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ABSTRACT
Teachers’ motivation to stay in the profession is pivotal to making teachers effective
conduits for students’ future success. Studies demonstrate that educators play a crucial
role in student achievement (e.g., Darling Hammond, 2000; Palardy and Rumberger,
2008; and Blazar and Kraft, 2017). In the Philippines, perceptions about the status of
teachers and the teaching profession vary. While teaching is generally considered an
honorable profession, it is also beset by woes, such as perceptions of inadequate
salaries, and poor working conditions. Through in-depth interviews with 18 teachers
from three major island groups in the Philippines and a survey accessed by 1,255
teachers, this study endeavored to answer the general question, “What motivates
teachers to remain in the Philippine education system?” Amidst various challenges
teachers face, the study found that the teachers’ motivation to stay in the profession
revolves around different intrinsic and extrinsic drivers of motivation. The factors
within the intrinsic drivers are individual interest, commitment to the profession, and
belief in divine providence, while the factors within the extrinsic drivers are economic
considerations and enabling environment. Further, a factor, classified as both intrinsic
and extrinsic, is the teaching-profession-related advantages. The voices of teachers in
this study serve as impetuses for responsive and sustainable action for pre-service and
in-service professional development, working environment, compensation, and

benefits; hence, a set of policy recommendations was developed.
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INTRODUCTION

It is widely recognized that teacher welfare and quality should be improved in promoting
equitable access to education. According to the World Youth Report, adequately trained teachers aid
in establishing crucial foundations in literacy and numeracy skills among children (UN, 2018).
Furthermore, in framing the rights-based approach to education, the concepts of availability and
accessibility do not only underscore the provision of adequate learning facilities and resources—
governments and states should also be able to support appropriate training and education, including
the institutionalization of necessary mechanisms to support teacher welfare (UNICEF, 2007; United
Nations, 2016). It is amidst this backdrop that research on Understanding Motivation among
Teachers in the Philippines (from here on referred to as Teacher Motivation Research) was
developed to understand what motivates teachers to join and remain teaching in the Philippines, the
results of which can hopefully inform future policies that improve their overall well-being and

welfare.
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Motivation is defined simply as “the driving force behind human action” (Schunk et al., 2008,
p-4). Foundational theories on human behavior conclude that actions individuals take are influenced
by various factors that may come from one’s own decision-making, influences from the environment
and social contexts, and the response to or absence of incentives (Woolfolk, 2007; Schunk et al.,
2008). More recent research paints a multidimensional picture of teacher motivation, explaining not
only the choice to teach and the decision to stay but also the decline or absence of motivation. Current
literature aptly terms this decline or lack of motivation as demotivation and has been seen to
contribute to the decision to leave teaching altogether (Dornyei and Ushioda, 2011). In addition,
these factors that affect motivation may be described as either emanating from the self or intrinsic or
influenced by external factors or extrinsic ones (Woolfolk, 2007).

Various factors influence teacher motivations in the Philippines. Though being a teacher is
considered honorable, it is beset by woes, such as perceptions of inadequate salaries, poor working
conditions, and challenging professional development (Cabato, 2019). Despite the implementation
of policies, such as the Salary Standardization Law (SSL) that increased the salaries of government
employees in the country, including public school teachers, and the Tax Reform for Acceleration and
Inclusion (TRAIN) Law that further increased take-home pay, there is a continued impression that
the salaries of teachers are still inadequate. In addition, there are reports of teachers amassing large
amounts of debt from government and private lending institutions (PLI) (Mateo, 2017; Mercene,
2018). A study by the Philippine Institute of Development Studies (PIDS) (Hernando-Malipot, 2017)
revealed that public school teachers were 50% more likely than their civil servant counterparts to
take loans from PLIs and government agencies such as the Government Service Insurance System
(GSIS) and the PAG-IBIG Home Development Mutual Fund. This practice resulted in teachers
bringing home pay lower than the mandated PhP 4,000 limit. In response, the Department of
Education issued a policy ensuring teachers take at least PhP 5,000 of their salary. Likewise, the
Department of Finance called on government and private lending institutions to provide easy-to-pay

and low-interest refinancing programs for public school teachers (Department of Finance, 2017).

Aside from the issue of salary sufficiency, PIDS (David etal., 2019) brought to light concerns
over the heavy workload of teachers. A regular full-time teacher must lend a maximum of six hours
per day of classroom instruction under the Magna Carta for Public School Teachers. However,
teachers also perform administrative and support tasks, ranging from student guidance to disaster
response and school health, such as feeding, deworming, and immunizations. The teachers in the
PIDS study expressed the desire to spend more time with their learners and focus on teaching. They

recognized time as an important resource that is often inadequate given their heavy workload.

An article by Cabato (2019) highlighted issues in professional development. Teachers need
to earn 45 units of continuing professional development (CPD) within three years. As a result, some
teachers need to pay for training as division-led seminars are insufficient to reach the required CPD
units. This dramatically affects their take-home pay. In addition, getting promoted to the next level
is often an arduous process, with teachers at the lower levels needing to achieve requirements based
on an intricate point system. There are eight levels between Teacher I, Il and II. On the other hand,
Head Teachers have six levels per position, while Master Teachers have four levels within each
position.

Given this milieu of challenges, it is worthwhile to determine what keeps teachers from
continuing in their service. Though many studies have investigated the Philippine working conditions
of teachers (Bonior, 2019; David etal., 2019), including policies and processes that affect them, such
as their deployment (Albert, 2012), professional development (Siena, 2019), performance-based
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incentive system (Monje, 2019), little evidence has been provided on Filipino teachers’ motivations.
As such, from 2018 to 2020, SEAMEO INNOTECH conducted research on Filipino teachers’
motivation in choosing, staying, and leaving the profession. This paper focused on teachers’
motivation to stay in the profession, addressing the following questions: (1) what are teachers'
motivations for remaining in the Philippine basic education system? and (2) what concrete
recommendations could inform policy initiatives toward improving teacher motivation in the basic
education system?

This paper describes the intrinsic and extrinsic factors that make teachers decide to stay in
teaching, as well as the challenges they face in their profession. Several policy recommendations are

also provided based on the findings of the study.

METHODOLOGY

This research utilized a sequential exploratory mixed methods design. A maximum variation
purposive sampling strategy was used to select teacher informants. Several categories were
considered, such as the three major island groupings, school categories (i.e., public and private),
contexts (i.e., teachers handling monograde, multigrade, alternative learning, and Madrasah classes),
locales (i.e., urban, rural, and conflict areas), assigned grade levels, teaching positions, education
backgrounds, and tenures. The teacher informants came from personal and professional contacts of
the research team or were identified through referrals. To understand the context, experiences, and
nuances of motivation among teachers in the Philippines, in-depth interviews were conducted with
informants from regions belonging to the Luzon, Visayas, and Mindanao Island groups. A total of 18
teachers were interviewed, seven males and 11 females. The median age of the respondents is 34,
with a maximum of 55, while the median number of teaching years is 13 years, with a maximum of
32 years. A summary of the number of key informants per region is found in Table 1.

Table 1

Number of Teacher-Informants per Region

Region No. of teachers
Luzon ® Northern Luzon (CAR) 10
e Southern Luzon (CALABARZON and
MIMAROPA)
® National Capital Region (NCR)
Visayas ® FEastern Visayas (Region 8) 4
Mindanao ® Bangsamoro Autonomous Region in Muslim 4
Mindanao (BARMM)
Total 18

Among the categories of teachers interviewed were: Teacher I (4), Teacher IIl (4), Master
Teacher (MT) I (3), Alternative Learning System/ Mobile teacher (1), Multi-grade teachers (2),
private school teachers (4), and a Madrasah teacher (1).

Thematic analysis was employed in analyzing the qualitative data. Themes around motivation
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surfaced based on a thorough analysis of the interview transcripts and informed by the existing
literature on motivation. The interview responses were coded and grouped for similarity using
NVivo, a research software for organizing and analyzing qualitative data. Based on the initial
categories, the responses were again thoroughly reviewed, and the categories were further refined
to develop themes on motivation.

In addition, the Teacher Motivation Research also collected quantitative data, where teachers
were randomly sampled from a dataset of public-school teachers provided by the Philippine
Department of Education. The survey yielded 1,255 respondents from 65 schools across 14 of the
17 regions as of 28 November 2019. The survey collected demographic information, including public
school teachers’ conditions, experiences, and motivations for teaching—through a mixture of
categorical and open-ended questions. The survey was pilot-tested and administered through
Qualtrics, an online survey platform. The data were analyzed using descriptive statistics. Statements
that utilized the Likert scale were clustered around the themes that surfaced from the qualitative
methods employed. The statements were grouped under themes. Frequency and percentage were
likewise computed to surface top-ranked statements on teacher motivations.

Informed consents were acquired from the teacher-informants prior to the in-depth
interviews. Courtesy protocols were followed to inform school administrators about the study and
data collection activities. These, however, did not identify the teacher respondents. For the survey,
responses were anonymized. Also, the research report was run through Urkund, a plagiarism
detection software.

RESULTS AND DISCUSSION
Why teachers keep on teaching: Motivations to stay in the profession

Seven significant themes surfaced in the study regarding why teachers stay in the profession.
In ranking the average positive responses (Strongly Agree and Agree), the results of the survey (see
Figure 1) show that the influence of others (97.06%) has the highest rank in the reasons for why
teachers stay, followed by intrinsic teaching-related advantages (95.31%), extrinsic enabling
environment (92.42%), individual interest (91.97%), commitment to the profession (89.41%),
economic considerations (74.64%), and lastly, teaching-related benefits (72.16%).
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Why teachers stay in the profession (ranked)
0.00% 20.00% 40.00% 60.00% 80.00%  100.00%
Influence of others 97.06%
Teaching-related advantages (intrinsic) 95.31%
Enabling environment 92.42%
Individual interest 91.97%
Commitment to the profession 89.41%

Economic considerations 74.64%

Teaching-related advantages (extrinsic) 72.16%

Figure 1: Ranking qf Average Positive Responses for Teachers’ Motivations to Sta)/ in the Prqfession

Influence of Others: God’s Will (97.06%)

The sole statement under the theme of influence of others in the motivations for teachers to
stay in the profession is, “It is god’s will that I continue to teach.” Almost all respondents, or 97.06%,
answered both Strongly Agree and Agree with this statement.

While this theme is not very prevalent in Western literature on motivation, this result is
consistent with the quantitative and qualitative findings, cutting across the dimensions of joining,
staying, and leaving the profession. Responses often show that teachers feel that it is God’s will that
they enter the profession, especially during difficult circumstances where they are forced to shift
careers, as well as when they are looking for reasons to stay despite the hardships, and also when
contemplating whether or not they are still fit to stay in an oftentimes demanding profession.

Intrinsic Teaching-related Advantages: Meaning, Fulfillment, Passion (95.31%)

Most respondents also answered teaching-related advantages as one of the reasons for
continuing to teach, receiving 95.31% positive responses (Strongly Agree and Agree). Specifically,
teachers continue to stay because they believe they have a vital role in improving the country’s future,
and they find meaning, fulfillment, and passion for teaching—mnonmonetary rewards that they believe

they could not find in any other profession.

While being a teacher is challenging, respondents consider these challenges positive and
somehow motivating. The respondents also mention how they love being surrounded by students
and see it as a reason for staying—some teachers even cite that they treat these children as their own.
They see their students as an inspiration to hone and improve their craft.

The classroom also allows teachers to try out new ideas and techniques—to express their
creativity and show their skills. For others, teaching is an opportunity to continuously learn, whether
through attending seminars and training or taking further studies in the big city or abroad. The respect
they receive as teachers also contributes to why they stay in the profession. The people they know
value teaching as a high-status profession, contributing to their motivation to stay.
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These findings are aligned with Howes and Goodman-Delahunty’s (2015) study, wherein
they identified fulfillment as a key reason for teachers staying in the profession. Teachers in Australia
remain in their teaching career because they enjoy the work and feel it is “stimulating” and a job they
can excel in. They also find meaning in what they do.

Enabling Environment: Support Systems that Contribute to Decision to Stay (92.42%)

Teachers responded that a generally enabling environment, consisting of support systems
from colleagues, family, and friends, professional opportunities, and teaching as a venue of self-
expression encouraged them to remain teaching despite its challenges.

Recognition from the school administration, support from supervisors and co-teachers, and
students who love to learn all contribute to an enabling environment that encourages teachers to stay
teaching. This finding aligns with McKenzie et al.’s work (2014, as cited in Howes and Goodman-
Delahunty, 2015), which also saw the importance of positive interpersonal relationships with
colleagues and students as reasons for staying in the profession. In addition, having the freedom to
try new ideas and techniques, and having the space for opportunities to grow professionally and
continuously learn, are likewise important reasons for remaining in the profession. Similarly, several
studies emphasized the need to develop school cultures that foster collegial relationships among
school actors and facilitate “communities of professional learning” that make the teaching
environment a pleasurable one (Cochran-Smith etal., 2012; Lovett & Cameron, 2011; Ward, 2011,
as cited in Howes and Goodman-Delahunty, 2015).

Further, Packard and Dereshiwsky (1990) also recognized the need to satisfy teachers’ needs
for professional growth and development. The interviews surfaced that teachers continue to teach,
with the prospect of getting promoted or at least getting job reclassifications that would earn them
higher pay and a wider sphere of influence. However, not all teachers share that they stay in teaching
in order to climb the career ladder. Some value their influence within the four walls of the classroom,
making a difference in the lives of one child at a time. It is clear, however, that the actors and

environment surrounding teachers contribute to their motivation to stay.

Individual Interest: Teaching is the Best Job for Me (91.97%)

Interviews with teachers are often not without statements such as: “Teaching is the best job
» «

for me.” “—the only job for me.” “—the best fit for my skills.” As one informant shared, teaching is
a path that she would recommend others to take if they possessed three things: hilig (interest in
teaching), galing (skill), and kabuluhan (finding meaning) in teaching. Teachers see teaching as their
best job because they are interested in it and have the necessary skills to be good teachers. Some
mentioned that they have always known they could be good teachers because they are madaldal
(talkative) and have good interpersonal relationship skills. Teachers also find the profession to be
meaningful—a job that allows them to serve a greater interest other than practical gains. As such,
teachers shared how they don’t see themselves in any profession other than teaching, sharing that

they will likely stay as teachers until they retire.

Interest in teaching is recognized as a critical component of teacher motivation in Dornyei
and Ushioda’s (2011) literature review, along with social contextual influences, temporal

dimensions, and demotivating factors.
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Commitment to the Profession: Serving the Community through Teaching (89.41%)

In a study looking into the motivation of language teachers, Dornyei (1996) acknowledged
teachers’ commitment and enthusiasm as the most crucial factor in motivating learners. In a similar
manner, teachers continue to teach because of their commitment to the profession. They are
motivated to stay because they believe that their community needs teachers, and teaching is a way
for them to give back to their community. Moreover, teachers are concerned about the future of
their students and hope that the education they receive will propel them to success or even inspire
them to become teachers like themselves.

One informant notably expressed how being a teacher holds power because of one’s ability
to shape the mindset of students, making them see the world and themselves through a different
perspective. Working with students is an integral part of why teachers are intrinsically motivated to
teach. Seeing their students graduate and succeed outside the four walls of the classroom is, for them,
a source of contentment and gratification, knowing that they may not be rich financially, but they
contribute to another’s life in immeasurable ways.

Some respondents get emotional when entertaining the idea of leaving their students behind.
When grappling with their struggles as a teacher, thinking about their students gives them a sense of
hope and purpose for staying in teaching. In fact, 44.26% of the teachers responded that they continue
to stay because they are still training other teachers to replace them, showing their commitment to
ensuring that the students and the school are not left behind without a teacher.

Economic Considerations: Providing for my Family’s Needs (74.64%)

While meaning, fulfillment, and passion are some of the core reasons for staying in the
profession, there is also a practical side to why they stay. Almost all of the respondents (96.35%) say
that they stay in teaching because they need to provide for their families’ needs, and this job is what
they are paid to do (87.13%). The teachers see the profession as secure and permanent, especially in
the context of being the primary providers in the family or as first-generation college graduates and
professionals from their families. Moreover, some respondents find it inevitable and practical that
they enter the line of work they trained for as an education graduate, while others see teaching as the

only available profession that matches their skill sets and personal interests.

For most teachers, teaching is their only source of income (85.13%). However, half of the
teachers are not satisfied with the income they receive from teaching (50.58%), while the other half
are. Among the respondents, 78.74% accessed loans to augment their income and are still paying
them off—stating this as a reason for continuing to stay in the profession. On the other hand, most
teachers are hopeful and continue to teach because their salary might increase if they stay (83.03%),
or they might get promoted if they continue to teach (90.12%). When asked to contemplate leaving
or switching professions, only a few teachers answered that there are no other available jobs for them
(33.86%).

Figure 2 presents the statements related to economic considerations from the highest to the
lowest agreement ratings (i.e., Strongly Agree or Agree).
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Percentage of teachers that agreed with statements on economic considerations

| have to provide for my family's needs.

There is a chance that | will get promoted if | continue teaching.
This is what lam paid to do.

This is my only source of income.

My salary might increase if | stay as a teacher.
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I still need to pay off loans that I have incurred.
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Figure 2: Percentage qf Teacher Respondents who Strongly Agreed or Agreed with Statements on Economic

Considerations

Practical consideration, such as salary and job stability, is a major theme in Howes and
Goodman-Delahunty’s research (2015), though less prioritized in the Australian setting after
personal fulfillment. Han and Hongbiao (2016) theorized that these economic factors may be at the
forefront in low and middle-income countries. This, however, seems not to be the case in the
Philippine context, where other intrinsic factors are ranked higher in terms of teacher motivation.

Extrinsic Teaching-related Advantages: Finding Time (72.16%)

The sole statement under the theme of extrinsic-related teaching advantages is, “The teaching
schedule allows me to make time for other priorities in my life,” to which most of the respondents
agreed and strongly agreed (72.16%). While the majority of the teachers agree with this statement,
narratives from the field also depict teachers who are struggling to manage the demands of the
profession. For instance, while public school teachers, similar to their counterparts in government
service, have Service Incentive Leaves (SILs), because of their workload and schedules, they find it
difficult to take time off even when they are sick, have to attend to other important matters, or simply
when they are tired and feel the need to rest. In addition, PIDS (David et al., 2019) pointed out that,
aside from the teachers’ time rendered in instruction, they perform other ancillary tasks related to
administration, training, students’ well-being and health, and various projects that significantly affect
their workload.

In addition, while teachers are allowed and encouraged to pursue learning opportunities,
finishing their Master’s or Doctorate degrees becomes very daunting for many because of the heavy
volume of teaching and administrative assignments, as well as responsibilities in the household that
they usually prioritize. Hence, most of the postgraduate students interviewed have taken leaves from
their coursework to fulfill their primary obligations as teachers and family members while constantly
hoping for a reasonable workload that can allow them to focus on completing their academic

requirements.
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Challenges Faced by Teachers in the Philippines

Despite being motivated to stay in the teaching profession, Filipino teachers encounter
shared challenges. These include inadequate salaries, difficulty making ends meet, and heavy
workloads. These predicaments push educators to consider greener pastures and continue to
advocate for salary increases.

Trapped in a System QfInadequate Salaries

Teachers interviewed often remark how their current salaries’” inadequacy has triggered them
to ponder leaving the profession—a theme constant in the narratives and the prominent body of work
on teacher motivation and attrition. For example, Ortega-Dela Cruz (2016) identified pay and
benefits as critical factors that explain teacher attrition, aside from school administration and policy,
job security, interpersonal relations, work conditions, and work assignments. Likewise, salary is a
motivating and demotivating factor in studies done by Aydin (2012) among English language teachers
and Kim (2013) among tertiary teachers in Cambodia. Podolsky et al. (2016) also pointed out that
teachers consider higher-paying jobs outside of their school, district, or profession. In the same
report, a study from the Center for American Progress (CAP) revealed that the salary of teachers in
the United States cannot support the needs of a middle-class family. As such, teachers had to engage
in additional jobs for subsistence.

Public school teachers deem their salaries inadequate, especially with the rising cost of living
brought about by inflation. Those in Teacher I positions, for example, earn PhP 21,000.00, which is
usually allocated for social services deductions and everyday expenses, such as food, household bills,
and their children’s education. It is also common for many teachers to help extended family members
during emergencies. Because of their low salaries, many note how they incur loans out of need, or
else they could not even afford to cover the basics.

Also common with the narratives are teachers investing in businesses aside from their
teaching work to keep up with their families” basic expenditures, such as farming, poultry, fishing,
or setting up a lending business. Some have noted that these side businesses keep them surviving,
especially those with several deductions from loans incurred. This situation, however, is not isolated,
with some research depicting that low salaries often lead teachers to engage in part-time work,
contributing to their low motivation (Menyhart, 2008; Iline, 2013; Kim, 2013; Podolsky et al.,
2016). While their expenses are only getting more unaffordable, career promotion, which teachers
consider as a ticket to self-growth and a higher salary, becomes even more difficult to attain. Given
the lack of time and finances to accomplish school requirements for finishing their postgraduate
degrees, some have set aside these plans to prioritize immediate basic needs. Hence, many teachers
expressed how “mag reretire na lang yata akong Teacher I” (“I'll probably retire just as a Teacher I”),
expecting that given the circumstances, they will not be surprised to retire as a Teacher 1.

Greener Pastures

While they enjoy the practical benefits they derive from teaching, such as summer vacation
leaves and working near their homes, aspects of the profession, such as salary, make it less practical
for them in the long term. In the interviews, the teachers shared how much of a struggle it is to make
ends meet to support their families—making them explore the possibility of going overseas to seek
greener pastures. Hence, teaching is seen as practical in the short term, but in the long run, sustaining
teaching as their only source of income is challenging, especially with the rising cost of living, even
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in rural areas. Hence, aside from teaching full-time, some teachers also take on small businesses such
as farming, managing a sari-sari store, or renting out a space to supplement their income.

In the narratives, some private school teachers aspire to migrate to public schools for the
promise of better salaries and more regular benefits. Reports show that wages for private school
teachers equivalent in rank to public school Teachers I-IIl are significantly less, ranging from PHP
8,000.00 to 13,135. This is much lower than public school teachers’ salaries in 2012, which ranged
from PhP 18,000 to 21,000 (DBM, 2015; Mateo, 2018; Montemayor, 2018). Reports show that this
disparity in pay has led to the migration of teachers from private to public schools and the closing of
small private schools in cities and provinces in the Philippines (Alcober, 2015; Mateo, 2018;
Hernando-Malipot, 2018). Groups lobbying for the welfare of private school teachers, such as the
Catholic Educational Association of the Philippines (CEAP), Alliance of Concerned Teachers (ACT),
and Coordinating Council of Private Educational Associations (COCOPEA), have called for the
salary increase of teachers working in private educational institutions, noting that public and private
school teachers do not differ in function when it comes to providing education for learners in the
Philippines. Apart from this perceived inequality between the salaries of public and private school
teachers, interviews with teachers were able to surface an underlying problem faced by public school
teachers — the inadequacy of their existing salaries that often pushes them into debt to make ends

meet.
Making Ends Meet

Teachers interviewed in public and private schools have experienced loaning their automated
teller machine (ATM) cards, especially during emergencies when they need to come up with cash
immediately. The ATM Sangla (ATM loaning), as the teacher informants call it, is an informal lending
business owned by an individual or group, which usually operates locally to cater to clients within
the community. In exchange for loaning a lump sum of cash, teachers would give their ATM cards,
including access to their personal identification numbers (PINs), and the operator would manually
deduct their monthly payment. Every month, the teachers would collect from the operator the net
remainder from their accounts in cash, if there is any. One teacher recounted how she “had no choice”
but to loan her ATM card when her mother was diagnosed with a terminal disease because she had
no one else to go to. Her salary was just exact, sometimes insufficient, to provide for the basic needs
of her own immediate family, much more save for emergencies. It is to be noted that because of its
informal nature, these private lenders seek no requirements, making it easier and faster for them to

provide loans.

Teacher indebtedness is a phenomenon increasingly being documented by media and
research (Mercene, 2018; Mateo, 2017). For instance, a study by the Philippine Institute for
Development Studies (PIDS) (Hernando-Malipot, 2017) found that public school teachers tend to
borrow 50% more compared to government employee counterparts through private lending
institutions (PLIs), the Government Service Insurance System (GSIS), and the Pag-IBIG Home
Development Mutual Fund. In fact, a report by the GSIS reveals that the Department of Education
employees have a high default rate of almost 40% on GSIS loans (DOF, 2017). While the DepEd
(2018) has issued Department Order No. 5 series of 2018 implementing a cap of PhP 5,000 for the
net take-home pay for DepEd personnel, some teachers are still receiving even below this amount
because of additional deductions from unregulated loans through the ATM Sangla.

In addition, several studies have investigated teachers’ financial literacy. In one of the first
studies on the topic, Imelda et al. (2017) administered the Financial Literacy Survey of Lusardi and
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Mitchell among 1,924 randomly selected pre-service and in-service teachers nationwide. Their
research uncovered that both groups of educators have low basic and low sophisticated financial
literacy, which hinders them from correctly assessing and availing financial products and instruments.
However, Tilan and Cabal’s research (2021) suggests otherwise. Using a Likert scale-type survey
questionnaire among 90 teachers in Central Luzon, teachers were classified as “literate” in all financial
literacy indicators. Similarly, Jabar and Delayco’s research (2021) revealed that teachers in selected
public schools in Metro Manila have low levels of impulse buying. They presented a model in which
two factors - possession of financial instruments and utilization of financial records and record-
keeping - can influence impulse buying. Furthermore, Casingal and Ancho (2022) suggested the need
for financial literacy programs for teachers due to many educators struggling with economic issues,
leading them to tighten their belts and avail of informal loans, further exacerbating their debt
burdens.

The Promise of Future Salary Increases

Salary inadequacy is a demotivating factor in several studies (Aydin, 2012; Iline, 2013; Kim,
2013), causing educators to engage in sideline jobs to supplement their income. This statement is
partially applicable in the Philippine scenario. Teachers who participated in the survey in this study
have differing views on salary. About half (51%) felt they were rightly compensated given their
workload, while less than half (44%) were satisfied with their income. Despite this, 56% of teacher
respondents were inclined to transfer to non-teaching jobs if offered higher salaries, and 47% also
entertained thoughts of finding jobs abroad. These findings indicate that salary concerns are worth
looking into.

Salary increases for public school teachers are slowly being implemented through Executive
Order No. 76 (2019), which amends Executive Order No. 201 series of 2016, a measure aimed at
resolving the funding requirement for releasing the fourth tranche of the compensation adjustment
of government personnel, including teachers. Through the salary adjustment scheme, teachers’
salaries have increased by a minimum of 12% with the passage of the 2019 General Appropriations
Act (GAA) (DBM, 2019). Public school teachers’ take-home pay is also expected to increase
significantly since the passage of the 2017 Tax Reform and Acceleration and Inclusion (TRAIN) Law,
especially for those receiving annual salaries below PhP 250,000.00, who are exempt from paying
taxes (DBM, 2018).

While former President Rodrigo Duterte was very vocal about his support for improving the
condition and welfare of teachers, especially with his pronouncement during the State of the Nation
Address in 2019, there is no final statement made by the budget department regarding the matter
(DBM 2018; Montemayor, 2018; PCOO, 2019). In addition, while President Ferdinand Marcos Jr.
promised to increase public school teachers’ salaries during his election campaign, pay raises are
excluded from the 2023 government budget (Chi, 2023; Bafiaga, 2022).

Despite the low salaries of teachers in the Philippines, this somehow does not reflect
concretely in the number of teachers leaving the profession—an interesting observation that the
national survey of teachers revealed wherein only 18% of teachers had actually applied for non-
teaching positions within the past twelve months. In the Philippines, the latest teacher attrition data
for the primary level (2019) is considered low, with females at 4.40% and males at 1.44%, and high
attrition is defined as above 5% (UIS, 2023). Under the Sustainable Development Goal indicator
4.c.6, teacher attrition is defined as the “Percentage of teachers at a given level of education leaving
the profession in a given school year” (UNESCO, n.d.). According to UNESCO, a high attrition
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value indicates high levels of teacher turnover that can be disruptive to student learning. Attrition
rates of 5% and below (such as that of the Philippines) indicate 30-40 years teaching range, while
attrition rates above 10% show that the average teaching career lasts only ten years. While more data
is needed to describe teacher attrition in the country, this snapshot can supplement the themes that
surfaced in this qualitative portion of the study on how teachers still value the practicality of staying
to provide for their families even in the face of financial challenges.

Indeed, teachers’ remuneration packages should be able to reflect their status in society.
VSO stresses the importance of salaries reflecting the teacher’s value, noting that “teaching is a
profession and teachers’ remuneration packages must reflect their proper status and contribution to
society” (2002, p. 32). Hence, these increases are welcome upgrades for teachers’ salaries in the
years to come.

Heavy Workload

According to research conducted by PIDS (David et al., 2019), teachers tend to be
overworked because of the plethora of teaching and administrative tasks they are required to
accomplish within the school year. Moreover, the administrative support provided for the schools is
not enough to lighten their load, hence keeping them from devoting their attention to teaching. This
phenomenon, experienced throughout the country, creates considerable concern for the quality of
education learners receive. The same is true for some of the narratives of the teachers interviewed,
more notably the multi-grade teachers. Multi-grade teachers recount how demanding it can be when
handling multiple grade levels, especially when administrative and teaching deadlines coincide. They
recount not having free hours in the day since their lunch breaks would be used to finish their
deadlines. Hence, they need to be resourceful and manage their time well to complete all their tasks.
One teacher recalls how she needs to deal with Kinder and Grade 1 students in one class and another
separate class for Grade 2 students. For her, the pressure is too much to bear at times because she

knows there is a need to give them unique attention in their formative years.

Heavy workload also surfaced from the interviews with teachers from conflict areas. One
teacher expressed how she used to teach 80 students in a monograde class. She recalls how their
classroom was not yet fully constructed during that time, with the flooring uncemented so that some
of the children had to sit on fresh ground because of the lack of chairs. The teacher explained that

» K

when it rains, the children get covered in mud (“nag ka-klase po kami sa putikan”; “we hold classes in

the mud”). But now, she expresses how her workload of 50 students is more manageable and better
than her previous load of 80 students. In Philippine primary and secondary education, current
student-teacher ratio is higher compared to the world average, with public school teachers handling
1-2 more pupils than the world average—25.19 Philippine versus 23.44 world average; while in the
secondary level, teachers handle around 4-5 more pupils than the world average—24.64 Philippine

versus 17.00 world average (UIS 2023; World Bank, 2023a; World Bank, 2023b).

84



ASIA-PACIFIC JOURNAL OF HUMAN DEVELOPMENT AND FAMILY STUDIES (AHEAD) 2023: 2 (2)

CONCLUSION

While teachers in the Philippines are motivated by various factors to stay in the profession,
such as the influence of others, intrinsic rewards, and an enabling environment, they also face
significant challenges, primarily related to inadequate salaries, financial pressures, and heavy
workloads. Addressing these challenges is crucial to ensuring the well-being and retention of teachers
and providing quality education for students. Efforts to improve salary structures, provide better
support systems, and create opportunities for professional growth are essential to attract and retain
competent educators in the Philippines.

POLICY RECOMMENDATIONS

The following policy recommendations on pre-service and in-service professional
development, working environment, compensation, and benefits are suggested based on the findings

of the study:

® Ensure that Teacher Education Institutions, pre-service and in-service training institutions
continuously review and update teacher training curricula to ascertain teacher readiness to
face the demands of the teaching profession and the evolving education landscape. Some
possible areas could involve understanding and adapting strategies to address learners’
diverse contexts and demographic characteristics; mental health awareness and management,
both for their students and themselves; classroom management/workload management
tools; digital literacy tools and resources; distance and other remote learning modalities; life
skills such as financial literacy and financial management; and socio-emotional skills.

e Institute school-based systems to affirm and recognize teachers’ contributions, such as career
progression initiatives and options for fast-tracking advancements.

e Explore support mechanisms for teaching (e.g., tapping learner partners such as parents,
community volunteers, para teachers, teacher-aides, and other administrative personnel) to
allow teachers to focus more on their teaching activities than on ancillary tasks.

® Consider increasing the budgetary support maintenance and other operating expenses
(MOOE) and secking other funding sources to more adequately finance teaching and learning
resources so that teachers do not have to use their money to pay for teaching and learning
facilities and activities.

e Continue to review and examine sustainable options to enhance teachers’ salaries and benefit

schemes that acknowledge teachers” work and value in society.

® Explore sustainable options to fund benefits for teachers’ families, such as family health
cards, education support for children, and provision of childcare services.

® Explore ways to provide non-monetary incentives that recognize the importance of families
in teachers’ lives, such as by allowing teachers to take leaves of absence when there are
significant family milestones.

e Continue to partner with the Government Service Insurance System (GSIS), financial
institutions, and teachers’ associations to explore mechanisms for rationalizing,
restructuring, and/or reducing teachers’ loan burdens, facilitating more favorable loan
conditions/payment schedules and loan interest rates.

e Continue to partner with relevant institutions that can provide teachers with guidance and

advice on personal financial management.

85



ASIA-PACIFIC JOURNAL OF HUMAN DEVELOPMENT AND FAMILY STUDIES (AHEAD) 2023: 2 (2)

References

Albert, ].R.G. (2012, March). Improving teacher deployment practices in the Philippines. PIDS Policy
Notes, 2012-02. https:/ /pidswebs.pids.gov.ph/ CDN/PUBLICATIONS/pidspn1202.pdf

Alcober, N. (2015, May 9). Govt asked to support private education. The Manila Times.
https://www .manilatimes.net/govt-asked-to-support-private-education/ 182195/

Aydin, S. (2012). Factors causing demotivation in EFL teaching process: A case study. The Qualitative
Report, 17(101), 1-13. https://nsuworks.nova.edu/tqr/vol17/iss51/1/

Banaga, D.G.G. (2022, December 5). Teachers' salary increase excluded from 2023 budget. Panay
News. https:/ /www .panaynews.net/teachers-salary-increase-excluded-from-2023-budget/

Blazar, D., & Matthew, K. A. (2017, March 1). Teacher and teaching effects on students' attitudes
and behaviors. Educational ~Evaluation and Policy Analysis, 39(1), 146-170. doi:
http://doi.org/10.3102%2F0162373716670260

Bonior, G. F. (2019). At the Forefront of Reforms: Teacher Emotion and Agency in the
Appropriation of Recent Education Initiatives in the Philippines. Silliman Journal, 60(1).
http://sillimanjournal.su.edu.ph/index.php/sj/article/view/37

Cabato, R. (2019, June 5). Filipino public-school teachers speak up on underpayment. CNN
Philippines. https://www.cnnphilippines.com/life/ culture/2018/3/9/teachers-salary-
philippines.html

Casingal, C., & Ancho, I. (2021). Financial literacy challenges: The case of Filipino public-school
teachers. Jurnal Aplikasi Manajemen, 19(4), 715-724.
https:/ /jurnaljam.ub.ac.id/index.php/jam/article/view/2214

Chi, C. (2023, February 23). Teachers question rejection of proposed raise after gov't doubled cops'
pay.  Philstar.com. https://www.philstar.com/business/2023/02/23/2247129/teachers-
question-rejection-proposed-raise-after-govt-doubled-cops-pay

Darling-Hammond, L. (2000). Teacher quality and student achievement: A review of state policy
evidence. Education Policy Archives, 8(1), 1-44.

David, C. C., Albert, J. G., & Vizmanos, J. V. (2019, February). Pressures on public school teachers
and implications on quality. PIDS Policy Notes, 1.
https:/ /www.pids.gov.ph/publications/6779

Department of Budget and Management. (2015, November 25). DBM joint circular no. 15.2015.
Department of Budget and Management. https://www.dbm.gov.ph/wp-
content/uploads/Issuances/2015/Joint%20Circular/ JOINT%20CIRCULAR%20CSC-
DBM%?20N0.%201%20S.%202015%20DATED%20NOVEMBER%2025,%202015 .pdf

Department of Budget and Management. (2018, January 17). DBM not opposed to teachers' salary
hike, will commission study in 2019. DBM Secretary's Corner.
https://www.dbm.gov.ph/index.php/secretary-s-corner/ press-releases/ list-of-press-
releases/464-dbm-not-opposed-to-teachers-salary-hike-will-commission-study-in-2019

Department of Budget and Management. (2019). GAA 2019.
https:// www.dbm.gov.ph/ index.php/ budget—documents/ 2019/ general—appropriations-
act—fy—ZO 19

86


https://pidswebs.pids.gov.ph/CDN/PUBLICATIONS/pidspn1202.pdf

ASIA-PACIFIC JOURNAL OF HUMAN DEVELOPMENT AND FAMILY STUDIES (AHEAD) 2023: 2 (2)

Department of Education. (2018, February 15). Department order 5 5.2018. Retrieved from:
https://www.deped.gov.ph/2018/02/15/do-05-s-2018-implementation-of-p-5000-00-
net-take-home-pay-for-department-of-education-personnel/ .

Department of Finance. (2017, May 10). DOF wants Landbank, GSIS to refinance public teachers'
loans. Department of Finance News and Views. https://www.dof.gov.ph/index.php/dof-wants-
landbank-gsis-to-refinance-public-teachers-loans/

Dérnyei, Z. (1996). Moving language learning motivation to a larger platform for theory and
practice. In R. L. Oxford (Ed.), Language learning motivation: Pathways to the new century (pp.
71-80). Honolulu, HI: University of Hawai’l Press.

Dérnyei, Z., & Ushioda, E. (2011). Teaching and researching motivation (2nd ed.). New York:

Longman.

Executive ~ Order No. 76, s 2019. (20 March 2019).  Official  Gazette.
https:/ /www.officialgazette.gov.ph/2019/03/15/executive-order-no-76-s-2019/m

Han, J., & Hongbiao, Y. (2016). Teacher motivation: Definition, research development and
implications for teachers. Cogent Education, 3(1), 1-18.
doi:https://doi.org/10.1080/2331186X.2016.1217819

Hernando-Malipot, M. (2017, October 5). DepEd ends Nat'l Teachers Day with assurance to
improve pay, welfare. Manila Bulletin. https:/ /news.mb.com.ph/2018/10/05/deped-ends-
natl-teachers-day-with-assurance-to-improve-pay-welfare/

Hernando-Malipot, M. (2018, June 2). Lack of enrollees, teachers trigger closing down of private
school. Manila Bulletin. https://news.mb.com.ph/2018/06/02/lack-of-enrollees-teachers-
trigger-closing-down-of-private-schools/

Howes, L. M., & Goodman-Delahunty, J. (2015). Teachers' career decisions: Perspectives on
choosing teaching careers, and on staying or leaving. Issues in Educational Research, 25(1), 18-

35. Retrieved from http://www iier.org.au/iier25/howes.html.

Iline, C. S. (2013, August). An analysis on how demotivated teachers affect o-level pass rate. Greener

Journal of Educational Research, 233-237.
http://www.gjournals.org/ GJER/ GJER%20PDFE/2013/August/060313651%20Chingom
be.pdf

Imelda, C. M., Angeline, M. P., Gwendelina, A. V., & Genalen, M. P. (2017). Financial literacy of
professional and pre-service teachers in the Philippines. Journal of Global Economics, 5(3), 267.

Jabar, M. A., & Delayco, M. L. C. (2021). Impulse Buying and Financial Literacy Among Public
Elementary and High School Teachers in the Philippines. DLSU Business & Economics Review,
31(1). https://www.dlsu.edu.ph/wp-
content/uploads/2021/08/DLSUBER.2021.July_.4jabar.pdf

Kim, D. (2013). Tertiary teachers’ motivation for choosing and remaining in teaching in a public university
in Cambodia [Unpublished Master's thesis]. Victoria University of Wellington, New Zealand.

Mateo, J. (2017, October 27). Public school teachers’ accumulated debt reaches P300 B. Philstar
Global.
https://www .philstar.com/headlines/2017/10/27/1753286/vwGTW77CxvAT9ImQ.99

Mateo, ]. (2018, June 1b). New school year, same problems, say teachers. PhilStar Global.

87



ASIA-PACIFIC JOURNAL OF HUMAN DEVELOPMENT AND FAMILY STUDIES (AHEAD) 2023: 2 (2)

https://www .philstar.com/headlines/2018/06/01/1820616 /new-school-year-same-
problems-say-teachers

Menyhart, A. (2008). Teachers or lecturers? The motivational profile of university teachers of
English. Working Papers in Language Pedagogy, 2.
http://langped.elte.hu/WoPaL Particles/ W2Menyhart. pdf

Mercene, F. (2018, May 10). The sorry state of Filipino teachers. Manila Bulletin.
https://news.mb.com.ph/2018/05/10/the-sorry-state-of-philippine-teachers/

Monje, J. (2019, December). Issues and concerns in the implementation of PBB at DepEd. PIDS
Po]icy Notes, 2019-14.
https:/ /pidswebs.pids.gov.ph/ CDN/PUBLICATIONS/ pidspn1914.pdf

Montemayor, M. (2018, June 6). Diokno: Public school teachers get higher pay. Philippine News
Agency. https://www .pna.gov.ph/articles/ 1037668

Ortega-Dela Cruz, R. (2016). Attrition of private and public school teachers: A comparative analysis.
Advances in Social Research, 2(1), 29-32.

Packard, R. D., & Dereshiwsky, M. (1990). Teacher motivation tied to factors within the
organizational readiness assessment model. Elements of motivation/de-motivation related to
conditions within school district organizations (Report 143). Northern Arizona University: Center
for Excellence in Education.

Palardy, G., & Rumberger, R. (2008). Teacher effectiveness in first grade: The importance of
background qualifications, attitudes, and instructional practices for student learning.
Educational Evaluation and Policy Analysis, 30(2), 111-140. DOI: 10.3102/0162373708317680

Podolsky, A., Kini, T., Bishop, ]., & Darling-Hammond, L. (2016). Solving the teacher shortage: How

to attract and retain excellent educators. Palo Alto, CA: Learning Policy Institute.

Presidential Communications Operations Office. (2019). Fourth state of the nation address of
President Rodrigo Roa Duterte.  Presidential ~ Communications — Operations  Office.
https:/ /pcoo.gov.ph/presidential-speech/4th-state-of-the-nation-address-of-president-
rodrigo-roa-duterte/

Schunk, D. H., Pintrich, P. R., & Meece, ]J. R. (2008). Motivation in education: Theory, research and
applications (3rd ed.). New Jersey: Pearson.

Siena, J.A. (2019). Decentralization and teacher professional development in a large education
system. In D. Ocampo, & K.L.M. Lucasan (Eds.), Key issues in instruction, teacher professional
development, and ICT in basic education (pp. 3-11) University of the Philippines Center for
Integrative and Development Studies.

United Nations. (2016). Sustainable Development Goals knowledge platform. United Nations.
https:/ /sustainabledevelopment.un.org/sdg4

Tilan, A. S., Cabal, E. M., & Landa, R. M. Financial literacy of Filipino public school teachers and
employees: Basis for intervention program. Magsaysay State University. ISSN, 2319-7064.

UNESCO.  (n.d.).  Teacher attrition rate. UNESCO  Institute ~ for  Statistics.
http://uis.unesco.org/ en/ glossary-term/teacher-attrition-rate-education-level

UNESCO Institute for Statistics. (2023). Country dashboard: Philippines: Indicator 4.c. UNESCO

88


https://pidswebs.pids.gov.ph/CDN/PUBLICATIONS/pidspn1914.pdf

ASIA-PACIFIC JOURNAL OF HUMAN DEVELOPMENT AND FAMILY STUDIES (AHEAD) 2023: 2 (2)

Institute for Statistics. http:/ /sdg4-data.uis.unesco.org/

United Nations Children’s Fund. (2007). A human rights-based approach to education for all.
UNICEF. https:/ /www.right-to-education.org/resource/human-rights-based-approach-
education-all

Voluntary Service Overseas International. (2002). What makes teachers tick? A policy research report on

teachers' motivation in developing countries. London: VSO.

Woolfolk, A. (2007). Social cognitive and constructivist views of learning (Chapter 9). Educational
Psychology (p. 204-245). Upper Saddle River, NJ: Prentice Hall.

World  Bank.  (2023a).  Pupil-teacher  ratio,  primary.  World  Bank  IBRD-IDA.
https://data.worldbank.org/indicator/SE.PRM.ENRL.TC.ZS

World ~ Bank.  (2023b).  Pupil-teacher  ratio, secondary.  World Bank  IBRD-IDA.
https:/ /data.worldbank.org/indicator/SE.SEC.ENRL.TC.ZS

89



