmed consent.  Responses to the demographic 

survey, Incentive Profile, and Work Preference Inventory were completely anonymous, 

as participant names (or other identifiers) did not appear on the survey and IP tracking 

abilities were disabled within the survey.   Additionally, no electronic ties to any personal 

computer existed in connection with downloaded data.   Participants who did not confirm 

consent were not permitted to proceed within the survey.  The entire survey consisted of 

82-questions.  The anticipated length of time for completion of the survey was ten 

minutes.  However, there was no time limit established for completing the survey. 

 Qualitative Phase.  Semi-structured interviews were conducted for the qualitative 

phase of this study.  These semi-structured interviews occurred face-to-face, outside of 

the participants’ work environment.  Interviews were conducted by the researcher at a 

private conference room in a public library.     
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  There were six essential questions identified for teacher interviews after 

examining questions on the Incentive Profile Survey and Work Preference Inventory.  

These six essential questions were listed in Appendix E.  Interviewer observations of 

verbal or non-verbal cues were also written in field notes within the interview protocol 

and amended to any transcription that occurred later in the process. 

 Privacy and confidentiality of each participant was addressed in multiple ways.  

The names of participants were coded using identifiers on both the interview protocol and 

interview transcripts.  The list connecting participant names to identifier codes were 

stored on an encrypted universal serial bus (USB) drive until the conclusion of the study.  

Once the member-checking process was completed, all connections to identifier codes 

were destroyed.  All interviews were recorded and transcribed for analysis; participants 

confirmed consent to the study and permission for voice recording on the cover page of 

the interview protocol.  Voice recordings were stored on an encrypted USB drive and 

destroyed at the conclusion of the study. 

Data Analysis Procedures 
 
 Quantitative Phase.  Likert Scales were created for the incentives listed in 

Appendix B.  For example, data for questions 1, 3, & 5 on the Incentive Profile Survey 

were grouped together to represent interval data for the incentive “autonomy”.  These 

data were treated as intervals in order to apply several descriptive statistics for analysis.  

Frequency tables were created to examine dominant incentives as identified by both the 

Incentive Profile and Work Preference Inventory.  The one-way analysis of variance 

(ANOVA) was used to determine whether there were any significant differences between 

the means of two or more unrelated independent groups (Lund Research, 2013).   
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ANOVA was applied to this study to determine whether differences in motivation for 

each factor existed within demographic groups (e.g. affiliation by gender, males versus 

females) 

 Additionally, the Pearson correlation coefficient was measured to the study.  The 

Pearson product-moment correlation coefficient (or Pearson correlation coefficient) 

measured the strength of a linear association between two variables and is denoted by r. 

(Lund Research, 2013).  The Pearson coefficient measured potential relationships 

between specific factors of motivation and various demographic categories. 

 Qualitative Phase.  The recorded interviews were transcribed as part of the 

process of identifying themes within data.  Microsoft Office was utilized to transcribe 

each interview.  Transcriptions were stored using an identifier on an encrypted USB drive 

to protect the interviewees’ identities.   In order to create a level of trustworthiness and 

credibility, member-checking occurred for participants of the qualitative phase.  Member-

checking was a technique that entailed participants evaluating collected data for accuracy 

and representativeness (Creswell, 2007).  Participants received and reviewed the 

transcript of their interview, then provided any necessary amendments to their respective 

transcripts.  These amendments were made prior to coding transcripts of interviews.  All 

voice recordings were destroyed at the conclusion of the study. 

 Following the member-checking process, the interview transcripts were coded for 

key phrases in identifying major themes. These themes were organized and counted so 

that a comparison to the quantitative data could occur.  The strands or themes of 

qualitative data completed the overall convergence of data between the qualitative and 
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quantitative phases.  Finally, an independent audit of data gathered within the quantitative 

and qualitative phases occurred as a measure of trustworthiness.   

Summary 

 This mixed-method triangulation study corroborated data from two phases:  a 

quantitative study phase and a qualitative study phase.  In the quantitative phase, 

participants responded to three online surveys:  a demographic survey, the Incentive 

Profile, and the Work Preference Inventory.  The data collected in these surveys 

characterized the demographic make-up of the sample; identified potential factors of 

motivation; evaluated whether factors of motivation were intrinsic or extrinsic.  In the 

qualitative phase, participants answered a series of six questions in which they defined 

and described motivation; addressed workplace influences on motivation; and evaluated 

how motivation has changed over time.  The results from the quantitative and qualitative 

phases derived from an independent analysis.  These results were corroborated to create 

common strands to discuss within the conclusion section of this study.  
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CHAPTER IV:  DATA ANAYLSIS 
 

Analysis of Quantitative Data – Incentive Profile and Work Preference Inventory 
  
 The data for this component of the study were gathered from 134 participants 

using an online survey.  The survey consisted of four parts:  an online informed consent 

document and three survey instruments.  Responses were collected during a three-week 

period in February of 2013. 

 The opening page of the online survey welcomed and thanked respondents for 

participating in the study.  It also described the study, including the three survey 

instruments and confirmed consent.  The subsequent parts of the online survey included a 

seven item professional demographic survey, the forty-five item Incentive Profile Survey 

(Hiam, 2002), and the thirty item Work Preference Inventory (Amabile et al., 1994).   

 The data from the individual item responses were downloaded into two separate 

Excel spreadsheets.  One spreadsheet contained the demographic data for respondents 

and their responses for the Incentive Profile.  These forty-five item questions were 

collated in fifteen subscales to determine composite scores associated with fifteen 

motives pre-identified by the Incentive Profile Survey.  The second spreadsheet contained 

the demographic data for respondents and their responses for the Work Preference 

Inventory.  These thirty item questions were collated into two different scales or models:  

1) two-factor model measuring intrinsic and extrinsic motivation; 2) four-factor model 

measuring the incentives or motives based on excitement, challenge, outward, and 

compensation.  The following sections described the levels of response, demographics of 

the respondents, descriptive statistics, and an analysis of the research questions or 

hypotheses of the study. 
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Level of Response from Teachers 
    
 A purposive sampling method was utilized for this study, where participants 

reviewed and self-selected for participation based on criteria for inclusion.  Information 

about the study and an electronic link to the online surveys were posted to four major 

teachers’ websites.  These websites were:    

• Ohio Education Association 

• National Education Association 

• Ohio Federation of Teachers 

• Ohio Association of Teachers 

These four websites were membership-based sites, where members confirmed their status 

as practicing teachers.   The invitation to participate, listed in Appendix G, was posted on 

these sites to recruit participants.  As such, there was no definitive way to determine a 

rate of response for this component of the study. 

Descriptive Statistics of Data    

 The narratives and tables contained in this section described the quantitative data 

collected for this study using the three online surveys:  professional demographics, 

Incentive Profile, and Work Preference Inventory. 

 Professional demographic data.  The professional demographics survey of this 

online instrument consisted of seven questions.  Data were collected regarding teachers’ 

age, gender, ethnicity, highest degree-earned, years of experience, teaching grade band, 

and school setting.  There were 134 participants for the demographic survey of this online 

instrument.  An analysis of the descriptive statistics of the respondents revealed a level of 

homogeneity with respect to respondent’s ethnicity (White, N= 129, 93.6 %) and school 
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setting (suburban, N=108, 80.6%).  Furthermore, this report did not distinguish between 

the two grade bands identified (Grades 5 – 8; 9-12) as this study considered both grade 

bands as secondary schools.   

 The remaining descriptive statistics collected in this study were:  age, years of 

experience, gender, and highest degree-earned.  Table 2 shows the frequency of 

respondents’ age, years of experience, gender, and highest degree-earned.     

 Age: The respondents were given five age bands to choose from and selected only 

 one option.  Teachers within the age band 31 to 40 years made up the largest 

 sector of respondents (n=57, 43 %). 

 Years of Experience:   The respondents were given five experience bands to 

 choose from and selected only one option.  Teachers within the 6 to 10 years of 

 experience band made up the largest sector of respondents (n=48, 36 %). 

 Gender:  The respondents were given two nominal chooses, male or female, from 

 which they selected only one option.  Female teachers made up the large majority 

 of respondents (n=98, 73 %). 

 Highest degree-earned:  The respondents were given four degree levels to choose 

 from and selected only one option.  Teachers with a Master’s degree made up the 

 large majority of respondents (n=115, 85.8 %). 
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 Table 2. 

 Participant Frequency Chart by Demographics 
   

 Quantitative Qualitative Population* 
Gender    

Male 27 29 24 
Female 73 71 76 

Age    
18 – 30 years 24 0 18 
31 – 40 years 43 43 26 
41 – 50 years 18 36 24 

51+ years 15 21 32 
Highest degree-earned    

Bachelor’s 14 0 48 
Master’s 86 100 51 

Years of Experience    
0 – 5 years 16 0 18 

6 – 10 years 36 36 30 
11 – 15 years 18 21 13 
15 – 20 years 17 43 16 

20 + years 13 0 23 
* Source of data:  National Center for Education Statistics (2011).   

 

Incentive Profile Survey   

 Teacher Incentives.  Data on sources of teacher motivation were obtained using 

the Incentive Profile Survey (Hiam, 2002).  The Incentive Profile Survey consisted of 

forty-five Likert-type items using a 5 point scale (5- Strongly Agree; 4- Agree; 3- 

Neutral; 2- Disagree; 1- Strongly Disagree).  The individual item scores were summed to 

determine a composite score for fifteen pre-identified incentives.  For each incentive of 

the Incentive Profile, subtotals were calculated as follows: 
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• Affiliation subtotal was calculated by summing  items #1, 4, and 7 

• Self-Expression subtotal was calculated by summing  items #2, 5 and 8 

• Achievement subtotal was calculated by summing  items #3, 6, and 9 

• Security subtotal was calculated by summing  items #10, 13, and 16  

• Career Growth subtotal was calculated by summing  items #11, 14, and 17  

• Excitement subtotal was calculated by summing  items #12, 15, and 18  

• Status subtotal was calculated by summing  items #19, 22, and 25  

• Purpose subtotal was calculated by summing  items #20, 23, and 26  

• Competition subtotal was calculated by summing  items #21, 24, and 27  

• Recognition subtotal was calculated by summing  items #28, 31, and 34  

• Consideration subtotal was calculated by summing items #29, 32, and 35 

• Autonomy subtotal was calculated by summing  items #30, 33, and 36  

• Rewards subtotal was calculated by summing  items #37, 40, and 43  

• Responsibility subtotal was calculated by summing  items #38, 41, and 44  

• Personal Needs subtotal was calculated by summing  items #39, 42, and 45  

Frequency of Incentives.  Table 3 listed the subtotals of each incentive according to 

the mean of respondents’ scores from greatest to least.  In examining the top one-third 

of the score incentives, respondents ranked the following incentives the highest:  

affiliation, security, self-expression, consideration, and career growth (means ranged 

from 4.86 to 4.61; standard deviation ranged from .365 to .548).    
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Table 3. 
 
Incentive Profile Subtotals 
 
 N* Max** Min** Mean Std. Dev.   Variance 
Affiliation (1) 133 5 3 4.86 .365 .133 

Security (2) 130 5 3 4.74 .458 .210 

Self Expression (3) 133 5 3 4.68 .516 .266 
Consideration (4) 129 5 4 4.67 .473 .224 

Career Growth (5) 132 5 3 4.61 .548 .300 
Purpose (6) 131 5 3 4.53 .559 .312 

Achievement (7) 132 5 2 4.51 .599 .359 
Autonomy (8) 127 5 3 4.39 .551 .304 

Excitement (9) 131 5 2 4.33 .706 .499 

Responsibility (10) 128 5 3 4.27 .707 .499 
Competition (11) 131 5 1 4.11 .883 .779 

Recognition (12) 130 5 2 4.08 .733 .537 
Status (13) 131 5 2 3.71 .881 .777 

Personal Needs (14) 129 5 2 3.60 .785 .616 

Rewards (15) 131 5 1 3.20 .769 .591 
*Cases of  “N” determined using the  listwise in SPSS 
**Scale created by averaging the scores of the three respective subscales 

 
 Coefficient of Reliability.  Documentation of internal consistency of items on the 

Incentive Profile could not be attained from its author.  Cronbach’s alpha was measured 

between all items within each incentive subtotal for this study.  For example, Cronbach’s 

alpha for the incentive affiliation (items #1, 4, and 7) was measured to determine internal 

consistency or how closely related the items are as a group (SPSS FAQ, 2013).  Table 4 

listed the Cronbach’s alpha measurements for the 15 incentives of the Incentive Profile. 
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Table 4. 

Cronbach’s Alphas for Incentive Profile 
 
Hiam’s Incentive Profile Motives Cronbach’s Alpha 

Affiliation (items #1, 4, and 7) .579 

Self-Expression (items #2, 5 and 8) .619 

Achievement (items #3, 6, and 9) .565 

Security (items #10, 13, and 16) .667 

Career Growth (items #11, 14, and 17)  .809 

Excitement (items #12, 15, and 18) .736 

Status (items #19, 22, and 25) .789 

Purpose (items #20, 23, and 26 ) .647 

Competition (items #21, 24, and 27)  .900 

Recognition (items #28, 31, and 34) .671 

Consideration (items #29, 32, and 35) .584 

Autonomy (items #30, 33, and 36)  .558 

Rewards (items #37, 40, and 43) .584 

Responsibility (items #38, 41, and 44) .776 

Personal Needs (items #39, 42, and 45)  .522 

 

Cronbach’s alpha for each incentive (i.e. questions 1, 4, and 7 for affiliation) ranged from 

.522 to .900.  The acceptable measure for internal consistency is .70 (Institute for Digital 

Research and Education, 2013).  For the fifteen incentives, five of the respective 

Cronbach values were above .70; three of the Cronbach values approached .70; seven of 

the Cronbach values were below .70. 
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 Correlation between Incentives.  The research questions in this study considered 

the relationship between factors of teacher motivation and demographic statistics.  The 

study also considered the relationship among these individual factors of motivation.  The 

statistical test used to measure potential correlations was the Pearson (r) correlation.  

Pearson correlation measured of linear relationship.  The Pearson coefficient was applied 

due to this study’s assumption that the data reflected an interval versus ordinal scale 

based on Central Limit Theorem.  The Central Limit Theorem stated that any distribution 

of data will be normal under specific conditions, including a large enough sample size 

(Stat Trek, 2013).  Table 5 listed the Pearson coefficient’s that correspond to the fifteen 

incentives of the Incentive Profile.  

 

 

 

 

 

 

 

 

 

 

 

 



                                                  Teachers’ Motivation in Middle and High Schools   45 
 
 

 
 

Table 5. 
 
Inventive Profile Motive Correlations 

  1 3 7 2 5 9 13 6 11 12 4 8 15 10 14 
1 r 1 .309** .291** .176 .194* .170 .017 .066 .098 .212* .195* .157 .085 .279** .042 

p  .001 .002 .062 .040 .072 .856 .484 .300 .024 .038 .096 .369 .003 .658 
3 r .309** 1 .445** .209* .286** .368** .138 .286** .154 .247** .258** .193* -.066 .466** -.103 

p .001  .000 .026 .002 .000 .144 .002 .103 .008 .006 .040 .488 .000 .278 
7 r .291** .445** 1 -.004 .279** .377** .307** .168 .166 .288** .151 .185* .169 .249** .037 

p .002 .000  .962 .003 .000 .001 .076 .080 .002 .111 .050 .074 .008 .694 
2 r .176 .209* -.004 1 .195* .199* .154 .138 .176 .230* .261** .299** -.079 .074 .141 

p .062 .026 .962  .039 .035 .104 .144 .062 .014 .005 .001 .406 .434 .137 
5 r .194* .286** .279** .195* 1 .331** .160 .372** .011 .178 .109 .089 .079 .461** .058 

p .040 .002 .003 .039  .000 .091 .000 .912 .060 .249 .348 .407 .000 .539 
9 r .170 .368** .377** .199* .331** 1 .097 .228* .193* .068 .203* .062 .131 .388** -.058 

p .072 .000 .000 .035 .000  .305 .015 .041 .471 .031 .517 .166 .000 .545 
13 r .017 .138 .307** .154 .160 .097 1 .404** .236* .393** .206* .153 .362** .130 .225* 

p .856 .144 .001 .104 .091 .305  .000 .012 .000 .029 .107 .000 .169 .017 
6 r .066 .286** .168 .138 .372** .228* .404** 1 .150 .276** .310** .182 .186* .193* .073 

p .484 .002 .076 .144 .000 .015 .000  .113 .003 .001 .053 .049 .040 .443 
11 r .098 .154 .166 .176 .011 .193* .236* .150 1 .165 .087 .118 .117 -.004 .061 

p .300 .103 .080 .062 .912 .041 .012 .113  .081 .360 .212 .216 .965 .519 
12 r .212* .247** .288** .230* .178 .068 .393** .276** .165 1 .398** .272** .344** .247** .178 

p .024 .008 .002 .014 .060 .471 .000 .003 .081  .000 .004 .000 .008 .060 
4 r .195* .258** .151 .261** .109 .203* .206* .310** .087 .398** 1 .354** .219* .255** .179 

p .038 .006 .111 .005 .249 .031 .029 .001 .360 .000  .000 .020 .006 .058 
8 r .157 .193* .185* .299** .089 .062 .153 .182 .118 .272** .354** 1 .203* .034 .215* 

p .096 .040 .050 .001 .348 .517 .107 .053 .212 .004 .000  .031 .724 .022 
15 r .085 -.066 .169 -.079 .079 .131 .362** .186* .117 .344** .219* .203* 1 .075 .324** 

p .369 .488 .074 .406 .407 .166 .000 .049 .216 .000 .020 .031  .431 .000 
10 r .279** .466** .249** .074 .461** .388** .130 .193* -.004 .247** .255** .034 .075 1 -.020 

p .003 .000 .008 .434 .000 .000 .169 .040 .965 .008 .006 .724 .431  .832 
14 r .042 -.103 .037 .141 .058 -.058 .225* .073 .061 .178 .179 .215* .324** -.020 1 

p .658 .278 .694 .137 .539 .545 .017 .443 .519 .060 .058 .022 .000 .832  
**. Correlation is significant at the 0.01 level (2-tailed)  
*. Correlation is significant at the 0.05 level (2-tailed) 

 
 These data established the correlation (r) and significance (p) between each 

Incentive and motive.  For each test, the selected alpha level .05 (α = 0.05) for the two-

tailed test of the correlation coefficients.  Table 5 identified the strength of the correlation 

between each incentive.  These results establish significant positive relationships (r > 0) 

for 98 of 105 relationships between incentives.  Likewise, negative relationships (r <0), 

exist for 7 of 105 relationships between incentives. 
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Work Preference Inventory 

 The Work Preference Inventory.  The Work Preference Inventory identified 

whether motivation was intrinsic or extrinsic (Amabile et al., 1994).  The Work 

Preference Inventory consists of thirty Likert-type items using a 4 point scale (4- Always; 

3- Often; 2- Seldom; 1- Never).  The primary measurement for the Work Preference 

Inventory was intrinsic and extrinsic motivation.  Secondary measurements were work 

preferences of excitement, challenge, outward, and compensation. 

 Measures of Intrinsic and Extrinsic Motivation.  The individual item scores 

were summed to determine a composite score for levels of intrinsic and extrinsic 

motivation.  Composite scores were determined as follows: 

• Intrinsic Motivation subtotal was calculated by summing the individual scores of 

items # 3, 5, 7, 8, 9, 11, 13, 14, 17, 20, 23, 26, 27, 28, and 30 from the Work 

Preference Inventory 

• Extrinsic Motivation Self-Expression subtotal was calculated by summing the 

individual scores of items # 1, 2, 4, 6, 10, 12, 15, 16, 18, 19, 21, 22, 24, 25 and 29 

from the Work Preference Inventory 

 
Table 6 listed the intrinsic and extrinsic motivation subtotals of respondents.  The means 

ranged from 3.40 to 2.89 on a 4-point scale; Standard Deviation ranged from .387 to 

.510).    
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Table 6. 
 
Levels of Intrinsic and Extrinsic Motivation for Work Preference Inventory  
 
 

N Minimum Maximum Mean 
Std. 

Deviation 
Extrinsic Motivation 134 2 4 2.89 .387 
Intrinsic Motivation 134 2 4 3.40 .510 
      

 
 
 Frequency of Work Preferences.  Table 7 listed the respondents’ mean subtotals 

for Work Preference Inventory incentives.  Respondents’ means ranged from 3.03 to 

3.45; Standard Deviation ranging from .500 to .707.    

 
Table 7 
 
Frequency and Means of Incentives from Work Preference Inventory 
 
 

N Minimum Maximum Mean 
Std. 

Deviation 

Enjoyment 134 3 4 3.45 .500 
Challenge 134 2 4 3.36 .563 

Compensation 134 1 4 3.30 .707 

Outward 134 2 4 3.03 .572 
 
 

Analysis of Qualitative Data – Teacher Interviews 
  
 The data for this component of the study were gathered from 14 participants using 

one-on-one interviews.  Individuals self-selected for participation by responding to an 

invitation place on teachers’ websites.  The interview consisted of six essential questions: 

1. Provide your definition of motivation in connection with your own 

professional experiences. 
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2. Consider your definition of motivation and professional experiences.  

Explain whether your level of motivation is something you control, others 

control, or a combination of both. 

3. Describe what motivates you to come to work every day. 

4. Explain what leaders can do to motivate all employees. 

5. Describe influences within the work environment that may alter teacher 

motivation. 

6. Explain whether the factors of motivation (for you) have changed over 

time (if applicable).  Describe any influences that contributed to these 

changes. 

Saturation of Data    

 There were twenty-two respondents of the online survey who self-selected to 

participate in one-on-one interviews.  Mutual arrangements to conduct one-on-one 

interviews were conducted with fourteen of the twenty-two respondents.  Saturation 

occurred at the conclusion of the 14th interview. 

Descriptive Statistics of Data    

 The narratives and tables contained in this section described the data collected for 

the qualitative phase of this study.  The data reflected the demographic survey and six 

essential questions answered by participants.   

 Professional demographic data.  Table 2 summarized demographics of 

respondents for the one-on-one interviews 

 Common Themes or Motives. Using the research software program Nvivo, 

transcripts of the interviews were coded and prominent themes were identified.  This 
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allowed for the description and categorization of teachers’ concept of motivation. Phrases 

or comments from respondents were grouped into common themes.  In order to introduce 

consistency across the quantitative and qualitative components of this study, qualitative 

themes were attached to the motives and definitions of motives from the Incentive 

Profile.  The following outlined the themes which emerged from essential questions 3, 4, 

5, and 6.   

 Essential Question 3.  In asking respondents what motivated them to come to 

work, answers derived within the function or responsibility of performing their jobs.  

Respondents answered with phrases such as “interact and guide kids”, “watching students 

grow and develop”, “helping students become life-long learners”, and “knowing the 

importance of the job (student focus)”.  Some respondents mentioned “loving” and 

“enjoying” their job.  A small group of respondents addressed the personal or family 

needs met by coming to work every day by stating “need to provide for my family”, “I 

need the job and money”, “benefits are very important for my family”.   

 Essential Question 4.  Respondents displayed a range of suggestions on how 

leaders motivated all employees.  Several respondents addressed praise as a motivator, in 

that leaders should provide “positive reinforcement” and “lots of recognition”.  Other 

respondents were focused on leadership styles, characterized as “leading by example”, 

“not intimidating”, “establish morale”, and “setting the tone”.  Several respondents 

addressed building relationships and providing support on initiatives.  Comments such as 

“respect employees”, “interact with staff”, “help improve”, and “provide support to 

succeed” emphasized the work environment and available resources. 
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 Essential Question 5.  Respondents were asked to identify influences within the 

work environment that affected their level of motivation.  Some respondents identified 

the physical surroundings, such as “chaotic classroom environment” and “outdated and 

dark physical atmosphere”.  Several respondents mentioned “poor relationships with 

peers”, “people making or breaking morale”, “ability to connect with parents” as either 

positive or negative influences.  A couple of respondents mentioned the effect of “Senate 

bills and all the changes” as a definite negative influence on motivation.   

 Essential Question 6.  Respondents were asked to reflect on what factors of 

motivation have changed over time.  Several respondents listed attainment of job 

knowledge as a factor that has changed along with a “need to grow each year” or “wanted 

to learn the job”.  Others noted that “having a family adds to motivation” as a change 

over time.  Several respondents addressed having consistent influences over time, such as 

“being a great teacher”, “trying to do what I can to help kids”, and “getting to know and 

help students”.  Finally, several respondents voiced a bit of cautiousness after having 

been in education for a long period of time, stating that “learning the every new idea is 

not a good idea” and “more cautious with my time and following fads”.   

 Table 8 listed the frequency of themes for the qualitative phase or interviews. 
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Table 8. 

Frequency of Themes within Interviews 
 

 Frequency 
Question 3 Question 4 Question 5 Question 6 

Affiliation 2 5 9 1 
Self-Expression     
Achievement     
Security     
Career Growth   2 5 
Excitement 8   3 
Status     
Purpose 11  1 3 
Competition  2    
Recognition  3   
Consideration  18 8  
Autonomy 2 2 3 1 
Rewards     
Responsibility  5 1 2 
Personal Needs 8   5 

 

Comparison of Quantitative and Qualitative Data 

 The Venn Diagram in Figure 2 identified common themes between the qualitative 

interviews and the quantitative online surveys.  Differences in these themes were 

explained in the conclusion section of this study. 

 
Figure 2 - Venn Diagram of Motives from Qualitative and Quantitative Components 

 

Interviews 
• Purpose 
• Responsibility 
• Personal Needs 
• Consideration 
• Excitement 

Online 
Survey 
• Affiliation 
• Consideration 
• Security 
• Self-Expresssion 
• Career-Growth 
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Analysis of the Research Questions 

 This study identified factors of teacher motivation within middle and high 

schools.   The following research questions were created after conducting a literature 

review of theories and factors in teacher motivation: 

1. How would teachers describe their overall level of motivation?  

2. What factors of teacher motivation can be classified as intrinsic or extrinsic? 

3. What is the difference in teacher motivation among teacher demographic 

factors, such as age, gender, years of experience and highest-degree earned? 

Additionally, the following research and null hypothesis were applied during this study: 

Ho: There is no difference among demographic factors and overall level of teacher 

motivation.  

Ha: There is a difference among demographic factors and overall level of teacher 

motivation.  

The following sections addressed the research questions of this studying based on the 

data analysis. 

Research Question #1 – Descriptions of Teacher Motivation 

 This study corroborated three sources for a description of teacher motivation.  The 

first source was an analysis of what participants scored as incentives for motivation 

within the Incentive Profile.  The results of the analysis showed that teachers consider the 

following as primary motives: affiliation, security, consideration, career growth and self-

expression.   

 The second source was an analysis of what participants scored as motives in the 

Work Preference Inventory.  The Work Preference Inventory measured the following as 
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secondary motives:  excitement, outward, challenge, and compensation.  The analysis of 

the Work Preference Inventory data indicated that teachers considered enjoyment and 

challenge as motivators.   

 The third source for a description of teacher motivation was the opinion or direct 

statements of participants attained from interviews as answers to Essential Question #1.  

Many of the respondents defined motivation as an outward connection.  Phrases such as 

“the ability to give kids a chance to succeed”, “being connected to learning”, and “being 

with kids” reinforced the connection with students and the need for a sense of purpose.  

Others defined motivation as a need to achieve through phrases such as “a will to achieve 

and succeed”, “what drives me to do a good job”, and “an intrinsic desire to do well”.  

Finally, several respondents’ defined motivation through their associations with peers, 

whether it was a shared excitement, sense of accomplishment, or mutual respect.  

Comments such as “wanting to make people proud”, “a desire for people to respect his 

teaching”, and “the joy of working with staff” supported the need for excitement, respect, 

and overall positive relationships.  The themes that summarize the qualitative data, 

outlined in Figure 2, included purpose, responsibility, consideration, excitement, and 

personal needs. 

Research Question #2 – Relationships between or within demographics and 

motivation 

 One-Way ANOVA was used to relate scores between male and female 

participants for each of the 15 incentives of the Incentive Profile as well as intrinsic and 

extrinsic motivation within the Work Preference Inventory.  An analysis was completed 

with both the full data set and with outliners removed; data were reported here as a full 
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set. After the means were examined, no significant difference was found between 

different genders, age groups, highest degree attained, and years’ teaching experience. 

Table 9 listed the means across demographics to support the following summaries: 

 Age:  Participants scored the following incentives from greatest to least - 

 affiliation, self-expression, security, career growth, and consideration (n =  133, 

 means ranging from 4.86 to 4.67 on a 5-point scale).  There was no significant 

 difference between respondents based on age, F (2, 133) = 2.17, p = .21.  

 Years of Experience:  Participants scored the following incentives from 

 greatest to least - affiliation, security, self-expression, consideration, and career 

 Growth (n =133, means ranging from 4.86 to 4.61 on a 5-point scale).  There was 

 a significant difference between respondents based on years of experience, F 

 (4, 133) = 44.07, p = .000 

 Highest degree-earned:  Participants scored the following incentives from 

 greatest to least - affiliation, security, self-expression, consideration, and career 

 growth (n =133, means ranging from 4.94 to 4.67 on a 5-point scale).  There was 

 a significant difference between respondents based on highest degree-earned, F 

 (1, 133) = 3.88, p = .05. 

Gender:  Participants scored the following incentives from greatest to least - 

affiliation, security, consideration, self-expression, and career growth Participants 

(n = 133, means ranging from 4.91 to 4.42 on a 5-point scale).  There was no 

significant difference between respondents based on gender, F (1, 133) = 1.01, p 

= .316.   
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Table 9. 
 
Table of Means for Five Primary Motives, by demographics category 

 
 Career 

Growth 
Security Affiliation Self-

Expression 
Consideration 

Gender      
Female 4.42 4.67 4.91 4.54 4.59 

Male 4.69 4.77 4.85 4.72 4.69 
Age      

18 – 30 years 4.69 4.78 4.90 4.81 4.65 
31 – 40 years 4.55 4.77 4.89 4.67 4.71 
41 – 50 years 4.65 4.68 4.75 4.39 4.65 

51+ years 4.62 4.65 4.86 4.81 4.58 
Highest- earned Degree      

Bachelors 4.74 4.94 4.84 4.79 4.67 
Masters 4.59 4.71 4.87 4.66 4.67 

Years of Experience      
1 – 5 years 4.77 4.82 4.95 4.82 4.71 

6 – 10 years 4.61 4.78 4.87 4.75 4.67 
11 – 15 years 4.54 4.75 4.88 4.54 4.71 
16 – 20 years 4.61 4.59 4.83 4.50 4.61 

20+ years 4.53 4.71 4.76 4.71 4.60 
 
 

Research Question #3 - Intrinsic and Extrinsic Classification of Motivation 

 Intrinsic and extrinsic motivations were measured for each respondent by 

summing Work Preference Inventory items.   These sums were averaged and compared to 

determine the level of intrinsic and extrinsic motivation.  Overall, participants scored 

higher on intrinsic motivation (n = 115, X2 = 3.40, SD=.510) than extrinsic motivation (n 

=218, X2 = 2.89, SD= .387).  The difference between the means was .51 on a 4-point 

scale.   

 The Work Preference Inventory also classified specific types of intrinsic and 

extrinsic motivation for this study.  The Work Preference Inventory used four 

classifications: outward, enjoyment, challenge, and compensation (Amabile, et al., 1994).   
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Summary 
 
 The results of the quantitative phase consisted of three online surveys:  

demographic survey, Incentive Profile, and Work Preference Inventory.  An analysis of 

the demographic survey characterized the sample population as predominantly female 

with Master’s- level education.  The age and experience of the sample population was 

diverse, ranging between 18 – 50 years in age and 0 – 20 years in experience.  The results 

of the Incentive Profile identified five primary factors of motivation: affiliation, security, 

self-expression, consideration, and career growth.  There were differences in these factors 

of motivation across groups based on years of experience and highest degree-earned.  The 

Work Preference Inventory classified teacher motivation as predominantly intrinsic.  The 

Work Preference Inventory also identified enjoyment and challenge factors of 

motivation.   

 The results of the qualitative phase established a working definition for 

motivation based on both serving students and meeting personal needs.    Factors of 

motivation, such as affiliation, challenge, and self-expression, surfaced as important to 

secondary teachers.  The results of the qualitative phase also supported the concept of 

motivation as a combination of intrinsic and extrinsic needs. 
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CHAPTER V:  CONCLUSION 
Introduction 

 The primary focus of this study was to identify factors of teacher motivation.   In 

identifying these factors of teachers’ motivation, school administrators were better able to 

engage secondary teachers to improve academic processes. This study framed data on 

factors of teacher motivation within the influence of globalization within the work 

environment, changes in demographics, and impacts of government mandates.  The 

conclusions from this study explored a broader framework of motivation within 

secondary schools that incorporates benefits of all stakeholders. 

 There was no primary theoretical framework that guided the process of 

determining factors of teacher motivation.  Furthermore, there was limited research in 

direct relation to motivation of teachers at the secondary education level.  However, there 

were existing theories that laid the foundation for improving motivation in the secondary 

education.   These theories were presented for application in the secondary education for 

improving teacher motivation.   

Implications of this Study 

 Connections between Literature and Results.  The results of this study reflected 

the scholarship reviewed for this dissertation. One example of this relationship would be 

the identified motivators of security, career growth, self-expression, and consideration to 

Herzberg’s Two-Factor Theory.  The factors of security and career growth directly 

related to Herzberg’s hygiene factors (1959) as these motives are directly related to the 

secondary education environment.  Respondents emphasized a need to develop their 

skills and achieve at high levels through interactions with peers and other forms of 
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engagement.  Furthermore, respondents addressed the role of affiliation through the 

support of peer relationships existing within the secondary education.   

 Likewise, Herzberg’s motivating factors were demonstrated through the motives 

self-expression and consideration.  Respondents expressed the need for individuality or 

personal creativity within their daily responsibilities.  They also sought a need to be 

valued by educational leaders.  The motives of self-expression and consideration spoke to 

the context of the job as conveyed by Herzberg’s motiving factors.  

 Maslow’s Hierarchy of Needs established a progression in which specific needs 

were to be met in order for individuals to fulfill their goals at the highest level.  The 

motivational factor of security related to Maslow’s safety needs.  Security reflected a 

level of comfort within individuals in their ability to perform responsibilities.  This sense 

of security also provided a foundation for other motivational factors, such as affiliation.  

In other words, respondents drew connections between their level of comfort and ability 

to perform their responsibilities before reaching out to build relationships with co-

workers.   

 Finally, the Person-Environment Theory addressed interactions between 

individuals’ and their work environment.  For secondary teachers, the motivational 

factors of consideration and affiliation were characterized by principles within the 

Person-Environment Theory.  Consideration was defined in relationship to how 

educational leaders utilized the input of respondents.  Respondents indicated they were 

more willing to perform responsibilities when this input was utilized at a higher 

frequency (more consideration).  Likewise, affiliation addressed the relationships of 

teachers within secondary education.  Secondary teachers communicated a sense of 
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satisfaction within secondary education if strong, positive affiliations existed between 

individuals or in connection with achievements.  

 Motivation of Teachers within Secondary Schools.   This study identified five 

primary motives for secondary teachers:  affiliation, career growth, security, self-

expression, and consideration.  However, these primary factors of motivation were not 

connected to specific outcomes, such as teacher job satisfaction or student achievement.  

The primary factors of motivation served a role in the daily functions or activities within 

secondary education.   

 Respondents of this study addressed the need for affiliation or the feeling of being 

part of something special as a key motivator.  Educational leaders can reinforce positive 

affiliations by facilitating relationships among teachers, students, and parents.  

Additionally, educational leaders should promote the academic successes of students and 

the professional achievements of teachers.  This may include steps such as recognition 

through weekly communications, monthly staff meetings, or district board of education 

meetings.  Likewise, teachers can build levels of affiliation through recognition of 

students within their classroom.  This will assist in fostering pride in academic and 

individual successes.   

 The motive, consideration, addressed individuals wanting to feel valued within 

secondary education.  In other words, secondary teachers wanted to have a voice on 

matters relating to building processes, procedures, and daily routines.  Educational 

leaders can provide secondary teachers with a voice through opportunities to collaborate 

on important matters as a means of expressing individuals perspectives existing within 

the building.  Collaborations matters of instructional, discipline, extra-curricular 
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activities, professional development, and yearly schedules or course offerings allow 

secondary teachers demonstrate their value to educational leaders or other audiences.   

 The role of security was also expressed as a primary factor of motivation.   

Security was defined as a level of comfort established through knowledge of stability 

within their job.   The data from this study suggested that the importance of security 

stemmed from individuals needing to meet personal desires such as providing for their 

families.  However, many respondents also defined security as a belief in their ability to 

perform a job they enjoyed and felt passionate about without interference.  Overall, 

security for many respondents was about not having daily worries in connection to life 

choices.  Educational leaders can foster security by displaying empathy with secondary 

teachers during times of need.  This often means evaluating scenarios on an individual 

basis, rather than applying explicitly stated policies or procedures, to determine the best 

course of action.  Furthermore, educational leaders should open themselves to gaining 

both personal and professional knowledge about their teachers.  This knowledge will 

assist in fostering relationships and communicating a sense of value to secondary 

teachers. 

 Self-expression was another motive associated with secondary teachers.   For 

secondary teachers, the sense of self-expression occurred as a means of individuality.  

Secondary teachers wanted to have control of instructional practices and classroom 

management in meeting the goals of the building or district.  Many teachers expressed a 

need for self-expression through not only through instruction, but in mentoring students 

with daily challenges.  Educational leaders should reinforce the importance of 

differentiation within instructional strategies, formats of communication, and leadership 
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styles on building initiatives. Secondary teachers who are encouraged to employ non-

conventional processes will have the opportunity to develop a sense of self. 

 Finally, opportunity for career growth was determined to be a primary motive for 

secondary teachers.  Career growth was described as the opportunity to improve the 

professional abilities necessary to perform responsibilities.  For many respondents, this 

involved improving instruction to help students achieve academic goals.  However, 

respondents also focused on helping students grow as individuals.  Educational leaders 

should encourage career growth by helping teachers set goals and facilitate opportunities 

to develop abilities needed to reach these goals.  Such development involves promoting 

teachers into leadership roles within schools; encouraging attendance at professional 

development to improve instruction, communication, or other facets within teaching; and 

leading collaboration between teachers on issues within secondary education. 

 There were also several secondary motives identified by this study: purpose, 

responsibility, and excitement (from results Incentive Profile and teacher interviews), as 

well as enjoyment and challenge (from results of the Work Preference Inventory).  

However, the data suggested that both the primary and secondary motives work together 

within many scenarios.  For example, respondents discussed a connection between the 

motives of affiliation and consideration as secondary teachers valued relationships and 

support under the premise that peers performed their job responsibilities at a high level.  

Another example was the relationship between career growth and challenge.  Secondary 

teachers who valued promotions or other professional growth opportunities also 

reinforced the need to be challenged within the work environment.  The primary and 
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secondary relationships between motives demonstrated the complexity in constructing an 

all-encompassing classification for factors of teachers’ motivation. 

 Intrinsic and Extrinsic Motivation.  The data from the online surveys and teacher 

interviews further developed a potential classification of factors of motivation as both 

intrinsic and extrinsic.  The Work Preference Inventory measured the overall levels of 

intrinsic and extrinsic motivation, which were 3.4 and 2.8 respectively on a 4-point scale.  

Furthermore, one-on-one interviews with teachers confirmed their thoughts that 

motivation is both intrinsic and extrinsic (57 % percent of respondents).  Finally, of the 

five highest motives scored on the Incentive profile, three were characterized as intrinsic 

factors of motivation (career growth, self-expression, security) and two were 

characterized as extrinsic factors of motivation (affiliation and consideration).   

 The duality of motivation within teachers, through both intrinsic and extrinsic 

motivational factors, only reemphasized the need for educational leaders to be actively 

engaged with their staff.  Educational leaders employed strategies which assist in 

categorizing their staff by motivation-type, both individualized and across groups.  This 

task was extremely complex due to the circular reasoning encountered in addressing both 

intrinsic and extrinsic motivation (Cameron & Pierce, 2002).  However, generalization 

assisted educational leaders with task or role assignments, potentially making educational 

processes more efficient and effective.   

 There were several ways educational leaders within secondary education assessed 

their staff’s factors of motivation.  Probably the most efficient method is to implement a 

survey or profile that addresses individual values or reactions to specific situations.  

Assessments such as the Incentive Profile (Hiam, 2002), Work Preference Inventory 
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(Amabile et al., 1994), and the Motivation Assessment Scale (Durand & Cummings, 

1992), provided educational leaders with quick methods to assess individual motives.  

Individuals’ responses would be collated to represent some group make-up.  An example 

would the assessed motives of entry-level staff member for comparison to veteran staff 

members.   

 Dialogue or communication between educational leaders and teachers was equally 

important for determining motivational sources.  The triangulation design (corroboration 

data from the online survey and interviews) of this study assisted in determining 

secondary relationships between motives.  For example, a combination of feedback from 

survey results and dialogue guided educational leaders toward a better understanding of 

the inter-relationship of motives.  The relationship between motives for secondary 

teachers reinforces the difficulty in classifying them as exclusively intrinsic or extrinsic.  

Rather, educational leaders used the feedback from surveys or profiles to provide a 

foundation for specific conversations within individuals or groups.      

 Motivation across demographics.  The data from this study demonstrated that 

factors of motivation have a level of generalization across various demographic 

categories.  In this study, these consistencies existed across factors associated with age 

and gender.  The means for these two groups were consistent for all five motivators, 

career growth, security, affiliation, self-expression, and consideration.  In other words, 

the is not difference between motives for a female between the ages of 18 to 30 years in 

comparison to a male between the ages of 41 to 50 years.  

 Conversely, differences existed within data for the highest degree-earned and 

years of experience demographic groups.  Specifically, there were differences for career 



                                                  Teachers’ Motivation in Middle and High Schools   64 
 
 

 
 

growth and security, evident after analyzing their means.  These differences evolved from 

several perspectives.  Individuals were more likely to seek career growth opportunities 

and security in their jobs.   Specifically, individuals were consumed with uncertainty in 

their new profession in relation to supporting fiscal and financial needs.  Individuals with 

more experience had an established background where career growth was of less 

importance and professional security may not be a driving force.   

 The conceptualization of these relationships was important on several levels. 

Educational leaders sought to apply methods of motivation within an efficient, yet 

effective manner within diverse secondary schools.  For some leaders, differentiated 

motivational strategies were perceived as a viable step.  The data from this study 

suggested that educational leaders need to be less presumptive in their assessment of 

motivation and application to educational process.       

Suggestions for Further Research 

 Motivation and Leadership Styles.  A prominent and recurrent theme throughout 

the qualitative component of this study was the emphasis on leadership styles influencing 

teacher motivation.  Respondents to Question 4 of the qualitative interviews identified a 

need for educational leaders to “lead by example”, as well as other implied characteristics 

such as leaders – “setting the tone”, “providing positive feedback”, and “allowing 

teachers to do their job”.   

 Maddack and Fulton (1998) discussed the origins of the terms “motivation” and 

“motion” as all having the Latin root meaning “to move”.  The respondents of this study 

communicated a need to be moved through the modeling of characteristics reflective of 

effective educational leaders.  This framework of modeling was relevant to secondary 
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teachers as one of the most basic skills they perform every day is the modeling of 

content, concepts, and character qualities. 

 A natural progression from this concept of modeling between teacher and student 

is between educational leaders and teacher.  It was productive to examine what types of 

motivational resources are associated with various leadership styles.  For example, one 

could consider whether the motivational sources of affiliation and consideration better 

supported by a laissez-faire leadership style; or, whether career growth and achievement 

would thrive under a bureaucratic leadership style.  Also included were more 

contemporary definitions of leadership, such as transformational and transactional 

leadership (Steers, Porter, & Bigley, 1996).  

 Job satisfaction and teacher motivation.  This study did not attempt to establish 

correlations between factors of teacher motivation and job satisfaction within secondary 

education.  However, scholarship has drawn connections between teacher motivation and 

job satisfaction within post-secondary education.  Hagedorn (2000) referred to job 

satisfaction as a continuum of three points: appreciation, acceptance or tolerance, and 

disengagement.  Hadegorn described motivation according to levels of engagement in 

that the more satisfied an individual is within their role, the more engaged individuals are 

in their desire to be productive. 
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Table 10. 
 
Locke’s Seven Job Satisfiers 
 

Mentally challenging work 

Personal Interest in the work itself 

Work that is not too physically tiring 

Rewards for performance 

Good Working Conditions 

High Self-Esteem 

Attainment of interesting work; pay and 
promotions; minimal role conflict 

  

 In examining potential correlations between job satisfaction and teacher 

motivation for secondary teachers, it was important to establish the relevance of job 

satisfaction within secondary education.  The data collected supported secondary teacher 

emphasis on motivational factors and levels of satisfaction within the workplace. The 

data of this study did not support relationships between factors of motivation and job 

satisfaction.  However, Locke (1976) identified seven core working conditions associated 

with job satisfaction.  These seven conditions were outlined in Table 10. 

 Locke’s Seven Job Satisfies further demonstrates how educational leaders can 

facilitate teacher motivation within secondary education.  For example, Locke’s mentally 

challenging work corresponds with the motives of achievement and career growth.  

Another example is the connection between Locke’s rewards for performance as a 

reflection of the reward motive.  In general, there was the potential for a circular 

relationship between satisfaction and motivation, as job satisfaction could lead to 

motivation and motivation could contribute to job satisfaction.  Further research would 
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examine whether these the constructs of job satisfaction and levels of motivation 

overlapped on some level. 

Limitations of Study 

 There were several limitations present during this study.  The study sample 

included respondents from a range of unrecognized organizational variables.  The sample 

size, while adequate for this study, warranted further research with larger samples.  As 

previously indicated, representative samples for organization types were too small in this 

study for any generalization.  This included representation according to ethnicity and 

school setting.  Future research with larger representative samples and better defined 

categorization could lead to data which contributes to representation of the K-12 

education population.     

 Another limitation was the focus for this study, factors of motivation for 

secondary teachers in grades 5th to 12th.  Results may be different for elementary teachers 

and non-teaching staff, such as nurses, counselors, custodians, secretaries, and other 

paraprofessionals who work actively within the primary and secondary school 

environments.  Additionally, the instruments used (Incentive Profile Survey and Work 

Preference Inventory) were not designed to measure motivation for specifically 

secondary teachers; further research in the area of motivation for the K-12 education 

sector could lead to the development of specialized assessments.  Connected to the issue 

of secondary education is the limit of available research on secondary school teachers 

with respect to motivation.   
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Conclusion 

 Insights from this study, such as the categorization of motivational sources as 

intrinsic and extrinsic, may prove beneficial to teachers and educational leaders.  The 

effectiveness of task teams and their ability to develop effective solutions can be guided 

by knowledge of individual and group motivational sources.  Schools within local 

educational agencies partake in the yearly development of improvement plans, with the 

purpose of providing focus and direction for their staffs.  An understanding of 

motivational sources will contribute to the quality and longevity of school improvements.  

These improvements have traditionally coincided with various student-centered 

outcomes, such as student achievement.  However, acknowledgement of motivational 

resources for teachers can develop in the form of teacher-center goals within an 

improvement plan.  The development of such goals can occur through consideration of 

potential motives such as improvements in relationship building, promotion of 

competition, encouragement of professional growth, and increased acknowledgement of 

individual and ground achievements.  Ultimately, educational leaders are charged with 

managing the needs of all stakeholders as a means of achieving lasting success in an 

ever-changing profession. 
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Teacher Motivation Study 
**Be part of an important secondary education research study** 

 
Qualifications:   

1. Are you over the age of 18 years old? 
2. Are you currently employed as a teacher? 
3. Do you teach within the grades 5th and 12th? 

 
If you answered YES to these questions, you are eligible to participate in this two-part 
study on teacher motivation within secondary schools. 
 
Purpose of Study: 
 
The purpose of this research study is to determine factors of teacher motivation within 
middle and high schools. Participants will not receive monetary compensation for 
participation.  There is limited risk to confidentiality (part two of the study – see below). 
 
Participants can take part in one or both of the following studies. 
 
Part One of the Study – Online Survey 
 
Participants will complete an online survey consisting of four sections:  consent of 
participation, demographic survey, the Incentive Profile, and the Work Preference 
Inventory.  The Incentive Profile and Work Preference Inventory are survey’s which 
measure motivation.  The entire online survey will take 10 minutes. 
 
If interested, please visit the survey website below and follow the instructions. 
 
 
 
Part Two of the Study – Teacher Interviews 
 
Participants will be interviewed at a public venue on questions regarding teacher 
motivation.  These interviews will be recorded and transcribed by the researcher; 
documents will be stored on an encrypted USB drive and destroyed at the conclusion of 
the study. 
 
If you are interested, please contact Milton Folson at MiltonFolson@xxxxxxx.xxx.  

 
 
 

  

mailto:MiltonFolson@creighton.edu
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Appendix B 
 

Information Sheet / Consent Form for Teacher Interviews 
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Teacher Interview Consent Form 
 
 
Introduction, Study Purpose, and Procedures 
 
My name is Milton Folson.  I am a student in the Interdisciplinary Doctorate of Education 
in Leadership program at Creighton University. I am asking for support through your 
participation in a research project. The purpose of this study is to identify factors of 
teacher motivation within middle and high schools. The results of this study will assist 
local school districts in incorporating factors of teacher motivation within school 
improvement plans. 
 
This portion of the research project will involve participants answering six (6) essential 
questions on motivation.  These questions may include subsequent follow-up questions as 
determined by the interview.  All interviews will be recorder and transcribed in 
preparation for analysis.  All participants are expected to participate in a process called 
“member-checking” where they reviewed transcribed notes of their interview for 
accuracy.  Please plan on allocating approximately forty (40) minutes to complete the 
interview. 
 
Risks of Participating in the Study and Confidentiality 
 
For participants of this study, the risk to confidentiality is minimal.  Audio recordings of 
interviews will be store on an encrypted USB drive for the duration of the study.  
Following the member-checking process, destroyed on the USB drive and the USB drive 
will be reformatted to ensure the removal of data.   
 
We will do everything we can to keep your records confidential. However, it cannot be 
guaranteed. We may need to report certain information to agencies as required by law. 
 
We may present the research findings at professional meetings or publish the results of 
this research study in relevant journals. However, we will always keep your name, 
address, or other identifying information private. 
 
Benefits and Compensation 
 
There are no direct benefits to the subject as a result of participating in this study.   
Additionally, there is no compensation associated with participating in this study.   
 
Contact Information 
 
If you have any questions regarding this research project, feel free to contact me at xxx-
xxx-xxxx or MiltonFolson@xxxxxxx.xxx.  You can also contact my advisor, Dr. Barbara 
Brock, at xxx-xxx-xxxx or bbrock@xxxxxx.xxx.  If you have questions research 
subjects’ rights, please contact Creighton University’s Institutional Review Board at xxx-
xxx-xxxx. 

mailto:MiltonFolson@creighton.edu
mailto:bbrock@creighton.edu
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Appendix C 
 

Incentive Profile Survey – Incentive Definitions 
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Incentive Profile - Definitions and Question Groups 
Incentive Definition Associated Questions 
Affiliation Feeling proud to be part of the group you 

work with.  Pleasure in being associated 
with a great organization. 

1,4,7 

Self-Expression Urge to express yourself individually and 
uniquely through your work. 
 

2,5,8 

Achievement Drive to accomplish challenging goals.  
Pursuit of excellence. 

3,6,9 

Security Need for stability or reduction of 
uncertainty and stress. 

10,13,16 

Career Growth Urge to growth and develop in your career. 11,14,17 
Excitement Impulse to seek new experiences and enjoy 

life through your work. 
12,15,18 

Status Motivation to increase your standing 
through your accomplishment. 

19,22,25 

Purpose Need for meaning and direction.  Desire 
for important work that really matters. 

20,23,26 

Competition Competitive spirit.  Desire to excel in 
relation to others. 

21,24,27 

Recognition Need for positive feedback and support 
from the group.  Desire to be appropriately 
recognized for your contributions. 

28,31,34 

Consideration Preference for a friendly, supportive work 
environment where people take care of 
each other. 

29,32,35 

Autonomy Need for more control over your working 
life.  Desire for choice of working 
conditions or other options. 

30,33,36 

Reward Motivation to earn significant rewards or 
wealth from one’s work. 

37,40,43 

Responsibility Motivation to play a responsible leadership 
role in the workplace or society as a whole. 

38,41,44 

Personal Needs Need to satisfy important outside-of-work 
priorities 

39,42,45 

Modified from:   
Hiam, A. (2002).  Motivational Management:  Inspiring Your People For Maximum 
Performance.  New York, NY:  AMACOM. 
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Profile Incentive Survey and the Work Profile Inventory 
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Incentive Profile Survey 
 
Key:  SD- Strongly Disagree; D- Disagree; N-Neutral; A- Agree; SA- Strongly Agree 
 
1. I want to feel proud of the group I work with.    SD D N A SA 
2. I like opportunities to express myself in my work.  SD D N A SA 
3. I am highly motivated by a difficult challenge.  SD D N A SA 
4. It’s a real honor to be part of a winning team  SD D N A SA 
5. I want to make a unique contribution  SD D N A SA 
6. I feel best when I’ve done something I didn’t think was possible.  SD D N A SA 
7. I want to work for an organization that is highly respected and admired.  SD D N A SA 
8. I want to be recognized for my individuality.  SD D N A SA 
9. I want to be recognized for my achievements.  SD D N A SA 
10. I value stability.  SD D N A SA 
11. I interested in opportunities to develop my skills.  SD D N A SA 
12. My goal is to have as many new experiences as possible.  SD D N A SA 
13. It is important to have a comfortable work situation.  SD D N A SA 
14. Professional development is very important to me.  SD D N A SA 
15. I think life should be an adventure.  SD D N A SA 
16. I need to feel that my position is secure.  SD D N A SA 
17. I am eager to grow and develop throughout my career.  SD D N A SA 
18. I want my work to be exciting.  SD D N A SA 
19. Good work should earn you special privileges.  SD D N A SA 
20. I prefer to do work that I feel is highly meaningful.  SD D N A SA 
21. I enjoy competitive games.  SD D N A SA 
22. It feels good to be honored with special treatment.  SD D N A SA 
23. I need to know that my efforts have made a real difference.  SD D N A SA 
24. I am a tough competitor.  SD D N A SA 
25. People who excel in their work desire to be given special status.  SD D N A SA 
26. I need to work that serves some higher purpose.  SD D N A SA 
27. I like opportunities to win.  SD D N A SA 
28. I need to be given credit for the work I do.  SD D N A SA 
29. I like to know that my managers care how I feel.  SD D N A SA 
30. I want to have plenty of control over my own situation.  SD D N A SA 
31. It is a shame that good efforts are not recognized by others.  SD D N A SA 
32. It is important for organizations to take good care of their members.  SD D N A SA 
33. I like to have plenty of options.  SD D N A SA 
34. People should always be thanks for their contributions.  SD D N A SA 
35. I work best in a supportive atmosphere.  SD D N A SA 
36. I prefer to control how and when I do my work.  SD D N A SA 
37. A significant reward is the best sign of appreciation for a job well done.  SD D N A SA 
38. I hope to play an increasingly important role in my work.  SD D N A SA 
39. I work primarily to take care of my personal needs.  SD D N A SA 
40. Employees who work hard should be given appropriately valuable rewards.  SD D N A SA 
41. I wish to achieve a position of greater trust and responsibility in the near 

future. 
 SD D N A SA 

42. My family needs are my main concern at the moment.  SD D N A SA 
43. I am motivated by jobs that give you opportunities to achieve significant 

wealth. 
 SD D N A SA 

44. I am motivated to play a responsible leadership role in the workplace and in 
society as a whole. 

 SD D N A SA 

45. I want my employer to accommodate my important outside-of-work needs.  SD D N A SA 
Used with permission from: 
Hiam, A. (2002).  Motivational Management:  Inspiring Your People For Maximum Performance.  New York, NY:  

AMACOM.   
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Work Preference Inventory 
 
Respond to each of the items using a scale from 1 = never or almost never true of me to 4 
= always or almost always true of me. 

       1. I am not that concerned about what other people think of me. 
       2. I prefer having someone set clear goals for me in my work. 
       3. The more difficult the problem, the more I enjoy trying to solve it. 
       4. I am keenly aware of the goals I have for getting good grades. 
       5. I want my work to provide me with opportunities for increasing my knowledge and skills. 
       6. To me, success means doing better than other people. 
       7. I prefer to figure things out for myself. 
       8. No matter what the outcome of a project, I am satisfied if I feel I gained a new experience. 
       9. I enjoy relatively simple, straightforward tasks. 
       10. I am keenly aware of the GPA (grade point average) goals I have for myself. 
       11. Curiosity is the driving force behind much of what I do. 
       12. I’m less concerned with what work I do than what I get for it. 
       13. I enjoy tackling problems that are completely new to me. 
       14. I prefer work I know I can do well over work that stretches my abilities. 
       15. I’m concerned about how other people are going to react to my ideas. 
       16. I seldom think about grades and awards. 
       17. I’m more comfortable when I get to set my own goals. 
       18. I believe there is no point in doing a good job if nobody else knows about it. 
       19. I am strongly motivated by the grades I can earn. 
       20. It is important for me to be able to do what I most enjoy. 
       21. I prefer working on projects with clearly specified procedures. 
       22. As long as I can do what I enjoy, I’m not that concerned about exactly what grades or awards I 

can earn. 
       23. I enjoy doing work that is so absorbing that I forget about everything else. 
       24. I am strongly motivated by the recognition I can earn from other people. 
       25. I have to feel that I’m learning something for what I do. 
       26. I enjoy trying to solve complex problems. 
       27. It is important for me to have an outlet for self-expression. 
       28. I want to find out how good I really can be at my work. 
       29. I want other people to find out how good I really can be at my work. 
       30. What matters most to me is enjoying what I do. 

Source: Amabile, T. M., Hill, K. G., Hennessey, B. A., & Tighe, E. M. (1994). The work preference 
inventory: Assessing intrinsic and extrinsic motivational orientations. Journal of Personality and Social 
Psychology, 66, 956 (table 1). Copyright © 1994 by the American Psychological Association. Reprinted with 
permission. 
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Interview Protocol Form for Teacher Interviews 
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Interview Protocol Form 
 
Dissertation:  Factors of Teacher Motivation in Middle and High Schools 
 
Date: ___________________ 
Time: ______________________ 
Location: __________________ 
 
Interviewer: __________________________ 
Interviewee: ______(Identifier)_______ 
 
 
1. Provide your definition of motivation in connection with your own professional 

experiences. 
Response from Interviewee: 
Reflection by Interviewer: 

 
2. Consider your definition of motivation and professional experiences.  Explain 

whether your level of motivation is something you control, others control, or a 
combination of both. 
Response from Interviewee: 
Reflection by Interviewer: 

 
3. Describe what motivates you to come to work every day. 

Response from Interviewee: 
Reflection by Interviewer: 

 
4. Explain what leaders can do to motivate all employees. 

Response from Interviewee: 
Reflection by Interviewer: 

 
5. Describe influences of the work environment on teacher motivation. 

Response from Interviewee: 
Reflection by Interviewer: 

 
6. Explain whether the factors of motivation (for you) have changed over time (if 

applicable).  Describe any influences that contributed to these changes. 
Response from Interviewee: 
Reflection by Interviewer: 
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Permission to Use Incentive Profile Survey (Series of Emails) 
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From: Alex Hiam [xxxxxxx@xxxxxx.xxx] 
Sent: Tuesday, October 09, 2012 9:25AM 
To: Folson, Milton 
Subject: Re: Use of the Incentive Profile 

Sounds fascinating!  
 
I would cite you of course if I referenced the results, and I would hope to be able to read 
the dissertation when it's published (but the data will be available somewhat sooner I 
should think?). 
 
I will now write some appropriate language for usage in your research: 
 
I, Alex Hiam, author, publisher, and copyright holder of the Incentive Profile, hereby 
grant Milton Folson the right to reproduce, modify and publish as he sees fit, for his 
academic research, any or all parts of said Incentive Profile, recognizing that all 
copyright and other interests in it are to be responsibly protected and will remain in my, 
Alex Hiam's, sole name. Copies are to bear an appropriate copyright notice patterned on 
the one in the original, and identifying Alex Hiam as the copyright-holder. 
 
If you find you need more, or you need a hand-signed copy of the above, just let me 
know. 
 
Best, 
 
Alex Hiam 

 
From: Folson, Milton 
Sent: Tue, Oct 9, 2012 at 7:10 AM 
To: Alex Hiam [xxxxxxx@xxxxxx.xxx] 
Subject: Re: Use of the Incentive Profile 

I would be happy to share results! The population for the study will be Central Ohio 
teachers at the middle and high school level. It's a mixed-method design, where I will be 
using interviews to corroborate the data from the survey. 
 
I am working with my committee on the dissertation proposal and plan to have approval 
by mid-November. Data collection is targeted for December. I can provide you a copy of 
the proposal after approval. 
 
Do you require any signed documentation? 
 
Thanks! 
 
Milton Folson 

https://cumail.creighton.edu/owa/redir.aspx?C=kTK3o8T42EuAN6YTgSNAPUn74NfYfc8IW6lVx5ssXrWW80B1_N1l9-usNF9I2Wn4ceF9K8UoP3M.&URL=mailto%3aalexawh%40gmail.com
https://cumail.creighton.edu/owa/redir.aspx?C=kTK3o8T42EuAN6YTgSNAPUn74NfYfc8IW6lVx5ssXrWW80B1_N1l9-usNF9I2Wn4ceF9K8UoP3M.&URL=mailto%3aalexawh%40gmail.com
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Graduate Student- Interdisciplinary Ed.D. in Leadership 
xxx-xxx-xxxx 
 

 
From: Alex Hiam [xxxxxxx@xxxxxx.xxx] 
Sent: Monday, October 08, 2012 8:24 PM 
To: Folson, Milton 
Subject: Re: Use of the Incentive Profile 

If you are willing to share the results of the survey, I would be happy to provide 
permission. 
 
Best, Alex Hiam 

 
From: Folson, Milton 
Sent: Oct 8, 2012, at 6:08 PM 
To: Alex Hiam [xxxxxxx@xxxxxx.xxx] 
Subject: Re: Use of the Incentive Profile 

Mr. Hiam- 
 
Good Evening. 
 
I am currently a doctoral candidate in Creighton University's Interdisciplinary Doctorate 
of Education in Leadership Program. My dissertation addresses a topic related to 
motivation and I am seeking permission to utilize the Incentive Profile within my study.  
 
Could you please advise on the process of attaining permission to use this copyrighted 
survey?  
 
Thanks for your assistance. 
 

Milton Folson 

xxx-xxx-xxxx 
 
 

tel:614-668-2158
https://cumail.creighton.edu/owa/redir.aspx?C=kTK3o8T42EuAN6YTgSNAPUn74NfYfc8IW6lVx5ssXrWW80B1_N1l9-usNF9I2Wn4ceF9K8UoP3M.&URL=mailto%3aalexawh%40gmail.com
https://cumail.creighton.edu/owa/redir.aspx?C=kTK3o8T42EuAN6YTgSNAPUn74NfYfc8IW6lVx5ssXrWW80B1_N1l9-usNF9I2Wn4ceF9K8UoP3M.&URL=mailto%3aalexawh%40gmail.com
tel:614-668-2158
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