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Abstract

Currently, the education system is undergoing reforms and changes which are
focused on the implementation of improved student-centered learning curriculum, and
students’ performance assessment systems. However, while considering the changes of the
education system in terms of learning programs, the work conditions of teachers seem to
remain the same. Therefore, while being burdened with additional pressure caused by a
continuum of change, the question rises what keeps teachers motivated. This study aimed
at exploring school culture, specifically teacher motivation in order to maintain their
interest in professional and organizational development. The study employed an
explanatory sequential mixed method design which involves both collecting quantitative
data and qualitative data. The qualitative interview-based approach was used to enhance
the quantitative data results in order to explore the research question in-depth and to reveal
the current motivational environment of teachers working in a southern Kazakhstan based
secondary school. To collect quantitative data purposive sampling was used to select
participants of different groups: teachers of different subjects and with more than three
years of teaching experience.

The findings of the study revealed that extrinsic factors were considered to have
more significance in affecting teachers’ motivation. However, intrinsic aspects of work
such as being able to help students succeed were also found one of the major reason that
help teachers keep motivated to work at school. It was also discovered that although some
teachers feel that being overloaded with additional duties, paperwork and meetings hinders
motivation, generally, most of the teachers were satisfied with the motivational
environment at research site and feel that it is sustained well. The study results may help
school administration and policy makers to become aware of factors, which affect teacher

motivation both negatively and positively, while undertaking educational reforms.
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AOcTpakT

B nacrosmee Bpems B cucteme 00pa3oBaHus MPOXOIAT peOpPMBI M N3MEHEHHS,
HanpaBJICHHbIC HA BHEAPEHHE yIyUYIIeHHONW y4eOHOM PpOTrpaMMbl, OpPUCHTUPOBAHHON Ha
y4Yaluxcs U CUCTEMbI OLIEHKH yCcIieBaeMoCTH yyamuxcs. OHaKko, yYUTbIBas U3MEHEHUS B
cucTeMe 00pa30BaHUs C TOUKH 3pEHHS yUeOHBIX IPOTPaMM, YCIOBUS IEATEILHOCTH
yuauTeneil ocratorcs npexxauMu. [loaromy Oynyun oOpeMeHEHHBIM HOBBIMH
TpeOOBaHUSAMH B CUCTEME 00pa30BaHMs, BEI3SBAHHBIM HEMPEPHIBHBIMU pedhopMamH,
BO3HHMKAET BOIPOC, YTO MOTUBUPYET YUUTENIEH YTOOBI IPOIOJIKATD ACATEIHHOCTD B
JaHHOM cepe. DTO uccienoBaHNe ObUIO HANIPABICHO HAa N3yYEHHUE HIKOJIBHON Cpeibl, B
YaCTHOCTH MOTHBALIUU YUHUTEJIEH, 4TOOBI MOJAEPIKATh UX HHTEPEC K MPO(ECcCHOHATBHOMY
¥ OpraHU3allMOHHOMY Pa3BHUTHUIO. B Hccae10BaHUN HCTIONB30BANICS OOBSICHUTENBHO-
MOCIIEI0BATEIbHBIN CMEIIaHHBI METO/I, KOTOPBIN BKIIFOUAET B ce0st cOOp
KOJINYECTBEHHBIX JAHHBIX, TAK U KAUECTBEHHBIX JaHHBIX. COOp KaueCTBEHHBIN JaHHBIX
OCYIIECTBIISJICS YEPE3 UHTEPBBIO, KOTOPBIN B JAIbHEHUIIIEM HCIIONb30BAJICS IS
YIyUIICHUS Pe3yJIbTaTOB KOJTUYECTBECHHBIX JAHHBIX C [EJIBIO YIITyOJICHHOTO U3YUYEeHUS
BOIIPOCA UCCJIE0BAHUS U BBISBICHUS TEKYIIEH MOTUBALIMOHHON CpeNlbl YUUTENEH,
paboTaronux B cpenHet mkose Ha ore Kazaxcrana. [yis coopa nanHbIx ObL1a
MCIOJIb30BaHA IIeJIeBast M0100PKa YYaCTHUKOB Pa3HbIX IPYIIL: YUUTEIeH pa3HbIX
MIPEIMETOB U C OIBITOM IIperoiaBaHus Oojiee Tpex JieT. Pe3ynbraTsl Hcciae10BaHus
MOKa3aJiv, YTO JJIsi MOTHBAIIUU YYUTEJeH BHEIIHNE (GaKTOPbl UMEIOT OOJIbIIEe 3HAYCHHUS.
TeMm He MeHee, BHYTPEHHUM MOTUBUPYIOIIUN aCIIEKT KaK BO3MOKHOCTb IIOMOYb YYalIuMCs
npeycreTh B yuebe, Obula yka3aHa Kak 0JlHa U3 OCHOBHBIX MPUYUH MOTHBHPYIOIIUX
yuuTeneil B ux aesareabHocTH. Taxoke ObU10 00HApY>KEeHO, YTO B 11€710M OOJIBIIMHCTBO
yuuTeneil OblIN y10BIE€TBOPEHBI MOTUBAIIMOHHOM CpPeloi IKOJIbI, HECMOTPSI Ha TOT (PaKT,

9TO HCKOTOPBIC YUUTCIIA CUUTAIOT: MIECPCTPYKCHHOCTL JOTTOJIHUTCIBHBIMHA 065133.HHOCT$IMI/I,



oopmieHrEe TOKyMEHTOB U OECKOHEUHbIE COOpaHHs HETaTUBHO BIMAIOT HA MOTHBALIUIO
yuuteneil. PesynbraTsl nccae1oBanus MOTYT OBITh MOJIC3HBIMU JUTSl aIMHUHUCTPALIIH
IIKOJIBI ¥ TOJTUTHKAM IIPU POBEIEHUH 00pa30BaTeIbHbIX peOpM, YUUTHIBASI BO
BHUMaHUE (aKTOPbI, KOTOPBIE BIUSAIOT HA MOTHUBAIIUIO YYUTENS KaK HEraTUBHO, TaK U
IIO3UTHUBHO.

KitoueBble c10Ba: MOTUBAILMS yuuTeNel, BHyTPEHHNE M BHEIIHNE (HaKTOPBHI,

MOTHUBAIIMOHHAA Cpcaa



Xi
AOcTpakT

Kasipri Tanza oky1biFa OarbITTaIFaH KaHAPTHUIFaH OL1iM OafFapiamManapbiH
€Hri3y MeH Oaranay *YHeCiH KeTUIAIpy MaKcaTbIH1a OLTiM canackiHaa pedopmanap icke
acyzna. Anaiiia 6iiim Oepy KyieciHaeri oKy Ma3MyHbl MeH Oaranay >KylheciHe KaThICThI
’KaHa TaJlalTap eHr3UINeHIMEH, OFaH KaThICThl MyFalliMAEP/iH )KYMBIC jKacay >Kaf/1aibl
eckepinmereni. Coin cebenTi OITHENTIH pedopmanap KbICTIaFbl aCThIHJA KaJlFaH
MyFalliMAEP/l OChI caiajia )KYMbICBIH JKaJIFaCThIPyFa «HE bIHTAJaHbIPaIbI?» JIET€H CYPaK
TybIHJAHABL. Byl 3epTTey MyFaniMIepAiH AKYMBICKA JETeH bIHTACHIH )KOHE MEKTEIITeT1
axyaJl KaHIIAJIBIKThl bIHTAJIAHIBIPYIIbI ICHI€H/le eKeHIH 3epTTey/l MaKcaT eteai. by
MOCEJIeH] 3epTTey YILIH CaH/IbIK JepEeKTep MEH canalibl JepeKTep/l )KuHaYAbl KAMTUTBIH
TYCIHAIpMei-I9HeKTI apanac of1ici KoigaHbuiasl. Canaiablk MOIIMET J)KUHAY cyxOaTka
HET13/IeMiI, CAH IBIK JIePEKTEP/Il )KaKcapTy YIIH Maiaananbuiasl. Jlepekrepai uHay Y
MaKcaTThl IpIKTeY 9/1iCl MaiJalaHbLIbII, 9P TYPJIl MOHAEP MEH YIII XKbUIJaH acTaM
HelaroruKajblK TOKIprOeci 6ap MyFamiMaep ipIKTEIHIN alblHAbL. 3epTTey HOTHKEC]
MyFalliMAEp/l bBIHTAIAHABIPY1a CHIPTKBI (haKTOPJIAp/IbIH MaHbI3AbUIBIFBIHBIH OaChIM €KEHIH
KoepceTTi. JlereHMeH OKyIIbUIapAblH Ta0bICKA JKEeTyiHe KOMEKTECY CHSIKTHI 1lIKi (hakTop
MYFaTiMIEpAiH MEKTEITe )KYMBIC 1CTe€yTe bIHTAJaHIbIPAaThIH HEri3ri cedenTepiHiH Oipi
OobIin TabbuTanel. CoHmali-ak Keidip MyFaniMaep KOChIMIIIA MIHAETTEPMEH [IaMa/iaH ThIC
AKYMBIC, KY’KaTTap MEH >KHHAJIbICTap MOTHUBALUAFA KeAEPTi KeATipeai Aen
naiibiMJaFraHbIMEH, TYTacTall anFaHaa MyFaaiMaepAiH ke0ici 3epTTey MeKTeOiHae
MOTHUBALMSUIBIK JKaFJjail KaHaFaTTaHAPJIBIK €KeHIT1H KopceTTi. 3epTTey HOTHKeNepl
MEKTeI OKIMIIUIIriHe koHe O1niM Oepy pedopmanapbiH Kyprizy Ke3iHae MyFaTiMHIH
MOTHUBALMSICBIHA TEPIC JKOHE JKaFbIMJIbl 9Cep €TETiH (PaKTopIapbl ECKepyie KOMEKTECE .
Ty#inai ce3nep: MyFalliM MOTHBAIMACHI, 1ITK1 )KOHE CBIPTKBI (JaKTOpJIap, MOTHBAITUSIIBIK

axyan
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Chapter 1: Introduction

1.1. Introduction

This chapter provides an overview of the study background, problem statement and
the purpose of the research followed by the research questions. Before identifying the
significance of the study, this chapter explains the definition of the central phenomena.
Finally, the chapter concludes with an outline of the study.

1.2. Background of the Study

Due to globalization, many developing countries have initiated reforms in
education systems. Within the last years, the government of Kazakhstan initiated
nationwide reforms to improve school education to meet the requirements of international
education standards (Yakavets, 2014). Practices of well-developed countries like Finland,
Singapore, Canada, the UK and the USA are being implemented to realize reforms
(Yakavets, 2014). All these changes put a lot of pressure on teachers as one of the main
agents to confront those challenges. It has required them to adapt to changes, rethink
traditional ways of teaching, and relearn and then implement a new assessment system
along with learning the new national curriculum. While being burdened with multiple tasks
that teachers have to cope with, the question arises what keeps teachers motivated to
improve their own practice and grow professionally.

Students’ success is a paramount goal for every school. The main contributor which
leads to the achievement of this goal is a teacher who is highly motivated and committed to
their profession. Several studies emphasize the importance of teacher motivation. For
example, it was discussed that teachers are people who shape and influence children’s
personality and future from early childhood, therefore, it is important that representatives
of this profession are motivated themselves in order to be able to create a motivational

environment for their learners (as cited in Gemeda, & Tynjild, 2015). Meanwhile, the



research done by Chireshe and Shumba (2011) also highlighted that good academic
performance and motivation of students can be achieved through increased teacher
motivation (as cited in Gemeda, & Tynjélé, 2015). Therefore, it is essential to explore what
factors in the school environment lead to increased teacher motivation.

Studies on teachers’ motivation mostly discuss the question of types of
motivational factors affecting teachers, which are classified mainly into two groups (e.g.,
intrinsic and extrinsic motivations). However, Kyriacou and Coulthard (2000) and Obin
(2002) stated that motives which encourage people to continue working as teachers can be
classified into three groups: (1) intrinsic forces linked to the process of teaching which
include passing on knowledge to students and professional skills; (2) extrinsic forces like
salary, environment at work, safety at workplace and reputation; and (3) altruistic forces
which include a desire to help children to become successful as well as accepting teaching
as a profession that serves the welfare of the whole society (as cited in Miiller, Alliata &
Benninghoft, 2009). In this study, teachers’ motivation is explored through internal and
external aspects of motivation. Deci and Ryan (1985) included teachers’ perceived level of
competence as an intrinsic motivational factor (as cited in Tsutsumi, 2014). They define
competence as teachers’ self-efficacy which implies that teachers’ can influence students’
learning positively thus leading to an increase in their sense of achievement. Tsutsumi
(2014) categorized extrinsic motivational factors as being macro or micro factors. Micro
extrinsic motivational factors included relationships with colleagues and school
administration, school recourses, and rewards while macro level factors included teacher

status, impact of social media and politics.

However, many researchers note that little research has been conducted specifically
concerning teachers’ motivation (Evans, 1998, Dinham & Scott, 2000, Zhang & Sapp,

2008). Much research has been done about motivation, but the majority was aimed at



exploring learners’ motivation (Tsutsumi, 2014). Research about teacher motivation is
outdated and not much has currently been accomplished to update researcher’s
understanding of motivational factors held by teachers. One such study explored teachers’
job satisfaction, burnout and stress as interrelated factors to teachers’ work motivation
(Tsutsumi, 2014). Miiller et al. (2009) found that in addition to teachers’ working
environment and work motivation at school, it is necessary to be aware that motivation at
work is closely related to personal motivation. According to the study of Han and Yin
(2016), the research on the topic of teacher motivation is considered as an important one as
it includes other factors in education such as motivation of students, reforms in education,
teachers’ performance and their well-being. Their study also claims that current research in
teachers’ motivation to teach or remain in the profession point to inadequate payment in
spite of high demands of the job, less opportunity for career growth and low social status
as the reasons for low teacher motivation (Han & Yin, 2016).

The aforementioned studies focused on teacher motivation at the international level.
This study aims at the exploration of teacher motivation while working during the current
national educational reforms in Kazakhstan such as renewed content of education and
assessment system.
1.3. Statement of the Problem

One of the main factors affecting teachers’ motivation level and turnover is endless
government reforms (Miiller et al., 2009). After the fall of the Soviet Union, the economic
situation in former Soviet countries was unstable. Education was not prioritized. For
example, Kazakhstan state spending on education in the proportion of gross domestic
products (GDP) constituted 3.2 % in comparison with 4-6 % in other OECD countries
(Silova, 2009). This resulted in mass departures of qualified teachers in search of more

well-paid jobs, decreasing students' performance and enrollment. Thus, teachers’ status in



former Soviet countries worsened and the teaching profession lost its privilege of being
one of the respectful professions (Silova, 2009). However, even though Kazakhstan gained
its independence the legacy of the Soviet education system continued to exist in many
aspects of the education of independent Kazakhstan. One of the critical points of the Soviet
legacy was teaching methods that were applied during the Soviet system of education
which emphasized memorization of knowledge. Teachers were the only people who
possessed all the information and could interpret it correctly (Burkhalter & Shegebayev,
2012). The existing education system did not allow for developing students’ critical
thinking skills but mainly focused on the acquisition of factual knowledge. Currently, the
knowledge-based curriculum cannot compete with technological advances which eliminate
the necessity of memorization of information that could be stored in a computer or the
internet (Fimyar & Kurakbayev, 2016).

However, Kazakhstan set long-term priorities of economic development through
developing education. Transformation to an economically competitive society has become
the county’s main priority. One of the key areas that contributed to the development of
Kazakhstan is high-quality education (Bridges, 2014). Thus, one of those main changes
included the education system of the country. Current reforms in secondary school
education are connected with the reforms of the school curricula and assessment system of
students’ performance shifting from grading to criteria-based assessment.

According to the strategic plan of the Ministry of Education and Science in
Kazakhstan for 2017-2021, school curricula and assessment system are being reformed
step by step. In the 2015-2016 academic year, first-grade students experienced changes in
teaching methods, textbooks, as well as criteria-based assessment system (Ministry of
Education and Science, 2016). By 2020, all grades will be transformed by the new

changes. Apart from curricula and assessment reforms, the government is implementing a



trilingual policy in education such that beginning in 2019-2020 academic year high school
subjects like Computer Science, Biology, Physics and Chemistry will be taught in the
English language (MoES, 2016). A number of teachers have had to undergo training to
master or improve their English language proficiency due to the trilingual policy while also
performing their everyday duties. The improvement of English language proficiency of
science subject teachers can sometimes rest on the shoulders of English teachers thus
multiple school departments can be overstressed. In addition, teachers are involved in all
aspects of curricular and assessment reforms, such as doing action research, taking part in
educational conferences, as well as participating in teacher training courses.

All of these reforms certainly will bring positive developments to the education
system of the country. However, a study held in other countries showed that it has also
some negative impacts, especially on teachers. For example, the implementation of
nationwide school reforms in some developing counties caused some challenges and
difficulties as there was resistance because of the diverse cultural characteristics of
individual countries (Yin, Lee & Wang, 2014). Large scale reforms in China had a
negative influence on teacher motivation while still producing significant learner gains
(Guo, 2013). Thus, it is necessary to realize that the main agents of change are teachers,
and challenges of the implementation of reforms can cause pressure on them similar to
those observed in China and intensification of the teaching profession. Thus, the question
is what keeps teachers motivated to continue working under current school reforms in
Kazakhstan.

1.4. Purpose of the Study

The purpose of the study is to explore the current motivational environment of

teachers working in a southern Kazakhstani public school for gifted children. The study

focuses on exploring factors affecting teachers’ motivation as well as demotivational



aspect of teachers’ jobs, and their attitude towards the way the motivational environment is
sustained at the research site. The question of teachers’ motivation has been researched
since the 1990s, and the number of early and recent literature in this field of research
experienced growth in a variety of cultural contexts (Han & Yin, 2016). The reason to
research teacher motivation varied based upon local contextual issues. Thus, in some
European countries as well as the USA and Australia the motivation to address teacher
motivation was linked to the issue of teacher shortage (Han & Yin, 2016). However,
teachers’ work motivation has not been researched sufficiently in Kazakhstan. Therefore,
this study aims to explore school culture, specifically teacher motivation. As it can be seen,
Figure 1 represents concepts that this study was guided. The study of intrinsic and extrinsic

motivation of teachers serves as the conceptual framework for the current research.
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Figure 1. Conceptual framework for the study.
Ryan and Deci (2000) defined intrinsic motivation as doing something for its own
sake because it brings joy and a sense of achievement while extrinsic motivation refers to
doing an activity that is driven by external rewards such as salary, praise or social

recognition. Based on the discussion of intrinsic and extrinsic motivation, the study focuses



on the following elements of teacher motivation: a) the degree of importance of certain
motivational factors in the context of a gifted school in Kazakhstan; b) current
motivational environment at school.
1.5. Research Questions

There is a need to explore the conditions under which school teachers are working
and what motivates them to be committed to their profession. Therefore, the following
research questions were developed:

*  What factors keep teachers motivated to teach?

*  What are teachers’ attitudes towards the motivational environment at their
school?
1.6. Significance of the Study

There have been a number of studies to explore student motivation whereas teacher
motivation remains not well studied. Studies on teacher motivation were triggered in the
late 1990’s in the USA, Australia and some countries of Europe with the aim to explore the
in-service teacher’s motivation to remain in the profession of teaching (Han & Yin, 2016).
Teachers are considered to be a vital contributor to the development of the education
system of a country as well as the whole society. Considering this, it is important for the
government, leaders of the educational system and school administration to research
factors influencing the motivation of teachers in order to be able to help them to create
favorable work conditions (Gemeda & Tynjéld, 2015). At the same time, studying the
question of teacher motivation in the local context can contribute to filling a research gap
in Kazakhstan. Thus, it might be helpful for policy-makers to take into account the
teachers’ role in educational reforms while making decisions that affect them. The school

administrators may find the research results useful and use it to effectively maintain a



positive motivational atmosphere in schools. In addition, this research will allow the
teachers’ voices to be heard about conditions in one Kazakhstani school.
1.7. Outline of the Study

The current study consists of 6 chapters. First, the Introduction Chapter provided a
general review of the research followed by the background of the study, the statement of
the problem, purpose and research questions as well as the significance of the study.

After an overview of the research, Chapter 2 provides the theoretical and empirical
basis for the study by reviewing the literature on teacher motivation. It discusses intrinsic
and extrinsic motivational factors affecting teachers along with some demotivational
aspects such as intensification of teachers’ jobs caused by the current school curriculum
reforms and its implementation challenges for teachers.

The third chapter explains the methodology and research design chosen for this
study. It also describes sampling procedures as well as data collection instruments. Finally,
it includes data analysis methods followed by ethics and discusses the limitations of the
study.

The fourth chapter presents the findings based on an analysis of quantitative and
qualitative data. This is followed by the discussion chapter which contains an interpretation
of the results making links to the research questions and reviewed literature.

The final chapter provides a summary of the key findings as well as identifies
major limitations and further research suggestions. It also provides recommendations

arrived at from the study concerning policy and practice.



Chapter 2: Literature review

2.1. Introduction

This literature review mainly focuses on the studies related to teacher motivation
and the effect of current reforms on teachers. First, the literature review defines the concept
of motivation and its categories such as intrinsic, extrinsic and altruistic motivational
factors. Furthermore, factors that affect teachers’ extrinsic, intrinsic and altruistic
motivation are discussed. In addition to this, other factors that are closely related to teacher
motivation such as teacher self-efficacy, job satisfaction, teacher identity and burnout are
reviewed. Next, the review provides an overview of intensification of the teaching
profession caused by various factors. This section also reviews papers that discuss
teachers’ reaction to school reforms in Kyrgyzstan and other countries. The analysis of the
literature provides a theoretical background on teacher motivation and current school
context.
2.2. Motivational factors

It is commonly known that an individual’s motivation is one of the significant
factors that influences the effectiveness of their performance, specifically; teachers’
motivation is admitted as an important constituent in school improvement (Wu, 2012). In
addition, it is has been shown that there is a link between teacher motivation and students’
academic achievements (Bissessar, 2014). Therefore, it is necessary to study circumstances
and factors that help to motivate teachers. While defining what constitutes teacher
motivation, it is necessary to highlight that the two main factors affecting teacher
motivation are external and internal factors (Salifu, 2014). It is commonly known that
physiologists differentiate between two types of motivation. Covington (2000) defines that
when an individual’s action is driven by exterior motives such as expecting material

awards in the form of money, presents or other things, motivation is defined as extrinsic
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motivation. By contrast, if the person’s deed is done for its own sake driven by inner desire
it is referred to as intrinsic motivation (Covington, 2000). Several studies indicated that
intrinsic motivation has a more positive effect rather than extrinsic ones as it encourages
job satisfaction, decreases fatigue caused by work overload and increases teacher retention
(Fernet, Senécal, Guay, Marsh, & Dowson, 2008).

2.2.1. Extrinsic motivational factors

Theories suggest that the important factor affecting extrinsic motivation is working
conditions which are comprised of such components as space, equipment, professional
development, career growth and decent payment (Salifu, 2014). The idea that teachers are
motivated by money is rather arguable as studies by Miiller et al. (2009) emphasized that
these extrinsic motivators are not always successful in enhancing teacher motivation.

Performance-based payment as a motivation

Even though some research suggests that pay incentives are less important stimulus
to encourage teachers, the study conducted by Hulleman and Barron (2010) implies that
paying teachers’ according to their performance may affect and increase even teachers’
intrinsic motivation if it increases the quality of teaching, thus giving teachers more
confidence. However, if the performance pay is given based on the results of standardized
exams, then it may encourage teachers to mould students and prepare them to take tests
rather than focusing on quality of learning (Hulleman & Barron, 2010). One of the popular
authors Kohn (1993) criticized the use of rewards as a motivational tool in work, education
and raising of children. He argued that rewards are as ineffective as punishment and are
used just to manipulate human behaviour to one’s benefits (Kohn, 1999). Even though at
the beginning it was claimed that poor working conditions may decrease teachers’
motivation, some authors like Frey and Jegen (2001) state that since monetary rewards or

better working conditions serve as extrinsic motivational factors, they actually discourage
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the intrinsic motivation of the staff (as cited in Han, Borgonovi & Guerriero, 2018).
Therefore, it is vital for the school administration or other officials to thoroughly develop
performance pay systems in order to avoid any negative side effects of the performance-
based reward system.

2.2.2. Intrinsic motivational factors

Studies exploring motivation highlight the significance of intrinsic motivation. One
of the researches on teachers’ work motivation, emphasizes such aspects of teachers’ job as
being engaged into working with students, enjoying teaching and being able to accomplish
professional goals to be intrinsically motivating factors (Yau, 2010). The study mentions
that having a positive relationship with students and being respected have a tremendous
impact on teachers’ job satisfaction.

Deci and Ryan (2000) suggested that competence, relatedness and autonomy
significantly contribute to individuals’ intrinsic motivation (as cited in Niehaus, Rudasill,
& Adelson, 2012). Other theories highlight that efficacy can help to increase teacher
motivation which can be distinguished into teacher competence and expectancy (Firestone,
2014). Competence means that teachers have belief in their own effectiveness, they tend to
perform better by planning, applying innovative methods and devoting more time to
individual student needs (Thoonen, Sleegers, Oort, Peetsma, & Geijsel, 2011). Meanwhile,
expectancy implies that being competent has a positive effect on teachers’ motivation since
having confidence in completing assigned tasks and belief in reaching expected outcome
makes teacher motivation stronger (Firestone, 2014).

Studies by Hackman and Oldham (1980) highlighted that competence increases
intrinsic motivation when teachers’ receive feedback about their performance (as cited in
Firestone, 2014). The study refers to the idea that the positive feedback that teachers get

from their students has a motivational effect. It says that feedback allows teachers to feel
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that their accomplishments are recognized and serves as a guidance to developing their
competence (Firestone, 2014).

2.2.3. Altruistic motivational factor

Some studies suggest a third factor may keep teachers motivated to stay in teaching
profession. The third category which encourages teachers is altruistic motives such as
devotion to teaching in order to help children to become useful people and accepting
teaching as a noble and important profession in society (Miiller, et al., 2009). Altruistic
motivation in becoming a teacher was indicated as one of the important motivational
factors among pre-service teachers (Han, Borgonovi & Guerriero, 2018). It is certainly
difficult to define what really motivates teachers as it depends on the context in which
teachers are working (Richardson, Karabenick & Watt, 2014). For example, novice teacher
motivation could be different from that of an experienced teacher. Richardson, et al.,
(2014) noted that motivation changes with context. Their findings pointed that those pre-
service teachers whose motivation was initially positive felt a decline in job satisfaction
and low motivation in staying in the teaching profession when they confronted challenges
in schools. Therefore, it is important to explore the current school context and reforms, as
policies are another factor that affects teachers’ motivation.
2.3. Teacher identity and its connection with motivation

Day, Kington, Stobart and Sammons (2006) pointed out that identity of the teacher
plays a crucial role in shaping teachers’ motivation, job satisfaction and self-efficacy (as
cited in Wu, 2012). While talking about teacher motivation, it is important to mention what
is the current teachers’ role and whether it has changed with time. Firstly, identity can be
defined as individual peculiarities of a person, and it is based on characteristics such as
physical and personal features, unique qualities and skills, profession and status in society

(Pennington & Richards, 2016). However, there is no single universal description of
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teacher identity as it is influenced by local context, people and culture (Rytivaara, 2012).
There are also studies that distinguish other influential factors that constitute teacher
identity. Teachers’ subject matter knowledge, interaction with students and the school
context have been indicated as factors that shape teacher identity (Beijaard, Verloop &
Vermunt, 2000).

However, this does not mean that the teacher’s role is limited to their actions
within a class. While defining teachers’ professional identity, Sachs (2001) differentiated
two main categories that influence teachers: democratic and managerial professionalism of
teachers. According to the author, democratic professionalism focuses on teachers’
collaboration and cooperation of all stakeholders in education while managerial
professionalism emphasizes teachers’ organizational and problem-solving abilities (Sachs,
2001). However, it is necessary to note that the society and its demands are constantly
changing bringing reforms in the educational system of many countries. This means that
the teaching profession and the teacher’s role also experiences changes over their careers
and during reforms.

2.4. Teachers’ job satisfaction

Many authors link teacher motivation with teachers’ well-being, emotions, work
overload and job satisfaction. If there is a decrease in motivation level or teachers are
emotionally exhausted, these may negatively affect students’ performance (Emiroglu &
Atamturk, 2018). Studies on teacher turnover revealed some factors that affect teachers’
job satisfaction level. It has been determined that there are three factors that allow teachers
to feel satisfied with their job, when they are 1) supported by the school administration
and parents, 2) provided a certain level of autonomy in fulfilling tasks and 3) working in a
satisfactory school environment with acceptable student behavior (Miiller et al., 2009).

Studies of teachers’ satisfaction in one USA school revealed that educators are pleased
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with their job when they have autonomy as well as the opportunity to be involved in the
school’s decision making processes (academic timetable, choosing resources, etc.) and
professional developmentt (Boyd, Grossman, Ing, Lankford, Loeb & Wyckoft, 2011).

The study by Miiller et al., (2009) mentions the following factors which increase
teacher fatigue 1) having difficult relationships with students and parents, 2) exposure to
various reforms in education, 3) continuous assignment of different tasks by the school
administration, 4) the feeling that the teaching profession has lost its positive identity.
Studies aimed at identifying motives of teachers for leaving teaching emphasized being
overloaded, endless reforms initiated by the government, commencing new challenges and
stressful school environment and management as the major factors.

Research by Barin, Han and Sar1 (2018) describes the result of a study conducted in
Mexico which states that changes in education system of the country had demotivated
teachers since they had to switch from a traditional curriculum to a communicative
approach. The same study revealed the results of research in the Hungarian context saying
that low payment, an inflexible curriculum and lack of resources and equipment had a
discouraging effect on teachers.

Another study, which discussed factors causing teacher demotivation, mentioned
that demotivating issues are related to the following aspects of teachers’ jobs such as
curriculum, working conditions, students and their parents, colleagues and school
administrators and physical conditions (Aydin, 2012). As it was elaborated further in the
study, these factors imply a heavy workload, teachers’ concerns regarding endless extra
duties and discrimination by the school administrators seemed to be the key discouraging
aspect of teachers’ jobs.

One more aspect of teachers’ jobs that cause stress and discouragement is the

situation when they are being treated unfairly compared to other teachers in the school
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(Alkahtani, 2017). This study supports the idea that heavy workload, paperwork and
assigning jobs which do not involve teaching have a negative impact on teaching.

Currently, some school administrations require teachers to participate in school
collaborative meetings, seminars or coaching. This phenomenon is defined as ‘contrived
collegiality’ which means teachers’ collaboration is not voluntary but rather mandated by
the school administration, and this does not always guarantee that collaboration of teachers
really took place (Hargreaves, 1995). For example, teachers may be obliged to attend
professional development seminars, staff meetings or collaborative planning. However,
these meetings are not always effective since teachers are not interested intrinsically. At
the same time, when teachers are constantly assigned tasks and have to complete it without
questioning, this may lead to a teacher’s job becoming routine (Hargreaves, 1995). These
discourage teachers from initiating innovative approaches and improving their own
practice as some studies showed teachers’ motivation depends on whether teachers are
provided with enough autonomy as well as challenging tasks (Emo, 2015). According to
Skaavik and Skaalvik (2010), autonomy is one of the most significant factors affecting
teacher job satisfaction and self-efficacy, and it allows teachers to practice implementation
of their own ideas and methods (as cited in Emo, 2015).
2.5. Teacher burnout

The notion of ‘burnout’ may be applied to many professions including teaching.
Before discussing teacher burnout, it would be essential to define this concept. Some
authors point out that burnout may be comprised of three characteristics, specifically
emotional fatigue, loss of personal identity and low goal accomplishment (Carson,
Baumgartner, Matthews & Tsouloupas, 2010). Teachers experiencing emotional fatigue or
other burnout symptoms like low motivation, experience indifference that can contribute

little to the development of the school. For example, teachers who are burned out or
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stressed out may show indifferent attitudes towards his or her students (Egyed & Short,
20006). This certainly negatively affects a learner’s motivation and academic performance.
Some studies point out that non-supportive school administration and being overloaded are
major factors that cause teacher burnout (Embich, 2001). While determining factors
affecting teacher burnout several authors linked it with personal self-efficacy. For example,
Lecompte and Dworkin (1991) stated that those who have faith in their own efficacy and
control themselves internally suffer less from burnout than people who depend on external
forces to control them and are skeptical about the ability to make any changes at the
workplace (as cited in Fossey, Angelle & McCoy, 2001). Overall, the aforementioned
studies point out that when teachers are not provided enough free time and are exposed to
pressure, the quality of teaching may decrease, and this in turn may cause teacher burnout
not mentioning demotivation towards the teaching profession.

2.6. Intensification of teachers’ job

It should be admitted that continuous reforms in the school curriculum and
assessment system may negatively impact teachers’ emotional and physical conditions thus
decreasing their motivation (Salifu, 2014). Countless reforms in education cause increased
workload problems for teachers. Thus, even though the teachers state that they entered
teaching profession due to their own desire and social service reasons, being overloaded
has become a discouraging factor (Alkahtani, 2017).

According to Hargreaves and Neufeld (1999), curriculum and assessment strategy
changes, along with forced collaboration with colleagues made teachers’ responsibility
more extended causing the intensification of teachers’ job. Even though it is common to
state that teachers are facing challenges and their work has become intensified due to
school reforms, this is not applied to everyone. While defining whether someone’s work is

intensified one should remember that others may not feel overloaded. Thus, it is necessary
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to emphasize that intensification of work is a subjective concept (Gitlin, 2001). At the
same time, it is necessary to emphasize the negative effect of intensification on teachers’
work. It is stated that intensification of the teaching profession may lead to a decrease in
teaching quality as teachers have to reduce preparation time and carry out imposed tasks
instead of devoting time to develop professional skills (Hargreaves, 1995). A study in one
of the schools in Kyrgyzstan revealed that school reforms led to low job motivation caused
by teacher intensification, extending teacher’s workload to include having to complete
several tasks at the same time, continuous monitoring of teachers’ performance and low
salary (Teleshaliyev, 2013). Hargreaves (1995) indicated some examples of issues teachers
face that teachers are sometimes forced to participate in various school meetings, fill in
endless paperwork and develop a plan for each of their actions (Hargreaves, 1995). In his
book Hargreaves (1995) refers to teachers’ voices claiming that they are burdened with
paper work:

The paperwork we're getting I'd almost like to give it up. If [ didn't enjoy it with the

kids so much, I would.... What the administration has asked us to do. I don't think

they have much choice in that either.... We have to make plans for everything that

we do.... We spend so much time sitting and writing out. Maybe that's the way we

don't get ourselves into difficulty, I don't know. We have to do a lot of accounting

for everything we do.... (p.125)

Therefore, reforms in education can cause a lot of resistance among teachers as
they lack understanding and knowledge about the changes. As Fullan and Miles (1992)
emphasized, teachers have to thoroughly think and understand the way changes work as
well as know how to address challenges that come with reforms. Fullan (2007) emphasized
that one reason for teachers’ resistance to educational reforms can be due to a teacher’s
belief in the effectiveness of their own method or practice rather than those dictated by

others which may not be suitable for their context (as cited in Emo, 2015). Thus, it means

teachers’ voice must be heard while making a decision about the education system or
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developing curriculum which in its turn may be helpful for policymakers when
implementing reforms.
2.7. Challenges of reform in the context of Kazakhstani schools

In the context of Kazakhstani education, the situation is not that different. First,
teachers had to be retrained in order to master new teaching methods and approaches.
Thus, in order to organize the training of teachers, in the spring of 2011, the government
established the Centres of Excellence to create a system of in-service programmes for
teachers’ training and professional development (Fimyar, Yakavets, Bridges, 2014).
However, not all teachers who are applying the renewed curriculum in the classroom had
the opportunity to be retrained. Some teachers are dealing with changes independently
using on the job training by learning from colleagues and other resources.

Secondly, teachers of subjects like Biology, Chemistry, Computer Science and
Physics are supposed to master the English language to be able to teach their subjects in
English. Therefore, teachers of Science subjects have to complete special English language
courses. However, it is not guaranteed that after completion of the short-term course,
teachers will be able to teach in English. This means that apart from developing subject-
matter knowledge, teachers need to spend more time learning the language. At the same
time, it should be admitted that students also need more preparation to be able to learn
Science subjects in the English language. Accordingly, the implementation of a renewed
curriculum is more challenging in ungraded rural schools as the quality of education
service in these schools is low (OECD, 2014). This is due to the fact that rural schools do
not have enough facilities, resources or highly qualified teachers to successfully implement
school reforms. Teleshaliev (2013) mentioned in his study that there was a similar situation
in Kyrgyzstan during the implementation of their new curriculum reforms. Teachers in one

of the schools in Kyrgyzstan claimed that the new curriculum is for children in urban areas,
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and it is challenging for first-grade students as it required students to show knowledge
beyond their preparedness (Teleshaliev, 2013). The study of Teleshaliev (2013) about the
effect of new school reforms in Kyrgyzstan on teachers can be used as a parallel to the
situation of teachers dealing with the implementation of curriculum reforms in Kazakhstan.
The author raises issues related to continuous inspection of teachers’ job, an extension of
teachers’ responsibility and the bureaucracy of the teaching profession (Teleshaliyev,
2013).
2.8. Summary

This chapter overviewed theories and concepts connected with teacher motivation
as well as factors that affect the motivation level of teachers. Thus, the review of literature
helped to determine that the motivation of a teacher is interrelated with the context and
culture in which the teacher is working. Furthermore, reviewed studies on teacher
motivation led to the concepts such as teacher self-efficacy, job satisfaction, teacher
identity and burnout, and showed that they are closely connected and impact each other.
Also, it was reviewed that monetary rewards are not the most important external
motivational factor, and it can undermine intrinsic motivations to teaching. On the
contrary, it was discussed that teacher motivation suffers more from poor working
conditions, and intensification of work which is mainly caused by current school reforms.
Thus, these concepts served as the framework that guided the development and conduction
of this empirical study focuses on the effect of the previously-mentioned factors on teacher

motivation in one gifted secondary school in Kazakhstan.
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Chapter 3: Methodology

3.1. Introduction

The Methodology chapter explains and justifies the research design chosen to
explore the research question in this study. This case study aims at exploring current
teacher motivation and motivational environment at research site. The research questions
that are provided below assist in achieving the study goal:

e What factors keep teachers motivated to teach?
e  What are teachers’ attitudes towards the motivational environment at their school?

The instruments and sampling techniques that were employed to answer the
research question will also be described in this chapter. Next, this chapter determines the
methods that were used to collect and analyze the data. Finally, ethical issues concerning
the study and limitations are covered in this chapter.
3.2. Research Design and rationale

This section focuses on the explanation and justification of the research design that
was employed in this study. This study employed an explanatory sequential mixed
methods design which involves both collecting quantitative data and then qualitative data.
The qualitative data was used to further discuss and interpret the quantitative data results.
This allowed for the exploration of the research question in-depth. According to Creswell
(2014), initially mixed methods were valuable due to the opinion that quantitative or
qualitative methods alone were not strong enough or implausible; however, the application
of both qualitative and quantitative approach help to eliminate these weaknesses. Thus, the
qualitative database was supplemented by a quantitative database which in its turn will
provide for a more accurate and elaborate findings (Creswell, 2014). Taking

aforementioned ideas into account, it was decided to employ mixed method for collecting
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quantitative data allowed covering a wide range sampling while qualitative data helped to
interpret and explain quantitative data.
3.3. Sample and sampling procedures

To collect quantitative data purposeful sampling was used to select participants for
the study. The criteria for selection of participants were: teachers of different departments
with more than three years of teaching experience. Teachers of English Language, Kazakh
Language, Russian Language, Mathematics and Physics, Chemistry, Biology, Art and PE
departments were chosen to participate in the study. Overall, about 80 of teachers with
more than three years of teaching experience were to have taken the survey, however, 77
responses were returned (more than 60 % of the teachers at the school). Based on the
results of survey, 1 representative teacher from each department was invited to participate
in interview. Teachers of 20 year experience and more than 3 years teaching experience at
the research site took part in interview. In order to ensure comparable qualitative data the
same ‘purposeful’ sampling approach was chosen to be employed for recruiting interview
participants. This allowed the selection of relevant participants who provided information
that was compared to that of the quantitative data. The research site was one of the schools
for gifted children in Southern Kazakhstan. The chosen school is a suitable research site
for this research since major school reforms were first piloted in this school before being
mainstreamed to the rest of Kazakhstan.
3.4. Data Collection Instruments

The data collection involved two distinct phases. In the first, phase quantitative
sampling was completed. In the second phase the purposeful sampling help to recruit a
number of teachers to participate in the collection of qualitative data. The survey was used
as the quantitative data collection instrument in this study. 30 Likert scale survey

questions were used to identify teachers’ attitudes towards the motivational environment in
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the school as well the job satisfaction level of teachers. The survey had three sections. The
first section asked teachers to rate how important certain factors are for their teaching
motivation. The second section focused on participants’ attitude towards motivation at the
school, and they were asked to indicate whether they strongly agree, agree, disagree and
strongly disagree with the given statements. The full survey can be found in Appendix B.
The questions were adapted from Kassabgy, Boraie & Schmidt (2001). According to
Handy and Ross (2005), there are three reasons to consider a survey as an effective tool to
collect data. Firstly, it helps to eliminate the pressure that might occur during face to face
interviews. Secondly, it allows for the collection of opinions from a wide range of
participants, and lastly, it reduces the bias of interviewers during verbal interviewing
(Handy & Ross, 2005). Likert scale survey questions was used to identify teachers’
attitudes towards the motivational environment in school as well job satisfaction level of
teachers.

The qualitative data collection tool chosen for the study was face to face interviews,
which was open-ended and semi-structured and include 10-15 questions. The interviews
lasted 15-25 minutes. Creswell (2014) points out that quantitative data defines what
sampling technique to apply to collect qualitative data, and it helps to develop interview
questions that are used during the second phase. Therefore, the interview questions were
based on data derived from the survey. The survey analysis showed some frequent highly
rated responses which were chosen to be discussed during interviewing phase. Even
though basic questions were used to start the interview, due to the semi-structured nature
the interviewer had some flexibility to ask follow-up questions during interviews. Full
interview questions can be found in Appendix C. Some interview questions included:

1. Why did you choose to become a teacher?
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2. Do you think you are a motivated/de-motivated teacher? Why (What factors affect
your motivation level)?
3. Why is it important for teachers to be motivated?

3.5. Data Collection Procedures

Survey

Firstly, survey data was collected from the participants of the study at one of the
local schools for gifted students in South Kazakhstan to analyze teacher’ job motivation
and job satisfaction degrees. Participation in this study was voluntary, and the participants
were explained about the purpose, steps, their roles, rights and risks of the study at
department meetings. Next, a list of participants was prepared, and they were sent a request
to participate in the study. Once permission to conduct the research was received, at the
beginning of December 2018, the quantitative survey data was collected anonymously via
online surveying tools on the Qualtrics website. The participants were provided an online
consent form prior to answering the survey questions. The participants were sent the link to
the survey via an email to their chosen email address, and within a certain period of time
they completed the survey questions. The Qualtrics survey website allowed me to enter
email addresses, and then I was able to schedule reminders via email for up to three
months. The qualitative phase was conducted as a follow up to the quantitative results to
help explain the quantitative results.

Interview

The interviews were informal semi-structured interviews and targeted to gain
deeper insight into the concepts that addressed research questions. Some of the surveyed
participants were specifically asked to take part in the interview phase. Once I received the
survey data, I did a preliminary analysis of the survey data to determine the final interview

questions. Before conducting an interview, the questions were piloted with one of the
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teachers working at research site. Once questions had been tested, the most appropriate
questions to be used for interviewing participants were selected and then slightly improved
upon based on the pilot. The final interview protocol can be seen in its entirety in
Appendix C. A suitable time and place were determined to interview participants. The
interviewing was held face to face and individually. The participants were informed that
their responses would be recorded via audio only and asked to sign a consent form prior to
the start of the interview. The interview recordings were transcribed by me and the
participants’ names were not identified.

3.6. Data Analysis Methods

The collected data was exported to an excel document to create a data file for SPSS
statistical analysis. I used IBM SPSS Statistics Data Editor (Version 23; 2015) software to
analyze collected data. In order to identify the highest and lowest-rated items in the survey,
descriptive statistics procedure was applied to compute frequencies. Furthermore, to
identify what was the overall attitude of teachers towards the motivational environment at
the school, descriptive analysis was employed. SPSS software allowed me to apply a
descriptive analysis to summarize the data. It included the identification of mean, mode
and the frequency of responses.

Regarding qualitative data analysis, the interview transcripts were analyzed using
manual coding. The ‘grounded theory' principles were followed for data analysis and the
concepts were developed from actual data (as cited in Givon & Court, 2010). The data
analysis was driven by the inductive approach since themes that were mentioned several
times were selected to be coded, and a set of concepts that were clearly related to the
research question which identified core motives along with other categories having a
relationship to that main category were developed.

3.7. Ethical Concerns and Risks of Research
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Before conducting the research, ethical issues were considered and approved by an
ethics committee of Nazarbayev University Graduate School of Education. Prior to
conducting the survey and interviews, candidates consented to participate via signing
consent forms which explained the study purpose as well as the risks involved. The school
name was not defined in order to prevent the risk of the school being identified and
compared to other schools. Furthermore, all participants’ names were not included in
surveys, and interviewees were de-identified. For interviews only pseudonyms were used
on interview transcriptions and within all research documents. The participants were
identified as teacher A, B, C etc. The survey participants received an online survey which
included a survey consent form explaining the aims, procedures and risks of the research.
If participants agreed with the indicated rules, they were supposed to click ‘agree’ and take
the survey. The survey was done anonymously. Participants were regularly reminded that
their participation was optional, and that they could withdraw from the study at anytime.
The consent forms on the surveys did not include any names, so maximum confidentiality
was considered.

The interview consent forms were kept in a locked file cabinet only accessible by
the researcher. The interviews were audio recorded, and the recorded data were transcribed
without mentioning names of the participants which helped to avoid revelations of the
participants’ voice. Transcribed documents were kept in my password-protected laptop and
available to me only. Audio documents will be destroyed once the research is completed

and there will no longer be a necessity for keeping them.

3.8. Limitations

Even though this study was thoroughly planned, there were some limitations as all
studies have. The main limitation of the study was the fact that the research site is a single

school and the number of participants for sampling was restricted to 77 people. Another
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limitation to consider is the fact that the number of factors (intrinsic and extrinsic) was not
equivalent in survey. Furthermore, the number of interview participants was limited to only
four people. Accordingly, the data was collected from the point of view of only these
representatives who are sampled. Since the study involved a small size of population, the
generalisability is a limited. Therefore, to eliminate the aforementioned flaws, it could be
considered in the future to involve more participants.

Another limitation was conducting research at a particular research site. Since the
school, where the present research was conducted, differs significantly from other
mainstream (or public) schools in Kazakhstan, the findings of this study cannot be applied
to all public schools in the country. Thus, conducting similar research in mainstream

schools would help to have wider perspectives motivational environment at schools.
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Chapter 4: Findings
4.1. Introduction

This chapter highlights the findings of the study which aimed to explore the current
motivational environment of teachers working in a school for gifted children in southern
Kazakhstan. The aim of the study was to focus on exploring staff motivation and their
attitude towards school maintenance of teachers’ work motivation. An explanatory
sequential mixed methods design was employed in the study which involved both
collecting quantitative and qualitative data to answer the following research questions:

e What keeps teachers motivated to teach?
e What are teachers’ attitudes towards the motivational environment at their
school?
77 teachers representing different ages and subjects were surveyed. The collected data was
transported to SPSS software for further analysis.

In the first section of the survey, participants were asked to rank the order of items
to identify the degree of importance of certain factors affecting teachers’ motivation.
Respondents ranked the order of items which meant moving items from 1 to 10 (1 = very
important and 10 = least important). Mean values for each item were calculated.

In the second part of the survey respondents had to choose whether they completely
disagree -1, disagree - 2, agree - 3, or completely agree - 4 with statements provided. The
questions aimed at identifying their attitude towards the current motivational environment
at the school.

The third part of survey contained open-ended questions where teachers wrote
some examples of what motivates them to teach and what factors have a discouraging
effect. The data obtained from this section was analyzed as qualitative data along with data

which was retrieved as a result of conducting interviews with 4 of survey participants.
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4.2. Research participants

Overall, 77 survey responses were obtained, and 4 teachers were interviewed. To
preserve anonymity, numbers from 1-77 was used instead of surveyed participants’ names,
and interviewees were identified as teacher 11 to I4. Survey participants are of different
ages, having from 1 year to over 20 years teaching experience and from 1 to 5 years of
experience working in the school which was chosen as a research site. Table 1 provides
information on the participants’ areas of specialization. These areas were categorized as
Humanities (Kazakh, Russian and English languages, History, Geography and Economics),
Science (Mathematics, Physics, Chemistry, Biology and Computer Science) and others
(which includes subjects such as Art, Physical Education, First Military Training, Curators
or Classroom Teachers). Table 1 shows numeric and percentage ratios of participants from
each group versus their overall teaching experience. It can be seen that 50% of those
surveyed had more from 1 to 10 year of teaching experience, 19,5% of the teachers had
between 10 and 20 years and 29,9% of respondents had more than 20 years of teaching
experience.
Table 1

Overall teaching experience of survey respondents

1-10 years 10-20 years 20 and more Total

Science 14 3 8 25
35,9% 20,0% 34,8% 32,5%

Others 8 2 4 14
20,5% 13,3% 17,4% 18,2%

Humanities 17 10 11 38
43,6% 66,7% 47,8% 49,4%

39 15 23 77

Total 50,6% 19,5% 29,9% 100,0%
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Table 2 represents how many years the survey participants have been working in the
current school. As shown, almost 82% of the teachers have from 3 to 5 years’ experience at
the research site.

Table 2

Experience at current school

1 year 1-2 years 3-5 years Total
Humanities 6 0 32 38
15,8% 0% 84,2% 100%
Science 1 4 20 25%
4% 16% 80% 100%
Others 2 1 11 14
14,3% 7,1% 78,6% 100%
Total 9 5 63 77
11,7% 6,5% 81,8% 100%

Table 3 gives general demographic information about interview participants. The interview
participants were teachers from different departments, who had more than 20 years of
overall teaching experience and more than 3 years teaching at the research site. These
criteria were established due to the fact that teachers with broader experience were thought
to be more capable of providing deeper insight into maintaining motivation throughout
years of teaching. At the same time, inviting teachers of different departments to
participate in the survey allowed for the comparison to perspectives of teachers teaching
different subjects.

Table 3

General information about interview participants

Participant Code Overall teaching Experience at Area of
experience current school Specialization

Interviewee 1 20 years 4 years Humanities
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Interviewee 2 20 years 5 years Humanities
Interviewee 3 20 years 5 years Humanities
Interviewee 4 28 years 5 years Science

4.3. Research question one: What keeps teachers motivated to teach?

The first section of the survey required participants to rank the order of items
according to the importance to each teacher’s job motivation. The participants ordered
items, which represented both intrinsic and extrinsic motivational factors, from 1 - the
most important and 10 - least important. However, survey participants were not informed
whether items were intrinsic motivational factors or extrinsic motivational factors.
Retrieved data was transported to SPSS software which allowed me to identify the mean
score, (i.e., mean average score) for each item. As Table 4 below shows, the item ‘Salary’
has the mean value of 3,45 which (1 = very important and 10 = least important) represents
the average score and shows that this item has been chosen as the most important
motivational factor of that of all other factors included. The item ‘Socially stable
profession’ was chosen as the least important item that motivates teachers with a mean
value of 8,17.

Table 4

Order of importance of intrinsic and extrinsic motivations

Std.
Minimum Maximum Mean Deviation

Salary 1 10 3,45 2,490
Fair treatment 1 10 3,57 2,130
Adequate workload 1 10 4,27 2,388
Flexible work schedule 1 10 4,61 2,725
Friendly relationship with colleagues and 1 9 4,62 2,020
students

Comfortable work environment 1 10 5,58 2,232
Professional Status of teacher 1 10 6,32 3,238
Sense of achievement 1 10 6,94 2,142
Recognition of achievements 2 10 7,45 1,713
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Socially stable profession 1 10 8,17 2,769

In order to compare the results with studies in the literature review and within the
conceptual framework these list of factors focused on different extrinsic and intrinsic
motivations mentioned in the literature. The literature review suggested that extrinsic
motivations represent such aspects of work as facilities, professional development, career
growth and salary or other types of rewards. The literature mentioned numbers of intrinsic
motivational factors that included teachers’ commitment to their job for the sake of helping
to educate children, service to the society or consideration of the teaching profession as a
noble profession.

Furthermore, items representing intrinsic and extrinsic motivational factors were
shown in Tables 5 and 6. It can be noticed in Table 4 that ‘fair treatment’ was identified as
the second most important factor overall affecting teachers’ motivation with the mean
value 3,57. Thus, it is not surprising to see this factor in the second positon in Table 5. At
the bottom of the list of extrinsic factors is ‘Recognition of achievements’ (mean — 7,45)
and ‘Socially stable profession’ (mean — 8,17).

Table 5

Extrinsic motivational factors

Minimu Maximu Std.
m m Mean Deviation
Salary 1 10 3,45 2,490
Fair treatment 1 10 3,57 2,130
Adequate workload 1 10 4,27 2,388
Flexible work schedule 1 10 4,61 2,725
Comfortable work environment 1 10 5,58 2,232
Recognition of achievements 2 10 7,45 1,713
Socially stable profession | 10 8,17 2,769

Regarding intrinsic motivational factors, it can be seen in Table 6 that intrinsic aspects of

teachers’ job such as ‘friendly relationship with colleagues and students’ (mean — 4,62) is
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at the top of the list. This is followed by ‘Professional status of a teacher’ (mean — 6,32)
which implies being involved in teaching for the sake of serving society and educating the
younger generations. Next most important intrinsic factor was a ‘sense of achievement’
with a mean value 6,94. This item indicates teachers’ confidence in their own competence.
Looking at the Tables 4, 5 and 6, it can be concluded that extrinsic factors were
identified as being the most predominant in affecting teachers’ motivation to be involved

in teaching profession for these teachers in South Kazakhstan.

Table 6
Intrinsic factors

Minimu Maximu Std.

m m Mean Deviation

Friendly relationship with colleagues and 1 9 4,62 2,020
students
Professional status of a teacher 1 10 6,32 3,238
Sense of achievement 1 10 6,94 2,142

The order of importance of items based on subject taught did not vary greatly.
Table 7 shows the mean values for each item and participants were grouped as
‘Humanities’, ‘Science’ and ‘Others’. An interesting finding was that the item ‘Salary’
was determined as the most important by the teachers belonging to the group ‘Humanities’
and ‘Others’ with mean values of 3,66 and 2,57 respectively. Meanwhile, ‘Science’
teachers considered ‘Fair treatment’ the most vital aspect of their job motivation (mean —
3,12). At the same time the item ‘Fair treatment’ was indicated as one of the most
significant factors (mean — 3,66) by ‘Humanities’ teachers as well, since it was tied in
importance with salary. The least important factor among all subject teachers was a
‘Socially stable profession’.
Table 7

Comparing means across subjects
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Mean Mean Mean

Humanities Science Others
Salary 3,66 3,64 2,57
Flexible work schedule 4,68 4,44 4,71
Adequate workload 4,34 4,00 4,57
Fair treatment 3,66 3,12 4,14
Friendly relationship
with colleagues and 4,87 4,64 3,93
students
Comfortable work 5,16 6.44 501
environment
Regognltlon of 7,37 7.80 7.07
achievements
Sense of achievement 7,18 6,84 6,43
Professional Status of 5,87 6.00 8.14
teacher
Soc1ally stable 8,21 8,08 821
profession

4.3.1. Research question one: What keeps teachers motivated to teach? Open-
ended answers.

First section of the survey required participants to rank the order of importance of
certain items affecting teachers’ motivation. To obtain more data, the third section of the
survey asked participants to answer two open-ended questions. The questions asked “What
motivates you to keep teaching?’ and ‘What discourages you from teaching at school?’

The data received as a result of open-ended questions were categorized into several
categories according to frequencies of similar responses. Participants’ responses were
categorized as shown in Table 8. Three major categories were identified: Salary, Children
and Professional Interest. Further, each category was divided into detailed subcategories
which represent what each category implies. Consequently, most respondents highlighted
that the school salary, especially ‘bonus payments’ were a major motivational aspect of
their job. Also, participants mentioned that” working as a teacher’ allows them to receive a
stable salary. Next category that emerged was ‘children” which implied working with

highly motivated students and being able to help them progress and achieve goals was a



major motivational factor. Another frequent response was ‘professional interest’ which

included professional development and growth as well as an opportunity to collaborate

with other teachers at the research site. Finally, the category ‘work environment’ was

defined which implies that the school provides teachers and students with all necessary

resources and facilities. One more subcategory under category ‘Work environment’, is

worth mentioning, was working at a prestigious school.

Table 8

Open-ended responses

subcategory subcategory subcategory
Salary bonus payments high salary stable salary
compared with
other secondary
schools
Children helping students students are
progress highly motivated
Professional professional collaboration
interest development or with teachers
growth
Work environment resources & prestige
facilities

It can be noticed that open-ended question responses were similar to the items in

section one of the survey where participants indicated ‘salary’ as the most important

factors influencing their job motivation.

4.3.2. Research question one: Deeper exploration through interview data

In order to obtain broader data and have deeper insight into teachers’ work

motivation, interview data was analyzed. Firstly, based on the literature review and

research questions, the data retrieved from the interview was grouped into the following

categories:

34

e teachers’ perception of intrinsic and extrinsic motivational aspects of their

job at school.
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¢ initial and current motivation for becoming and staying a teacher
e motivation by rewards

e motivational environment at school

e ways to motivate teachers better

4.3.2.1. Teachers’ perception of intrinsic and extrinsic motivational aspects of
their job at research site.

In order to identify the research participants’ understanding of extrinsic and
intrinsic motivations, they were asked to define these terms and give some examples of
both. Teachers’ perceptions of intrinsic and extrinsic motivation were consistent with the
theories reviewed in the literature chapter. Having analyzed the interviewees’ responses,
the following two main themes emerged: (1) intrinsic motivation — helping students to
achieve goals; (2) extrinsic motivation — payment and rewards.

Intrinsic aspects - helping students to achieve

While defining intrinsic motivation, respondents mentioned that it is
encouragement that arises from within each person. As for teaching, it was highlighted that
intrinsic motivation is being devoted to your profession. While being asked what some
intrinsic motivational aspects of their jobs were, all interviewees identified students as
motives to love teaching. The participants expressed that being able to help students
achieve their goals, or just teaching them is the main motivation of being a teacher:

Intrinsic motivation is more psychological aspect. You love teaching, and it is

sincere. When you are a devoted teacher you love students and teaching

profession. All those factors are intrinsic motives. (Interviewee 1)

Intrinsic motivation might be defined as a desire to work and do something for its

own sake. For me working with children is always interesting. Having been

working as a teacher for 20 years, you realize that students are different as year
passes. They change. You feel comfortable when you work with children.

(Interviewee 3)

I am currently working in the school for gifted students, and it is one form of
motivation to teach these students. It makes me think whether I am capable to fulfill



36

my duties. Thus, it motivates me to be a life-long learner in order to be able to help
these kids to become a successful. (Interviewee 4)

Extrinsic aspects

Regarding extrinsic motivation, participants’ responses varied slightly. However, it
was mostly consistent with the quantitative data result which revealed ‘salary’ as the
highest ranked aspect of the teachers’ motivation. The interview participants have also
mentioned that one of the important extrinsic motivational factors is a decent salary and
then work condition such as facilities. For example, Interviewee 3 noted:

Certainly salary is extrinsic motivation along with good work conditions which

include facilities, computers and stationary. These things are helpful when you have
to organize an event and you are provided with necessary equipments to use.

However, an interesting response on extrinsic motivation was given by the Interviewee 4:

Extrinsic motivation for me is I think each teacher is patriot. During each class |

pay attention to students. I always think why our students should be less

competitive than other children in the world. I hope that our children can be

competitive in international arena and meet international standards. Thus, I try to

involve students into international subject olympiads and research projects.
Based on personal perspectives of the interviewed teachers, it can be concluded that being
able to teach children and help them achieve is a major intrinsic reason which helps
teachers move on. Even though it is expected that payment is the main extrinsic driving
force, concern for educating the country’s competitive generation can also be external
factor.

Motivation by rewards

As it was noted before in the literature review chapter, rewards at the workplace
was one of the most common tools to motivate people to work more or more productively.
Thus, to hear teachers’ view on rewards, teaching participants were asked ‘What do you
think about rewards as a motivational tool? and Do they motivate you to work more

effectively?’” These questions imply acknowledging teachers’ contribution to the

development of school through awarding letters of appreciation and gratitude or other
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formal documents while bonus payment means receiving bonus payment based on one’s
performance. The interviewee responses regarding this question varied, since not all of
them believe in the impact of recognition of accomplishments towards the motivation of
teachers. Certainly, it was highlighted that giving credit to teacher accomplishments is
curial for teachers, and it did encourage them to achieve more. For example, Interviewee 1
mentioned:

For teachers, any reward is praiseworthy because even if we got personally a piece
of a letter of appreciation, I would be thankful. It would mean that my work is not
overlooked and was taken into consideration. Even if it is not money, but just
shaking hands and saying kind words or praising would be a great encouragement.
If teachers’ accomplishments are not recognized or rewarded, it would discourage
teacher. It will not stimulate any teacher.

However, even though the next participants noted that it is a necessary part of teacher
motivation, they state that it does not always have a positive effect.

Of course, for teachers of former soviet era, formal letter of appreciation is important
for us. I personally think these appreciation letters are not that important, but taking
into account mentality of our culture, we still need them. For me, it is important
students’ feedback, our graduates’ appreciation and being able to share their
achievements. Students’ positive feedback about my performance would be the best
recognition. Also, it is encouraging when you receive a positive feedback from your
students’ parents and colleagues. (Interviewee 4)

Another interesting finding regarding this theme was obtained from the Interviewee 2:

I have heard that in the UK there are no rewards, no such things to motivate like
letter of appreciation or bonuses I am not sure how reliable this is. In our country,
which is one of the post soviet countries, there are many things to motivate people at
work place, and I am sure to some extent they encourage people to develop further. I
believe that it is not right attitude when people work hard or try to accomplish
something if only there are any kinds of rewards. If you are a professional specialist,
it is possible to achieve a lot without expecting something rewarding. However,
rewards may cause sense of competition among staff, and it could be good
sometimes. However, it may also cause envy. We are humans, we cannot avoid this
quality. Thus, we need to learn without expecting rewards or appreciation.

4.3.4. Initial and current motives of becoming a teacher
It was interesting to discover whether teachers’ initial motives to become a teacher

were consistent throughout their teaching experience. In order to find out what factors
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helped teachers’ persist and stay motivated, teachers were asked ‘Why did you choose
teaching profession and have your attitude changed after having been teaching for so many
years?’ As teachers’ original reasons to be engaged in the teaching profession varied, it
was difficult to identify a key category. Based on interviewees’ responses, an interesting
conclusion can be drawn. It was identified that originally all respondents’ were not
determined to join the teaching profession. One respondents mentioned that family
members were teachers, and they believe it had an impact on their choice to be a teacher.
Maybe it was psychological state because I have two sisters. They are also teachers.
One of them is a teacher of Russian language. Another is a teacher of music. And in
my childhood I helped them to make some handmade things, visuals and probably

that was somehow affected my choice, my future profession and therefore I decided
to be a teacher. (Interviewee 1)

Another respondent stated that due to economic instability in the country, the unexpected

circumstances made the interviewee to become a teacher.
To be honest, I previously chose engineering, but there were teachers in my family,
my father was a teacher. Due to certain reasons I returned to my village, and there
were unemployment issues. And I had to go to work in school, but now I am assured
that this is my profession. (Interviewee 4)

The other responses were unable to be categorized and implied a bit of change in the final

decision. According to interview answers, it can be said that teachers were not conscious

about their decisions while choosing teaching profession.

Initially, I have never thought of becoming a teacher. When I graduated from the
school, I wished to become a lawyer. But I was not able to become a lawyer. Then I
decided to become a teacher. And I liked literature and decided to be a teacher.
(Interviewee 2)

First of all, I like this subject. I have never thought of becoming a teacher. Actually,
it happened by accident. (Interviewee 3)
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Furthermore, to identify whether their perspectives had changed teachers were asked
“Have your attitudes towards the teaching profession changed?’ Teachers mainly had a
positive attitude regarding their current jobs.
I have a positive attitude to teaching. This profession is always in high demand. You
can find job at any time. Teachers are needed everywhere and always. (Interviewee
3)
I have never regretted of becoming a teacher. I realized that I have skills to be a
teacher. Nowadays, the mission of the teachers is very important. We are still
developing. However, our government does not value it as well as society. But I

believe in future a status of teacher will be prestigious. I can say that I am fulfilling a
big mission and I am happy to do it. (Interviewee 4)

I like teaching, but for last few years I have been teaching and did not choose other
profession but I would like to have less work because I have started to think that [ am
a little bit overloaded, tired for the last time because we have double work.
(Interviewee 1)

It can be seen that even though teachers’ initial motives to become a teacher may not
have been intentional, throughout teaching their views about this profession were positive.
4.4. Research question 2: What are teachers’ attitudes towards the motivational
environment at their school?

The second section of the survey required participants to evaluate their attitude
towards certain aspects of their job motivation at research site. The participants were asked
to rate whether they completely disagree, disagree, agree or completely agree with specific
statements. In order to identify an average score for each item descriptive analysis was
applied. The value 1 meant completely disagreed while value number 4 implied completely
agreed which means that if the value is skewed towards 1 it means negative attitude. and
the value is skewed towards 4 this means positive attitude of participants. Thus, a measure
of central tendency was computed to summarize the data for each variable. The items in
the survey were grouped into several categories. Table 9, includes the descriptive analysis
for two items which represent extrinsic motivation, salary and bonus payments. It can be

seen that the mean value for the items are 3,10 and 3,13, respectively, which means that
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teachers are satisfied with the payment they receive at the research site. Another statement
asked teachers whether ‘bonus payments’ served as a motivation to increase the
effectiveness of their performance. The responses were positive as 70% of respondents
agreed and 22% completely agreed with the statement.

Table 9

Payment

CD D A CA Mean

I am satisfied with my

salary. 2,6% 2,6% 76,6% 18,2% 3,10

Bonus payments motivate

me to work more 1,3% 6,5% 70% 22% 3,13
effectively.

Note. CD — Completely disagree; D — disagree; A — agree; CA — complete agree.

Table 10 represents items which are closely connected with how the school
administration maintains positive motivational atmosphere at school. Even though the
items were rated with mean values above 2, it can also be noted that none of items were
rated 3 and more. The item that was mostly disagreed with was ‘I have a flexible work
schedule’ with a mean score of 2,17. Meanwhile, the average score for the highest rated
item was ‘I have a positive attitude to being observed by the school administration’ with a
mean score of 2,99. In general, it can be seen that overall teachers’ attitudes towards school
administration and their managerial decisions were positive. However, even though
responses were positive, it is worth mentioning that all the items’ mean values were less
than 3 (mean < 3) which also means that there were some respondents who did not agree
with aspects of the job which involve interaction with the school administrators,
administrative decisions and treatment at research site.

Table 10

School administration

CD D A CA Mean
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I have sufficient freedom to do whi:
necessary to help my students 2,6%
achieve the goal.

I have a flexible work schedule. 18,2%
School gdmlnlstratlon is 2.6%
supportive.

I have an adequate workload. 1,3%
I am fairly treated at school. 1,3%
My teaching accomplishments

: 1,3%
are recognized.

There are clear rules and 28.6%

procedures at work.

I receive effective feedback
concerning my performance from 3,9%
the school administration.
Teachers participate in school's

.. : 5,2%
decision-making process.
I have a positive attitude to being
observed by the school 1,3%

administration.

23,4%

53,2%
26%

16,9%
19,5%

15,6%

62,3%

24,7%

22,1%

11,7%

54,5%

22,1%
66,2%

67,5%
77,9%

75,3%

9,1%

70,1%

66,2%

74%

19,5%

6,5%
5,2%

14,3%
1,3%

7,8%

0%

1,3%

6,5%

13%

2,91

2,17
2,74

2,95
2,79

2,90

2,81

2,69

2,74

2,99

Note. CD — Completely disagree; D — disagree; A — agree; CA — complete agree.

Table 11 represents teachers’ attitudes towards the environment at the research site.

Overall, teachers have positive attitudes towards the work environment at school and are

satisfied with these aspects of their job. As can be seen in Table 11, mean values for each

item are around 3 which means the respondents mostly agreed with the statements. An

item most disagreed with was ‘There is overall a positive atmosphere at school” with a

mean value of 2,77 which tells us that this aspect of teachers’ job needs attention and

improvements.
Table 11

Work environment

CD D A CA Mean
i Ej;zﬁrsgxﬁr;izfovlmrkmg 13%  156%  71% 11,7% 2,94
Itl;ggzgig’rvee;i‘lslciggfmve 2,6%  247%  662% 6,5% 2,77
The school maintains positive
relationship with students for 1,3% 5,2% 79,2% 14,3% 3,06

effective learning.
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The school maintains positive
relationship between colleagues.
I feel that I am helping my
students to learn.

My job at this school that is
enjoyable and stimulating.

I am relaxed when I enter the
classroom to teach.

I have a positive attitude toward
current educational reforms.
Note. CD — Completely disagree; D — disagree; A — agree; CA — complete agree.

1,3% 15,6%  70,1% 13% 2,95
0% 0% 87% 13% 3,13

9,1% 81,8% 9,1% 3,00
1,3% 80,5% 18,2% 3,16

1,3% 7,8% 83,1% 7,8% 2,97

Table 12 contains the survey items representing professional development of
teachers and includes participation in in-service PD, professional development and school
promotions. As it is shown in Table 13, mean values for each item are 3, 2,99 and 2,87
respectively. This shows that mostly teachers have a positive attitude regarding
professional development opportunities at the research site.

Table 12

Professional development

CD D A CA Mean

I voluntarily participate in in-

service professional 2,6% 11,7% 68,8% 16,9% 3,00
development trainings.

I have a chance to develop
professionally at my school.
I have a chance to get
promoted at my school.
Note. CD — Completely disagree; D — disagree; A — agree; CA — complete agree.

1,3% 10,4% 76,6%  11,7% 2,99

2,6% 13% 792%  5.2% 2,87

The survey data gives us a general perspective regarding certain aspects of
teachers’ motivation at the research site. Overall, it can be concluded that mostly teachers
have a positive attitude towards how such items as professional development, staff
administration, work environment and salary are sustained at the research site.

4.4.1. Exploration motivational environment at school: qualitative data

In order to answer research question 2, which aims at identifying the motivational

environment at the research site, the interview results were analyzed further. According to
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the interview responses, it can be noticed that teachers evaluate the environment at their
school as generally positive. Teachers accept the fact that teachers feel the accountability
in educating the future generation and are committed to the profession as well as enjoy
working with children. Analyzing the responses, the following themes emerged which will
assist to address research question 2:
e motivational environment at school
e discouraging aspects of teachers’ job at school
e ways to motivate teachers better
4.4.2. Motivational environment at school
The survey results revealed that teachers are mainly satisfied with certain aspects of
their job. However, in order to understand the way the motivational environment is
maintained at the research site, the interview analyses were useful. The participants’ views
regarding the work environment at school corresponds with the quantitative data.
Teachers’ believe that overall it is positive; however, certainly there are areas that need
improvements. For example, the Interviewee 1 noted:
I think most of teachers are devoted. They perform their best. In spite of this our
department experienced turnover of teachers. Some of teachers left their job
because they were overloaded. All that extra duties especially unnecessary paper
work makes teachers leave their job. Last year, 8 or 9 teachers of our department
left.
Looking at this response, it can be concluded that even though teachers are committed to
their job, there is a concern regarding the paper managing aspect which is a common
world-wide issue in teaching profession. Thus according to the interview results, , there
were certain factors which hinder motivation of teachers such as intensification of
teachers’ job.

Next participants mention incentives in the form of bonuses as motivation at their

school. At the same time, besides material motives, it was also expressed by Interviewee 4
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that kind words of acknowledgement of teachers’ accomplishments would be a great
inspiration of teachers. Meanwhile, the Interviewee 2 noted that in order to motivate

teachers it is necessary to improve professional status of teacher in the country.

Currently, motivation is maintained at school though I cannot say that it is
completely maintained. If we compare our system with developed countries, status
of teachers in those countries are higher. Their achievements are recognized
without any letter of appreciation. In our school motivational environment is
mainly positive. The colleagues have positive relationship, students are motivated,
and teachers know their role in educating students. One of the motivations is bonus
payment. Even though we do not get it so often, but it is still motivation for
teachers. (Interviewee 2)

It was mentioned that appreciation of teachers’ efforts are sometimes overlooked.

Certainly, the motivation environment is positive; teachers’ efforts are recognized
materially and by letters of appreciation. However, I think the school lacks giving
motivation by orally recognizing efforts of teachers which would be just enough.
Sometimes efforts of teachers are overlooked which makes me sad. (Interviewee 4)

Thus, treatment of teaching as a less then respected profession can demotivate teachers as

shown by the interview results. Overall, the interview data analysis revealed that although
teachers assess the environment at school as a positive, they also believe that material
stimulus does not always have a positive effect on teachers’ motivation.

4.4.3. Rewarding by bonus payments at the research site

Bonus pay rewards are considered to be encouragement for staff to be more
productive and accomplish more. However, references to studies about this tendency in
literature review chapter revealed that this method does not always bring positive effects
on employers’ motivation. Thus, the participants were asked to share their opinion
regarding this tool in encouraging teachers. The teachers hold different views about
motivating teachers by performance based rewards. Certainly, all of them agree that
incentives in the form of bonus payment are one way to motivate teachers. However, it was

also noted that the way it is done in their school is not always fair, and they believe that the
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system of awarding performance based bonus payments needs developed. This was
expressed by the Interviewee 1:

I think the way it is done these days is humiliating. It is humiliating to collect reports
and fill in the table to prove the accomplishments you have done for last 3 or 4
months. It should be responsibility of administration. It should not been teachers’
burden to collect evidence to get bonuses. I believe every teacher is accountable in
doing her or his responsibilities. Our main role is that we are teachers. We need to
teach only. But I completely, totally disagree with the system of collecting evidence
to be awarded bonus payment. I disapprove this idea.

Another interviewee also believes that there is a flaw in the system of awarding
bonus payments at the school. This interviewee emphasized that bonus payments should
not be equally awarded to everyone. Each teacher’s accomplishments need to be taken into
consideration. Thus, it allows motivating others to work harder.

There are both sides. In every organization, bonus payments or other motivations

make people believe that their achievements are recognized. However, not everyone

tries their best to contribute to the improvement of the school. There could be some
teachers who make every effort to educate students. At the same time, there are some
teachers, who receive bonus payments equally without accomplishing anything.

Thus, I believe awarding payment based on performance needs to be thoroughly

considered as there are people who may not work hard and get bonus payments. I

hope this system will be improved in the future. (Interviewee 2)

One more interesting response was that the participant suggested an alternative for
bonus payments in the form of day off.

It is always necessary to support teachers by bonus payments as our salary is not

high. Bonus payment is not awarded fairly because everyone receives the same

amount of bonus payment. I believe everyone should be awarded bonus payments,
and besides this teachers who accomplished more should be awarded additionally. It

can be not only monetary but just giving days off. (Interviewee 4)

Overall, from the interviews with teachers it can be seen that the system of bonus
payments in school is underdeveloped as all the interview participants expressed their
disapproval. They are concerned about the unfairness of the system as some teachers may
be awarded bonuses undeservedly. Nevertheless, it was also mentioned that teachers

support the view that bonus payments are a necessary stimuli for teachers as current

salaries are not very high.
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To conclude, the qualitative findings contributed to a deeper understanding of
teachers’ perspectives regarding intrinsic and extrinsic motivational aspects of their jobs.
The following outcomes can be noted. An intrinsic stimuli identified by teachers was the
engagement with learners, and feeling that they are helping students grow and achieve
learning goals. Meanwhile, extrinsic motivational aspect of teachers’ job at the school
included such items as salary, convenient work conditions, facilities and professional
growth. These responses were consistent with results which were revealed from open-
ended survey questions where participants also mentioned salary and children as the most
important motivational factors of being a teacher.

4.4.4. Discouraging aspects of teachers’ job at school

Having analyzed what motivated teachers’ at school, it was interesting to explore
factors in teaching that were discouraging and hampered teacher motivation. Therefore, to
identify this, the survey and interview participants were asked to reflect on discouraging
aspects of their job at school. Thus, both data results were analyzed to answer this
question. The last part of the survey asked participants to answer open-ended question
which was ‘What are demotivational aspects of your job at school?’Survey responses were
coded to identify categories, and analysis of the survey responses revealed the following
themes: (1) school administration, (2) paper work, (3) meetings and (4) assigning
additional tasks.

School administration

Some of the survey participants expressed their views regarding the management
style of the school administration staff. Most of the survey respondents identified this
theme as the main discouraging aspect of their job at school. Participants mentioned that

they disapprove the way the administration staff treats teachers. Teachers believe that the
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school principal and vice principals practice ‘authoritarian leadership style’ which implies
that teachers’ voices are not heard and they are strictly controlled and supervised.

Paper work

Another point regarding discouragement for teachers was managing endless paper
work. Teachers emphasized that writing reports for responsibilities besides teaching is a
time-consuming process and an obstacle to preparing for the lesson. It was highlighted that
bureaucracy is the main obstacle to getting the job done. One participant mentioned ‘We
have to develop formal plans for everything’.

Meetings

Another theme which was expressed many times was endless meetings.
Participants identified that they have to attend meaningless meetings that waste their
precious time. In addition, besides formal staff meetings, teachers are obliged to participate
in different seminars organized in school even though they are not always seen as useful.
Again, participants expressed their concern saying that meetings do not allow them the
time to prepare for the lessons effectively.

Assigning additional tasks

The respondents mentioned that teachers are overloaded by different additional
tasks. By this they meant, organizing seminars for teachers of other schools, preparing
students’ for subject olympiads, research projects, publishing articles and conducting
action research or other studies of their own practice. Teachers note that they do not have
enough time to think about teaching. Moreover, it was expressed that there are not always
clear instructions and procedures to carry out the tasks.

According to the survey data, it can be concluded that even though the motivational

environment at the site is generally positive, there are some aspects of it which show that
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teachers are burdened with paper work, unfair treatment of administration staff and lack of
time to devote to planning.

4.4.5. Changes in demand to teaching performance and its impact on motivation

In the literature review chapter, it was discussed that teaching profession has been

intensified due to education reforms and increase of additional duties of teachers. As a
result of interviews it was also found that currently teachers feel that new demands of
educational system require them to be well-rounded in terms of technology, and to master
new teaching approaches which focus on skills based learning rather than knowledge-
based learning. All these factors were found to increase the amount of work done by
teachers on the job. For example, Interviewee 1 expressed resentment regarding work
overload.

I am a little bit overloaded, tired for the last time because we have double work. By
this [ mean if we have electronic journal we also have to fill paper journals. Also
we have some official documents to check, summative assessments. It is continuous
assessment that never ends. This is my direct job. I like checking doing my own
staff, but we have also extra staff at work that takes a lot time and it is tiring
somehow because it is not our direct responsibility. We have coordinating job as
well as mentoring job, and certainly it might be beneficial on the one hand but on
the other hand, our school requires having all those things, unofficial documents.
Filling all those papers takes a lot of time and it is tiring.

It has changed completely. Previously, in traditional approach, teachers were
source of knowledge. But this is not true anymore. But still we can be source of
knowledge. With the introduction of renewed curriculum my mission is now to
guide students. To help them to work with information, develop skills. I do not dare
say that I achieved my mission. At the same time, these days, paper work 1is still
problem. Our time is being wasted by filling in paper.

Based on interview responses it can be noticed that teachers feel overloaded with
additional duties which mainly include filling out documents. Teachers are overwhelmed
by paper work which is considered time-consuming. In addition, the following
interviewees mentioned that transformation to a new system of assessment and the

renewed curriculum requires teachers to deliver their subjects differently than they used to.
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Certainly, in order to be able to help students to master skills rather than focus on
knowledge-based learning, teachers have to continuously develop their own skills. To do
this, teachers have to be involved in professional development seminars which also

demands effort and time.

With the transformation to new system, new programme requires us to teach children
who can easily adapt to new circumstance, we develop their skills. We can also say
requirements changed. Previously, it was knowledge-based. These days it is more
about applying knowledge in practice. Traditionally, we used to focus on
achievements. But these days we aim developing students’ thinking skills, problem
solving skills. Teachers’ performance has also changed. (Interviewee 2)

Demands have been changed greatly. In the era of technology, teachers should know
new innovative methods, use technology and teacher should develop.(Interviewee 3)

It was easier to teach earlier because it was teacher-centered, and there were not so
many requirements. However, nowadays we have a lot of requirements not only from
the school administrator but from other officials too. (Interviewee 1)

As the result of interview, it can be noticed that teachers’ responsibilities increased
due to assigning additional tasks. Due to the transformation in curriculum and assessment
system, teachers’ performances has changed as they have to adapt to a new system and
learn skill-based approaches. Besides this, modern education requires teachers to
effectively integrate information communication technologies into lessons which means
that they have to become proficient in technology themselves.

4.4.6. Ways to maintain motivational environment at school: teachers’
perspectives

In order to find out teachers’ view regarding effective ways to encourage teachers,
interview participants were asked to share their opinions about effective ways to maintain a
positive motivational environment at school. Certainly, the survey results revealed that the
environment is generally stimulating and positive at the research site. However, there were

several recommendations on improvement and better ways to stimulate teachers. For
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example, the two participants mentioned that emotional support such as kind words could
be inspirational for teachers.

I would like our administrators to think of backing up teachers, not only by
monetary reward but saying praiseworthy words, and every teacher would come to
work with pleasure to have something pleasant and enjoy their work. (Interviewee 1)

Certainly, the motivation environment is positive. Teachers’ efforts are recognized
materially and by letter of appreciation. But I think the school lacks motivation just
by orally recognizing efforts of teachers would be just enough. Sometimes efforts of
teachers are overlooked that makes me sad. (Interviewee 4).

At the same time another two respondents referred to monetary incentives which are
actually received by teachers, however, teachers believe that the last years monetary
rewards were decreased and it affected teachers’ motivation. Through asking teachers their
perspectives on methods to create a stimulating environment, one can also draw a
conclusion concerning whether teachers are motivated intrinsically or extrinsically. Based
on teachers’ suggestions, which came from both intrinsic and extrinsic aspects of their job
it is possible to say that teachers seek not only material motives but emotional support in
order to strive.
4.5. Conclusion

This chapter focused on introducing the findings of the research which were
revealed as the result of analyzing survey and interview data. The first part presented
quantitative data regarding motivational aspects of teachers based on ranking items the
importance of items in the survey. Further, the quantitative data was supported by the
interview analysis which allowed for exploring intrinsic and extrinsic motivational aspects
of teachers more thoroughly. The second part of the chapter aimed at identifying teachers’
perspective on the environment at the school where they were working. The revealed

findings will be discussed in the next chapter of the study in terms of the existing literature.
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Chapter 5: Discussion

5.1. Introduction

This chapter focuses on reviewing the major findings and provides meaningful
interpretation of the results. The discussion of findings will be done in relation to literature
review and research questions. The chapter will consider the findings regarding teachers’
perspectives about what aspects of their work they find either intrinsically or extrinsically
motivating. Furthermore, the ramifications concerning which factors teachers find more
motivational, intrinsic or extrinsic aspects, will be discussed. This is followed by the
discussion of teachers’ degree of satisfaction with motivational environment at the research
site.
5.2. Motivational factors: Intrinsic and extrinsic motivation

According to the qualitative data findings, teachers’ perceptions of which aspects of
their job are extrinsically and intrinsically motivating were consistent with the theories that
were mentioned in the literature review.

5.2.1. Extrinsic motivational aspects

Teachers expressed that the most significant extrinsic motivational aspect of being
engaged in the teaching profession is salary as well as school facilities which creates a
comfortable work environment. These findings are consistent with findings mentioned in
the study by Salifu (2014) which refers to such aspects of extrinsic motivation of teachers’
jobs as payment, equipment and professional development and growth. Professional
development and growth was one of the themes that emerged as a result of the analysis of
open-ended survey responses

Even though the findings suggest that salary is one of the ways to extrinsically
motivate teachers, studies by Frey and Jegen (2001) state that although monetary rewards

are one of the ways to extrinsically motivate employees, it may have a negative effect on
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the intrinsic motivation of teachers (as cited in Han, Borgonovi & Guerriero, 2018).
However, the research findings revealed that monetary rewards are the most important
stimuli for these Kazakh teachers.

Motivation by monetary rewards

Studies by Miiller, Alliata and Benninghoff (2009) note that monetary rewards are
effective as stimuli, however, they also emphasize that not always does extrinsic incentives
positively affect teachers’ motivation. However, according to survey data collected in this
study, the findings demonstrate that teachers generally find salary as one of the most
important stimulating factors. Among all other motivational aspects salary was ranked as
the most significant with mean value M=3,45 out of a possible high of 5.0. Teachers’
perspectives regarding ranking salary as the most important motivational factor might be
explained by the fact that after the collapse of the Soviet era, teachers experienced a harsh
period due to unstable economic conditions and a very low salary. This time period caused
a massive departure of qualified teachers from educational systems all over the country
(Silova, 2009). It was also highlighted in the study by Silova (2009) that insufficient salary
is one of the most influential factors having an impact on the status of the teaching
profession in post soviet Central Asia countries (Azerbaijan, Tajikistan, Kyrgyzstan and
Kazakhstan).

Further confirming the motivational aspect of salary is that the findings showed that
bonus payments are also highly motivational for teachers with an average score of 3,13 out
of five (see Table 4,8). This in turn does not support a theory about ineffectiveness of
monetary rewards (Han, Borgonovi & Guerriero, 2018). The motivational ineffectiveness
of monetary payments has also been questioned by in the study by Hulleman and Barron
(2010) who discovered that performance based payment may actually increase the level of

teachers’ motivation. The qualitative data findings of this study suggest that teachers
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support the idea of awarding bonus payments according to the accomplishments of each
individual teacher, as they see it is one way to recognize teachers’ achievements, and could
also eliminate unfairness which takes place when bonuses are awarded to everyone even
though some teachers may not deserve it. Thus, it can be concluded that the bonus
rewarding system at the research site needs to be thoroughly reconsidered and improved.
It is necessary to determine specific criteria for the bonus awarding system. For example,
as it was discussed in the study of Hulleman and Barron (2010), one component to evaluate
teachers’ performance was students’ learning (test scores). However, the study points out
to the ineffectiveness of linking teacher performance and student learning, since it is
difficult to determine if the teachers behavior actually affected students’ scores.

Motivation from achievement recognition

Another form of extrinsic motivation that was found to support teacher motivation
was being appreciated for accomplishments through the awarding of special letters of
appreciation and gratitude by the school administration and other officials. According to
the interview analysis teachers believe that receiving positive feedback from school
administrators positively impacts teachers’ motivation. Some teachers thought that the
effect of achievement recognition might be so important because it was highly prized in the
Soviet era system. Thus, current teachers find official documents of recognition of
achievements valuable. At the same time, some teachers mentioned that this inspiration can
be extended to oral positive feedback.

Quantitative data findings regarding this aspect of motivation showed to what
extent teachers’ find the recognition of achievements as an important motivational factor.
For example, when teachers were asked to rank the order importance of a number of

external motivators this factor had a mean value of 7,45 (1 — the most important and 10 —
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least important). This implies that among other aspects of teachers’ job motivation
‘recognition of achievements’ was not ranked as that important.

5.2.2. Intrinsic motivational aspects

According to findings, teachers’ define intrinsic motivation aspects of their job as
actions which are driven by internal motives such as devotion and love of teaching
profession, and desire to do the job for its own sake. This discovery accords with an earlier
of Covington (2010) which refers to intrinsic motivation as being seen as a deed done by a
person’s inner desire. By devotion or love for the profession, teachers implied that being
engaged in the work with students is one of the main stimuli. This aligns with findings by
Miiller et al. (2009) which identified a third category of human motivation, and defined it
as ‘altruistic’ motives which implies commitment, loyalty and helping children to become
successful citizens.

The research findings have also revealed that teachers identify receiving feedback
from students as one of the key intrinsic motivational factors. It was noted that receiving
positive feedback from students, who graduated years ago, is really inspiring. The
respondents also referred to parents’ and colleagues’ positive feedback as sources of
encouragement. This finding is supported by the study of Hackman and Oldham (1980)
which discussed the importance of receiving positive feedback from students about
teachers’ performance which in its turn contributes to an increase in teacher competence
(as cited in Firestone, 2014). Teacher competence is one of the intrinsic motivational
aspects which was mentioned in the studies by Deci and Ryan (2000) and Firestone (2014)
who claimed that feeling competent gives teachers confidence to fulfill responsibilities and
achieve objectives and thus increases their motivation.

However, it should be noted that according to the analysis of the survey in this

study it was revealed that teachers did not rank a sense of achievement as the most
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important. Even though Firestone (2014) claimed that having a sense of confidence to
achieve goals strengthens teacher motivation, the findings of this study does not align with
this idea. The findings showed that teachers found, out of both extrinsic and intrinsic
factors, ‘a sense of achievement’ as not one of the most vital items which encourages them
in their work. In fact, the mean value was 6,94 where 1 was the most important and 10 the
least important.

As it was discussed in the literature review chapter, one of the internal motives that
makes teachers’ job enjoyable is being engaged in working with students (Yau, 2010). Yau
(2010) found that a positive relationship with students was the main determinant of teacher
job satisfaction. These research findings somewhat supported this work from the field and
as it was revealed that the survey respondents ranked this item in the middle level of
importance with an average value of 4,62 (1 — most important, 10 — least important). Thus,
teachers feel that this factor is somewhat important towards their job satisfaction.

Another factor considered by research to be an intrinsic motivational factor was the
‘professional status of the teacher’ which implies entering the teaching profession for the
sake of helping to educate children and serve society (Miiller et al., 2009). In this study
teachers ranked this factor on average as 6,32 which suggests that teachers do not find the
teaching profession itself as a high status professional field . This can be explained by the
fact that after collapse of the Soviet Union, many post soviet countries like Tajikistan,
Kyrgyzstan and Kazakhstan experienced a decline in economy which caused decrease in
salary, deterioration of the status and prestige of the teaching profession (Silova, 2009).
Therefore, in this case study teachers identify extrinsic aspects of their job as the main
motivational factor.

5.3. Teachers’ initial and current motives to enter teaching
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As it was noted in the literature review chapter, the study of Richardson and Watt
(2014) highlighted that pre-service teacher’ motivation changes negatively as they start
teaching in schools. They point out that the difficulties in school may negatively affect their
satisfaction and decrease motivation to stay in the teaching profession (as cited in Richardson et
al., 2014). According to the findings, teachers admit the fact that they primarily did not intend
to become teachers. Teachers explain that the unstable economy in the country, unemployment,
impact of relatives or simply accidental circumstances made them enter the teaching
profession. However, even though teachers’ original motives to become teachers were not
intentional, it was further found that respondents’ views about teaching were positive. All of
them acknowledged that they enjoy their job despite some factors causing negative emotions
such as work overload and being under-appreciated by the government. So, the current
research findings suggest the opposite perspectives regarding the view that pre-service
teachers’ motivation decline as they enter teaching profession (Richardson et al., 2014). So,
these research findings can be explained by the fact that these older teachers had weathered the
storm of education and were still driven to be teachers even if there are negative aspects.
5.4. Teachers’ satisfaction with motivational environment at school

While discussing motivation at the workplace, several studies tried to link it with
job satisfaction (Miiller et al., 2009). Being satisfied with certain aspects of the job is one
of the indicators of increased motivation at workplace. In the literature review chapter it
was mentioned that low motivation caused by fatigue does not contribute to the
improvement of school development. Miiller et al. (2009) emphasized three aspects of
teachers’ job affecting their satisfaction. According to the research, teachers feel satisfied
when they are supported by school administrators, provided autonomy and the school
environment is positive. As we know from the literature review chapter, school

administrators and the school environment are extrinsic motivational factor while giving
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teachers autonomy increases intrinsic motivation. Thus, in order to identify teachers’
satisfaction level, teachers were asked to answer survey questions which include elements
of aforementioned aspects of their job.

School administration

The findings revealed that teachers generally agree that school administration
supports them at the research site. On average the teachers felt that the administration
supported them (M=2,74). Thus, teachers’ responses were positively skewed. However,

the study’s qualitative data presents the findings which refer to ‘school administration’ as
the main factor causing teachers’ demotivation at research site. This can be explained by
the fact that even though the percentage of those who agreed that they are supported was
71,4%, the remaining respondents (28,6%) disagreed which may indicate that
administration has a slight discouraging impact on the motivational aspects at the research
site.

The second aspect of teachers’ job satisfaction was determined to be autonomy.
Quantitative data findings revealed that teachers felt that autonomy ( M= 2,91) at the job site
was satisfying as it allowed them freedom which means that most of teachers feel autonomy
when making decisions concerning materials and methods to be used in class to achieve
learning objectives. On the contrary, teachers’ degree of satisfaction with their work schedule
at research site was more negative with mean value 2,17. It can be seen that this mean score is
negatively skewed which implies that most of the teachers feel that they do not have a flexible
timetable. It can be clearly seen if we closely look at percentages. For example, the percentage
of those who agreed that they have flexible schedule was 28,6% while the ratio that disagreed
was 71,4%.

Past research has shown that being involved in the decision making process which

includes flexible work schedule, opportunity to select learning resources and opportunity to
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develop professionally are essential constituents of positive satisfaction within job sites (Boyd
et al., 2011). The findings of this study regarding teachers’ involvement in the decision-
making process of this school shows that the majority of teachers’ feel their voices are
considered while making decisions. According to the survey data, mean value for teachers
perceptions about their participation in the decision-making process was M= 2,74 which shows
that more than 50% of teachers’ agree with this item.

On the other hand, qualitative data analysis of interviews showed that teachers feel
overwhelmed with unexpected tasks assigned by school administrators. As it was mentioned in
the literature review, when teachers have to accomplish tasks without questioning it, it has a
negative effect on their performance making their job feel more routine (Hargreaves, 1995). In
addition to this, it was found that besides assigning endless tasks, teachers are at this site are
obliged to participate in continuous staff meetings and seminars which are not always
beneficial but are time-consuming. These aspects do not allow teachers to devote their time to
effective planning. This situation can be defined with the term ‘contrived collegiality’ when
teachers are mandated by school administrators to collaborate and rather has negative impact
(Hargreaves, 1995). Therefore, to enhance teacher effectiveness through increasing teacher
motivation it is necessary to consider aforementioned circumstances.

Professional development

An opportunity to grow professionally and get promoted is one of the aspects of
intrinsic teacher motivation. Even though, previously it was discussed in the study by
Hargreaves (1995) that teachers have to take part in different meetings and professional
development seminars involuntarily, the quantitative data findings of this study suggest that
teachers are engaged in training by choice. According to survey, the mean score for the
participation in in-service professional training was M=3 which means that 85% of respondents

agreed with the item. An opportunity to develop professionally and get promoted were also
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rated high with mean scores of 2,99 and 2,87 respectively. This means that above 80% of
teachers agree that they have favorable conditions to grow professionally at research site.

Work environment

In the study by Miiller et al. (2009) it was discussed that one of the elements of
teachers’ jobs that affects their satisfaction level is the work environment. The findings
regarding teachers’ satisfaction with the work environment at the research site showed that
teachers were generally satisfied with the atmosphere at the research site. The work
environment showed the mean value was 2,94 (Agree — 71%), and the mean value for the
positive atmosphere at research site was 2,77. The percentages of those who ‘completely
agreed’ and ’agreed’ for this item were 72,5%. This means that the environment at the research
site is mainly positive and stimulating to work at for the teachers in this study.

5.4.1. Demotivational aspects of teachers’ job

The research findings of this study regarding discouraging or demotivational
factors revealed that teachers concerns were associated mainly with the following aspects
of their job (1) school administration, (2) paper work, (3) meetings and (4) assigning
additional tasks. Similar categories were indicated in a study by Aydin (2012) that focused
on teacher motivation and referred to issues related to the curriculum, work conditions,
students and their parents, colleagues and school administrators as the main areas affecting
teacher motivation.

According to the research findings, respondents feel that they are overloaded with
paperwork especially since they are required to provide reports of the work accomplished,
and develop plans for each event which they find ineffective since it is a time consuming
process. They feel that without these time consuming processes that more effort could be

devoted to plan lesson creatively. Similar issues are mentioned by Hargreaves (1995)
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where he gave examples of teachers’ experience dealing with endless paperwork which
discourage teachers to work effectively.

At the same time, Aydin (2012) and Alkahtani (2017) find that discrimination by
the school administrators was one of the factors causing low motivation and
discouragement in teachers. The survey findings revealed that teacher are concerned
about unfair treatment of school vice-principals towards teachers. Even though most of the
teachers (79,2%) agreed that school administrators treat them fairly, the open-ended survey
question showed that they feel that some of the school administrators are prejudiced
against certain teachers.

The open-ended question included in the survey revealed another finding regarding
the demotivational aspects of a teacher’s job that is worth discussing was being involved in
additional obligations besides teaching. This can be explained by the fact that current
criteria in the teaching profession of Kazakhstan expanded its requirements for teachers
and included the need for them to publish articles on their own practice, conduct lesson
study, action research and organize extra-classes to prepare students for subject olympiads
and research projects. Teachers feel that being involved in these processes negatively
affects their teaching as more energy and time is dedicated to additional responsibilities.
This finding aligns with the studies by Aydin (2012) and Alkahtani (2017) which refers to
non-teaching duties as the one of the aspects that negatively affects teachers’ job
motivation.

The quantitative and qualitative data findings revealed one more item which is
considered as an obstacle to enjoying the teaching profession. Teachers referred to endless
meetings as a barrier to increased teacher motivation. They explained even though staff
meetings are an unavoidable part of their job, there are some questions which can be

resolved through email communication. Respondents have also noted that besides formal
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gatherings, there are organized seminars or training for teachers which require mandatory
participation of all teachers. Teachers justify this tendency by the fact that some of those
seminars are not always productive and steal teachers’ precious time. This finding is
aligned with issues discussed by Hargreaves (1995) where he raised teachers’ concerns:
They're forever - this year we've all said the same thing — this year seems to have been
particularly bad for conferences and workshops. And they want you to attend this and
they want you to attend that; there's this new program and that new program (p.125)
Even though it was earlier discussed that motivational environment at the research site is
generally positive, there are still issues related to certain aspects of their job causing
resentment. Those areas are connected with the attitude of school administrators towards
certain teachers, as well as additional paper work, extra meetings and additional tasks.
Currently, the government of Kazakhstan is developing the project about ‘Status of
teacher’ which aims at motivating teachers through reducing workload, protecting them
from unplanned inspection and non-teaching duties (MoES, 2018). It is hoped that this
project will consider the factors that increase teacher extrinsic and intrinsic motivation
through eliminating factors, which were discussed above, that cause discouragement.
5.4.2. Current education changes and its demands for teaching profession
As it was reviewed in literature and introduction chapters, currently the education
system of Kazakhstan is undergoing transformation regarding curriculum and the assessment
system. Fimyar and Kurakbayev (2016) explained these changes in their studies with the fact
that old and traditional curriculum and methods were focused on acquiring knowledge which
does not contribute to the development of skills necessary in the modern world. Certainly, the
main agents to implement those changes are teachers. Therefore, this study was aimed at
identifying teachers’ attitudes towards the updates in the educational system and how their
performance has changed with the implementation of these changes and whether it has affected

their motivation to continue teaching. The quantitative data findings revealed teachers
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perspectives about the current education changes. According to the findings, the majority of the
respondents feel positive about updates in curriculum and assessment. The proportion of those
who ‘completely agreed’ and ‘agreed’ was 7,8% and 83% respectively whereas the ratio of
teachers who have doubts regarding transformation comprised 1,3 % and 7,8%. This means that
teachers support and are positive about the effectiveness of new system.

At the same time, the qualitative data revealed how teachers’ performance has changed,
and whether it has affected their attitudes towards teaching profession in comparison with
initial motives to enter teaching profession. According to the interview findings, one teacher’s
view about approaches in teaching echoes with the findings of Fimyar and Kurakbayev (2016)
which emphasized that these days we are shifting from knowledge-based approach and
teaching students to think critically and acquire skills. Other respondents have also admitted
that teachers have to master innovative methods themselves and nowadays it is more

challenging to teach as the requirements for the teaching profession are increasing.

5.4. Summary

This chapter discussed the major findings of the study which where guided by research
questions and reviewed literature. As the result of analysis and contrast of the research
participants’ perspectives about the concepts of intrinsic and extrinsic motivational aspects of
teachers’ job with the theories and ideas mentioned in previous studies, it was concluded that
teachers consider being able to engage in work with students and help them succeed have the
greatest intrinsic motivation for them. Meanwhile, participants find salary, working conditions
and facilities are large external stimuli to continuing to teach. Overall, teachers find extrinsic
factors such as payment, fair treatment, flexible schedule and work environment the most vital
in teachers’ job while factors representing intrinsic motives such as sense of achievement,

status of teacher were not considered as influential.
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Furthermore, based on discussion of teachers’ views regarding the importance of certain
items in motivating teachers, it was revealed that ‘salary’ was the most significant external
motivational factor which encourages teachers.

Similar to findings of other studies, the current research concludes that major aspects
causing discouragement are paper work, being overloaded with additional responsibilities and
the school administrators’ attitude towards teachers.

Finally, consistent with literature review, certain aspects of teachers’ job such as ‘school
administration’, ‘work environment’ and ‘professional development’ were identified as major
motivational areas, and it was concluded that teachers at the research site are mostly positive
and satisfied with the work done in these categories.

The findings will be discussed in the conclusion chapter in terms of recommendations
for policy makers, and practitioners such as administrators. In addition, avenues for future

research that emerged in this study will also be discussed.
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Chapter 6: Conclusions and Recommendations

6.1. Introduction

This chapter discusses the major findings, recommendations for multiple
stakeholders, and future research. The present study aimed at exploring factors affecting
teachers’ motivation and the motivational environment at the research site. The following
research questions were addressed: (1) What factors keep teachers motivated to teach? and
(2) What are teachers’ attitudes towards the motivational environment at their school? To
address the research questions this case study employed explanatory sequential mixed
method. To collect quantitative data, 77 participants were surveyed to answer rank order,
Likert scale and open-ended questions while qualitative data was collected through
interviewing 4 teachers.

6.2. What factors keep teachers motivated to teach?

The discussion of the findings revealed that teachers’ perceptions of intrinsic and
extrinsic factors affecting teachers’ motivation is consistent with the findings of the
reviewed literature for the present study. As it was mentioned in the study by Miiller et al.
(2009) the process of teaching students itself is one of the main stimuli motivating
teachers. Thus, the present study revealed that teachers identify that working with
students, and helping them progress was a major intrinsic motivational factor while salary,
bonus payments and facilities are considered as major extrinsic motivational factors.

Furthermore, the study revealed whether teachers’ motivations to remain
committed to the profession are mainly guided by extrinsic or intrinsic factors. The survey
revealed that teachers identified ‘salary’ along with ‘fair treatment’ as the most important
factors which help them to thrive in their work. Meanwhile, items such as ‘stability of the
teaching profession’, ‘recognition of achievements’ as well as ‘professional status of a

teacher’ were found to have less impact on teachers’ work motivation.
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6.3. What are teachers’ attitudes towards the motivational environment at their
school?

The findings regarding the second research question revealed that teachers are
generally positive towards the way the motivational environment was sustained at the
research site. The results show that the majority of teachers are satisfied with the salary at
the site. According to reviewed literature, Hulleman and Barron (2010) emphasized that
performance based payment may have positive impacts and increase the level of teachers’
motivation. Thus, the present study has also showed that 70% of surveyed participants
agreed that bonus payments encouraged them to work effectively. This supports the
findings derived from this study’s survey questions where participants ranked salary as the
most significant factor affecting their motivation.

The study by Miiller et al. (2009) claimed that teachers feel satisfied and thus
motivated at work if they are supported by the school administrators. The present study
showed teacher satisfaction with administrative aspects of their job is mainly positive.
More than 70% of participants agreed that they felt that the school administrators are
supportive of them and almost 80% felt that they are treated fairly. This finding aligns with
the survey results that showed that teachers considered being ‘fairly treated’ as the second
most important factor that motivates them to remain in the profession. Consequently, it
can be concluded that the research site administrators nurture positive relationships with
their teachers. However, 71,4% of survey respondents disagreed that they have a flexible
work schedule. This shows where administrators could improve the motivational
environment of the school by introducing new schedules which allow for more flexible
work schedules for teachers.

Reviewed literature showed that one of the aspects of teachers’ job having impact

on their satisfaction level is work environment (Miiller et al., 2009). In this study one
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factor affecting motivational conditions at the Kazakh research site was work environment.
Overall, the ratio of those who were satisfied with the work environment was above 80%.
Thus, teachers felt that the research site maintains a comfortable work environment, as
well as a positive and relaxed work atmosphere. One other factor affecting teacher
motivation is professional development. The findings revealed that the research site
provides enough opportunities for teachers to grow professionally, since almost 88% of
surveyed teachers agreed they have a chance to develop professionally and get promoted.

Qualitative data analysis helped to give deeper insight regarding the motivational
environment at research site. Teachers believe that the motivation at the research site is
supported through recognition of teachers’ achievements by awarding bonus payments and
letters of appreciation. It was highlighted that overall teachers are motivated and
committed to their job.

6.4. What needs to be done to sustain motivation at the research site?

Having discussed positive attitudes of research participants regarding the
motivational environment, it is also necessary to point to the findings that showed some
aspects of the teachers’ job which hindered the process of nurturing a motivational
environment. Quantitative and qualitative data revealed that teachers’ have concerns
connected with (1) school administrations. This implied that even though most teachers
agreed that they are fairly treated at the research site, there are still issues with being
treated inadequately and a prejudiced attitude towards some teachers. (2) Another aspect is
paperwork. It was found that teachers are burdened with filling in formal and informal
documentations. (3) Meeting and additional obligations. Teachers identified participating
in endless meetings and being assigned unexpected tasks discourages them and does not let

them enjoy teaching and working with students. These findings align with the study by



67

Aydin (2012) which also highlighted similar issues having negative effects on teacher
motivation.

Taken together, the results of the study indicate that the research site sustained a
positive motivational environment for teachers who are mainly satisfied with the
aforementioned aspects of their jobs.

6.5. Recommendations

Despite the fact that this research employed an explanatory sequential mixed
method approach to address the research questions, several limitations need to be
acknowledged. It is recommended that further research could be undertaken considering
the limitations of the current research.

6.5.1. Future Research Directions

Firstly, the generalisability of these results is a limitation as the research explored
motivation of certain teachers at a specific research site. It is suggested to collect data from
a wider range of participant which would allow comparing and contrasting results across
gender, age and subject. It would also be interesting to conduct research in this area in
different research sites with completely different work conditions such as mainstream
schools in rural and urban areas of Kazakhstan, since the current research was conducted at
school that is comparatively well equipped.

Secondly, the current study was limited by the scope, since the number of
participants could have been higher. For example, the number of survey participants was
77 people which constituted approximately 60% of all teachers at the research site, and the
number of interview participants comprised only 4 teachers. Considering larger sampling
would give more valuable perspectives regarding this topic. For example, doing a cross
sectional longitudinal study could help to determine what happens to teacher views across

time from being young inexperienced teachers to older experience veterans of the
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profession. By doing this, it can be possible to derive a wide range data as well as unfold
the theme deeper.

It is also necessary to take into consideration the fact that the numbers of intrinsic
factors were not equivalent to the number of intrinsic factors in survey questions.
Therefore, in future it would be more accurate to use equal numbers to be able to compare
and contrast factors across two categories (intrinsic and extrinsic).

Another limitation that needs consideration is the fact that the data was not
triangulated which means that the study employed two instruments: survey and interview.
Therefore, an improved study employing observation or journal keeping may provide more
accurate and objective measures of teacher motivation.

6.5.2. Recommendations for practice and policy

Based on the findings of the present research it can be suggested that policy makers
take into consideration factors which impede increased motivation of teachers while taking
initiatives and introducing reforms in educational system of Kazakhstan. Besides macro
level the study can also be beneficial at the micro level, and help school administrators to
nurture motivation of teachers in order to enhance teachers and students performance, for it
was highlighted in the study Chireshe and Shumba (2011) that increased teacher
motivation is one of the factors contributing to good academic performance and motivation
of students (as cited in Gemeda, & Tynjil4, 2015).

Thus, it could be suggested to school administrators to be mindful of
demotivational factors such as unnecessary paper work, additional duties and workload,
and the employment of various forms of motivation besides monetary rewards and

recognitions in order to support teachers’ emotional and physical well-being.
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Appendices

Appendix A
INFORMED CONSENT FORM - Interview

Exploring teacher motivation under the current school reforms in one school for gifted
children in Kazakhstan.

DESCRIPTION: You are invited to participate in a research study exploring teacher
motivation under the current school reforms in a school for gifted children.

The interview will focus on exploring the current motivational environment at the
school. This study does not impose any risks on your health, reputation and employment.
Anonymity will be provided, and all participants’ names will not be identified during the
study.

You will be asked to answer some interview questions. The conversation is going
to be audio recorded with your permission. The decision to participate in this study is
entirely voluntary. You may refuse to take part in the study at any time. You have the right
not to answer some questions that make you feel uncomfortable, or withdraw completely
from the interview at any point during the process. You have the right to request not to use
any of your interview material during this study.

TIME INVOLVEMENT:
Your participation in interview will take approximately 40 minutes

RISKS AND BENEFITS: Since the participants are protected by confidentiality and
anonymity of names, there is a minor risk for participants’ responses to be detected by
colleagues. However, after the transcription of the audio tape, the audio tape will be
available to me only and information will be stored on my password protected computer.
The data will be deidentified to protect your confidentiality. The benefits which may
reasonably be expected to result from this study are an opportunity to reflect and share
personal opinion about teacher motivation. The findings of the study may help to improve
the school environment and create a more motivational atmosphere within the schools of
Kazakhstan. Your decision whether or not to participate in this study will not affect your
employment.

PARTICIPANT’S RIGHTS: If you have read this form and have decided to
participate in this project, please understand your participation is voluntary and you
have the right to withdraw your consent or discontinue participation at any time
without penalty or loss of benefits to which you are otherwise entitled. The
alternative is not to participate. You have the right to refuse to answer particular
questions. The results of this research study may be presented at scientific or professional
meetings or published in scientific journals.

CONTACT INFORMATION:

Questions: If you have any questions, concerns or complaints about this research, its
procedures, risks and benefits, contact the Master’s Thesis Supervisor for this student
work:
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Independent Contact: 1f you are not satisfied with how this study is being conducted, or if
you have any concerns, complaints, or general questions about the research or your rights
as a participant, please contact the NUGSE Research Committee to at
gse_researchcommittee@nu.edu.kz

Please sign this consent from if you agree to participate in this study.

» I have carefully read the information provided,

* I have been given full information regarding the purpose and procedures of the
study;

* [ understand how the data collected will be used, and that any confidential
information will be seen only by the researchers and will not be revealed to anyone

else;
* I understand that [ am free to withdraw from the study at any time without giving a
reason;
» With full knowledge of all foregoing, I agree, of my own free will, to participate in
this study.
Signature: Date:

The extra copy of this signed and dated consent form is for you to keep.

According to the law of the Republic of Kazakhstan an individual under the age of 18
is considered a child. Any participant falling into that category should be given the
Parental Consent Form and have it signed by at least one of his/her parent(s) or
guardian(s).
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COI'JIACHE
HA YYACTHUE B UHTEPBbBIO

INFORMED CONSENT FORM - Interview ( Russian version)

TEMA UCCJIEJOBAHME: N3ydyeHnne MOTUBAIIMU YUUTENEH B paMKax TEKYIIIHX
HIKOJIBHBIX peopM B OAHON U3 MIKOJ AJIs OlapeHHbIX aeTeit B Kazaxcrane.

OIIUCAHUE: Bam npearaercs y4acTBOBaTh B MCCIIEAOBAHUH, H3yYarOIIEM
MOTHBAIIAIO YYUTENS B paMKaxX HBIHEITHUX IIKOJBHBIX pe(opM B IIKOJIE 7151 OTapEHHBIX
EeTEN.

NHTepBbIO OyIeT COCPEeIOTOUECHO Ha U3YUEHHH TEKYIIeH MOTUBAI[MOHHOM cpebl B MIKOJIE.
OTO HCCIeN0BaHNE HE HAKIIAAbIBACT HUKAKUX PUCKOB Ha Ballle 30POBbE, PEIyTALlUI0 U
paboty. Bame ums, pamMuins U JOJKHOCTh HE OyAyT YHOMSHYTHI I71e-TH00 B CBSI3U C
TEMH CBEACHUSAMH, KOTOPBIE Bbl COOOIINTE.

MPOLUEAYPA UCCJIEJOBAHUSA: Bam Oyaer HeoOXOAMMO OTBETHTh Ha HEKOTOPHIC
BOTIPOCHl MHTEPBBIO. Pa3zroBop OyJeT 3ammcaH C Baliero pa3pemieHuss Ha JAUKTO(OH.
Pemenue 00 y4yacTMM B 3TOM HCCIEIOBAHHUU IOJHOCTBIO JIOOpOBOJBHOE. BBl MoOkeTe
OTKa3aTbCAd OT y4aCTUs B UCCJIICJOBAHUU B JIIO6OC BpeMs. Br1 nmeete IIpaBO HC OTBCUATH
Ha HEKOTOPBIC BOIPOCHI, KOTOPHIC 3aCTaBIISIOT BaC YyBCTBOBATH ceOS HEKOM(DOPTHO, MU
MOJTHOCTBIO OTKAa3aThCs OT WMHTEPBBIO B JIF0OOOM MOMEHT mpoiiecca. Bel mMmeeTe mpaBo
IIPOCUTH HE HUCIOJIh30BaTh KAKOW-TUOO M3 BAIlMX MAaTEPHAJIOB JUISI MHTEPBBIO BO BPEMS
9TOrO HccienoBaHusa. Bamie ydactue B coOecenoBaHuu 3aiiMeT mnpuOIM3uTenbHO 40
MUHYT.

PUCKU U ITPEUMYIIECTBA: [10CKOJIbKY YYaCTHUKH 3alTUIIEHbI
KOH(GUACHIIMATLHOCTHIO U aHOHUMHOCTBIO, 3HAUUTEIbHBIA PUCK JIJIS1 YYACTHUKOB HE
cymecTByeT. [locne TpaHCKpUMNIMK ayAn03anuceii, MaTeprabl OyIyT TOCTYIHBI TOJIBKO
mHe. Madopmanust Oyner coxpaHeHa Ha MOEM KOMIBIOTEPE 3allUIIICHHOM MapoJieM.
Jlanneie OyAyT euAeHTH(PHUIMPOBAHBI IS 3aIIUTHI Ballell KOH(UACHIMAIBHOCTH.
OxuaemMple MPEUMYIIECTBA ITOTO UCCIEIOBAHUS - 3TO BO3MOXKHOCTh OTPa3UTh U
MNoACIUTHCA JTUIHBIM MHCHUCM O MOTHUBAIIUX YUYHUTCIIA. Pe?;y.HI)TaTI)I HCCJIICOOBAaHUSA MOT'YT
MOMOYb YJIYUIIUTh MIKOJBHYIO CPEAY U CO37aTh 00Jiee MOTHUBAIIMOHHYIO aTMOChepy B
mkonax Kazaxcrana. Bame pemenue, yyacTBOBaTh WM HET B 3TOM MCCJIEIOBAHUM, HE
MOBJIMSAET Ha Bally paboTy.

INPABA YYACTHMUMKA: Ecau Bbl pouiu 3Ty GOopMy U PELLIIH NPUHATH Y4acTHE B
9TOM MPOEKTE, MOXKATYNHCTA, IOUMHUTE, YTO BALIE YyYaCTHE SBISETCSA JOOPOBOJIBHBIM, U BbI
UMeeTe MpaBo 0TO3BaTh CBOE COTJIACHE WM MPEKPATUTh y4acTHE B J1H000€ BpeMmsl.
ATnbTEpHATUBOM ABIIAETCS HE ydacTHe. Bbl MMeeTe MpaBo OTKa3aThCsl OTBEUATh HA
KOHKpPETHBIE BOIIPOCHL. Pe3ybTaThl 3TOro Mcciae10BaHus MOTYT ObITh IIPEACTaBICHbI Ha
HAaYYHBIX WIK NPO(ecCHOHATBHBIX COOPAaHUIX WK OITyOIMKOBaHbI B HAYYHBIX JKypHaJax.

KOHTAKTHAS HH®OPMALIUA:
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BOITPOCBI: Ecnu y Bac ecTh Kakue-1u00 BOIPOCH], ONACEHUS HITH JKAI00bI KacaTeIbHO
JTAHHOT'O HCCJIEJOBaHKE, €ro IPOLEAYPbl, PUCKU U BBITOJIbl, 00OpPAaTUTECH K TE3UC
CyIepBa30py CTyJICHTA:

HE3ABUCHUMBIN KOHTAKT: Eciii Bac He yCTpauBaeT To, Kak 9TO HCCIe0BAHHE
HPOBOJUTCS, HITU €CIIH Y BaC €CTh KaKHe-In00 Mpo0IeMbl, xKao0bl WK 00IIKE BOIIPOCH
00 ¥ccieI0BaHNH MITH BAIlM TIPaBa B KAYECTBE yYACTHUKA, TIOXKATYHCTA, CBSHKUTECH C
NECGSE Research Committee B gse_researchcommittee@nu.edu.kz

HoxcanyﬁCTa, MOATIUIINTE 3TO COIJIaCUC, €CJIN Bbl COTJIACHBI IPUHATH Y4aCTHUC B 3TOM
HCCICOOBaHUN.

* 51 BHUMATENBHO MPOYUTAI IPEIOCTABICHHYIO HHPOPMAIIHIO;
* MHe ObL1a npeiocTaBieHa mojiHasi HHGOPMAIHS O LU U IPOLeaypax UCCIICOBAHMUS,

* Sl mornMmaro, kak OyIyT UCTIOJB30BAaThCsl COOpaHHBIC IAHHBIE U YTO JIF00as
KOH(HICHIIMATbHAS HHPOPMALIUs OyIeT TOCTYITHA TOJIBKO UCCIICAOBATEISAIM U HE OyneT
pacKpbITa HUKOMY JIPyTrOMY;

* Sl moHMMaro, 9TO S MOTY OTKa3aThCsl OT MCCIEOBAHUS B JTI000E BpeMs 6€3 00BbICHEHHSI
NIPUYHH;

* C IOJIHEIM TOHHUMAaHHUEM BCEX BBIIICU3JIOKCHHBIX, s1 COTJIaCCH, I10 CO6CTBCHHOMy
KCJIIaHUIO, ITPUHATH Y4aCTHUEC B 3TOM HUCCICOIOBAHHNU.

Jlata moanucaHus:

I[OHOJ'IHI/ITCJIBHEUI KOITMS 3TOH MOAIIHUCAaHHON U ﬂaTHPOBaHHOﬁ (bOpMLI corjiacusda
npeaHasHa4dycHa 1JId Bac.

Cornacno 3akony Pecniy6nuku Kazaxcran, nmuio B Bo3pacte 70 18 neT cuuraercs
pebenkom. KaxioMy y4acTHUKY, ONAAAIOMIEMY B 3Ty KaT€rOpHUIO, J0JKHA OBITh
npenoctasieHa Gopma cornacust poauTenei, u ona OyeT nmoAnucana, mo KpaiHei mepe,
OJIHMM M3 €0 PoJuTeNeH (poauTtenet) win onekyHa (oB).
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C¥XBAT AJIVFA KEJIICIM TTAPAYBI
INFORMED CONSENT FORM - Interview (Kazakh version)

Kazakcranmarel TapbeIHIbl Oanajgapra apHaJIFaH MEKTENTEeTT MyFaliMIepiH bIHTaCHIH
arbIMJaFbl MEKTET pedopManap asichlHIa 3ePTTEY.

CHUITATTAMACHBI: Cizaepai napblHasl Oananapra apHajIFaH MEKTEITe KYMBIC 1ICTCUTIH
MYFaIliMCP/IiH aFbIMJIAFbI peopMarap asiCbiH/Ia bIHTACHIH 3ePTTEYre apHAIIFaH FHUIBIMU
3epTTeyre KaThICyFa MIaKbIPaMbIH.

Cyx0at MekTenTeri Ka3ipri MOTUBALUSIIBIK OPTAaHbBI 3epTTeyre OarbITTanaabl. by zeprrey
CI3/IIH JIeHCayJIbIFBIHBI3FA, O€/IeNiHI3re KOHE KYMBICKA OpHAIacyAa eIIKaHAal Kayir
TeHJipMeiil. 3epTTey OaphIChIHa OapibIK KaThICYIIbIIAPABIH €CiMIepl aHbBIKTaIMA1bI
YKOHE aHOHUMJIUTIK KAaMTaMachI3 eTiIeI.

Cizzen keiibip cyxOaTTapra xayan Oepy cypanajbl. OHIIME Ci3/iH PYKCAThIHBI30EH ayIno
nukTadoHFa jKa3buIazibl. by 3epTTeyre KaTbIiCy Typasibl HIEHIIM TOJBIFbIMEH €PIiKTi OOJIBII
Tabbu1aabl. Ke3-kenreH yakpITTa 3epTTeyre Karbicyaan 6ac tapryra 6omansl. Ci3 e3iHi3al
BIHFAMCBI3 CE31HETIH Keibip cypakrapra skayarn OepMeyre Hemece MPOLECCTiH Ke3-KeIreH
KE3€HIH/Ie OHTIMeNecy /IeH TOJIBIFBIMEH 0ac TapTyFa KYKbIFBIHBI3 Oap. Ockl 3epTTey
OaphIChIHIA CYX0aT MaTepHaIBIHBIH MaiJalaHbIIMAYBIH CYpayFa KYKBUIBICHI3.

Y3AKTBIFbI: Cyx6aTka KaTbICYbIHbI3 IIaMaMeH 40 MHHYTKa CO3bLIa/IbI

KAYIII )KOHE APTBIKIIBIJIBIKTAP: Karbicymibliap KYNHUsUIBUIBIK JKOHE
aTayJapbIH aHOHUM/ILTIT] apKbUTbI KOPFAIFaHIBIKTaH, KATHICYIIbLIAP YIIIH alTapiabIKTal
Kayim jKOK. AyJIMO TaClIaHBIH TPAHCKPUIIIUSCKHI XKOHE ayAHO Tacmajiap TeK MaFraH FaHa KOJI
KETIMJTI O0JIaIbl )KOHE aKIapar KYIus Co30€H KOpFalFaH KOMIIBIOTEP/IEC CaKTala bl.
KynmusisLIbIKTE KOpFAyY YIIIH JEPEKTEP KOHE JKEKEe MOJIIMETTEep aHBIKTAIMaIbl.
3eprreyaid 01p apTHIKIIBUIBIFEI MYFATIMHIH MOTHBAIIUSACH! TYpasibl )KEKe MKIpiMEH Oemicy
MYMKIHJIIT1 OOJIBIN TaObLIaABI. 3ePTTEY HOTHIKEJIEPl MEKTEIITET] Ka¥F1al bl )KaKkcapTyFa
xoHe KazakcTaHHBIH MEKTENTepiHAe MOTHBAIMSIIBIK aXyall KallbINTaCThIPyFa KOMEKTece
ananel. by 3epTTeyre KaThicy HeMece KaThICTiay Typasibl MISHIM Ci3/1H )KYMBICBIHBI3Fa
ocep eTnei.

KATBICYUIBIHBIH KYKBIFbI: Erep ci3 ocbl akmapaTThl OKBIIT IIBIFBIM, OCHI )KOOara
KaThICYIbl IICIICEHI3, OH/IA Ci3/I1H KaThICYBIHBI3 €PIKTi OOJBIN TaOBLIATHIHABIFBIH JKOHE
CI3/IIH KeNICIMIHI3[IEH Ke3-KeJTeH yaKbITTa KaThICyAaH 0ac TapTyFa KYKbIFbIHBI3 Oap.. Ci3
HAKThI CypaKTapFa xkayar OepyaeH 0ac TapTyFa KYKBIFBIHBI3 0ap. 3epTTeyAiH HOTHKeIepl
FBUIBIMU HEMeCe KociOn Ke3jiecyepie HeMece FRUIBIMU JKypHaJIap/aa KapHusiaHybl
MYMKIH.

BAWJAHBIC AKITAPATHI:

CYPAKTAP: Erep cizze ocsl 3eTTey O0ibIHILIA CypaKTap, Mocesesep HeMece OHbIH
MpoIelypanapbl, TOyeKeAepi MEH apTHIKIIBIIBIKTApbl OOMBIHINA IIAFbIMIAPbIHBI3 O0JICa,
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OCHI 3ePTTEyMEH aliHAJIBICATBIH CTYICHTTIH MArUCTPIIK JUCCEPTAIIHS KETEKITICIMEH
xa0apIiachIHbI3:

TOVYEJICI3 BAMJIAHBIC: Erep ci3 ochl 3epTTey IiH Kaaii syprisinyide
KaHaraTTaHOacaHbI3 HEMece ci3Jie KaHal 1a Oip amaHIayIIbUIbIK, IAFBIM HEMECE 3epTTey
HeMece KaThICYIIbI PeTiH/Ie Ci3/11H KYKbIKTapbhIHbI3 OOMbIHIIA JKANIIBI cypakTap Ooca,
NUGSE Frouieimu Komuterine caiiTeiHa XabapiiachbIHBI3
gse_researchcommittee@nu.edu.kz

Ocphl 3epTTeyre KaThICyFa KeTiCCeHi3, KeMCIMIHI3re KOJ KOMNBIHBI3.
* bepinren akmapaTTbl MYKUST OKBIT IIBIKTHIM;
* MaraH 3epTTeyIiH MaKcaTTapbl MEH MPOIIeIypasiapbl TYpajibl TOJIBIK aKnapaT Oepiiui;

e KXunanran JACPEKTEP Kaﬂaﬁ HaﬁﬂaHaHBIHaTBIHHBIFLIH JKOHEC KE3-KCJII'CH KYIIHA aKIapaTThbl
TEK 3ePTTEYIIIre KOJI )KETIiM/II OOJIATHIHBIH TYCIHEMIH;

* 3epTTey/ieH Ke3-KelreH yakbITTa ceben 6epmecteH 06ac TapTyra 00JaThIHBIM/IbI
TYCIHEMIH;

* XKorapbina aiTIFaHAapABI TYCIHE OTHIPBII, MEH 63 €PKIMEH OCBHI 3€PTTEYTe KaThICyFa
KEeJIICEMIH.

Kot KYHI:

Ko kolibutran kesiciM (popMachIHBIH KOCBIMIIIA KOUIIPMECI C13 YIIIH CaKTaaa/abl.

Kazakcran PecryOmukachiHBIH 3aHHaMachlHa caiikec 18 jkacka TosMaraH TyJFa Oana
Ooubin caHanaabl. OChl CAaHATKA €HETIH Ke3-KEeJITeH KAThICYIIbIFa aTa-aHaHbIH KeTiciMi
Oepiy Kepek KoHE OFaH KeM JieTeHIe Oip aTa-aHBICHIHBIH HEMECe KAMKOPIIBICHIHBIH KOJIBI
KOWBLTyFa THIC.
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INFORMED CONSENT FORM - Survey

Exploring teacher motivation under the current school reforms in one school for gifted
children in Kazakhstan.

DESCRIPTION: You are invited to participate in a research study exploring teacher
motivation under the current school reforms in a school for gifted children.

The first phase of the research will require you to fill in the survey questions. The
survey questions will be in two sections. First section aims to identify how important some
factors for teacher job motivation. Second section will focus on exploration current
motivational environment at the school. This study does not impose any risks on your
health, reputation and employment. The surveys will be anonymous thus all participants’
names will not be identified during the survey part of the study.

The decision to participate in this study is entirely voluntary. You may refuse to
take part in the survey at any time. You have the right not to answer some questions that
make you feel uncomfortable or withdraw completely from the survey at any point during
the process.

TIME INVOLVEMENT:
Your participation in survey phase will take approximately 20 minutes.

RISKS AND BENEFITS: Since the participants are protected by confidentiality and
anonymity of names, there is a minor risk for participants’ responses to be detected by
colleagues. The benefits which may reasonably be expected to result from this study are an
opportunity to reflect and share personal opinion about teacher motivation. The findings of
the study may help to improve the school environment and create a more motivational
atmosphere within the schools of Kazakhstan. Your decision whether or not to participate
in this study will not affect your employment.

PARTICIPANT’S RIGHTS: If you have read this form and have decided to
participate in this project, please understand your participation is voluntary and you
have the right to withdraw your consent or discontinue participation at any time
without penalty or loss of benefits to which you are otherwise entitled. The
alternative is not to participate. You have the right to refuse to answer particular
questions. The results of this research study may be presented at scientific or professional
meetings or published in scientific journals.

CONTACT INFORMATION:

Questions: 1f you have any questions, concerns or complaints about this research, its
procedures, risks and benefits, contact the Master’s Thesis Supervisor for this student
work.

Independent Contact: 1f you are not satisfied with how this study is being conducted, or if
you have any concerns, complaints, or general questions about the research or your rights
as a participant, please contact the NUGSE Research Committee to at
gse_researchcommittee(@nu.edu.kz

Please sign this consent from if you agree to participate in this study.
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* I have carefully read the information provided,

* [ have been given full information regarding the purpose and procedures of the
study;

* [ understand how the data collected will be used, and that any confidential
information will be seen only by the researchers and will not be revealed to anyone

else;
* I understand that I am free to withdraw from the study at any time without giving a
reason;
+ With full knowledge of all foregoing, I agree, of my own free will, to participate in
this study.
Signature: Date:

The extra copy of this signed and dated consent form is for you to keep.

According to the law of the Republic of Kazakhstan an individual under the age of 18
is considered a child. Any participant falling into that category should be given the
Parental Consent Form and have it signed by at least one of his/her parent(s) or
guardian(s).
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D®OPMA COI'JIACHUA — Onpoc
INFORMED CONSENT FORM - Survey (Russian version)

HBy‘IeHI/IC MOTHUBAIIN qu/ITeneﬁ B paMKaX HBIHCIITHUX INKOJIbHBIX peq)opM B OI[HOﬁ IIKOJIC
IJIL OAapCHHBIX JIETeH B Kazaxcrane.

OIIMCAHHME: Bam nipejyiaraeTcsi y4acTBOBaTh B UCCIICIOBAHUH, U3YUYaIOIIEM
MOTHBAIIMIO YYUTENS B paMKaX HbIHEITHUX MIKOJBHBIX peOpM B IIKOJIE ISl OAAPEHHBIX
IeTeH.

Ha nepBom atamne uccnenoBanusi Bam nMoTpeOdyeTcs 3aoJIHUTh BOIPOCH! OMpoca.
Bompocs! onpoca OyayT B 1ByX pazaenax. [IepBblif pa3zaen HanpaBlieH Ha ONpeieieHIe
Ba)XKHOCTH HEKOTOPBIX (PAKTOPOB JIJIs1 MOTUBALIMHU paboThl yuuTens. Bropoii pasnen 6yaer
MOCBSIIIIEH UCCIIEJOBAHUIO TEKYIEH MOTUBALIMOHHOM CPE/ibl B LIKOJIE. DTO UCCIIEI0OBAaHUE
HE HaKJIa/IbIBaeT HUKaKUX PUCKOB Ha Ballle 3/I0POBbE, penmyTaluio u padory. Onpoc Oyaer
AQHOHUMHBIM, TTO3TOMY MMEHA BCEX YYaCTHHKOB He OyTyT UACHTH(PHUIIMPOBAHBI BO BpEMS
orpoca.

Pemenune 06 yuacTuy B 3TOM HUCCIIEOBAaHUH MTOJHOCTHIO 100pOBONIbHOE. BB
MOYKETE 0TKa3aThCsl OT Y4acTHs B OIpoce B Jr00oe Bpemsi. Bbl nMeeTe mpaBo He OTBEUYaTh
Ha HEKOTOPbIE BOIIPOCHI, KOTOPbIE 3aCTABJIAIOT BAC YyBCTBOBAThH c€0sI HEKOM(OPTHO WK
MOJIHOCTBIO OTKA3aThCsl OT OIpoca B JIF0O0H MOMEHT Mpoliecca.

BPEMS YHACTMUS: Bame ydactue B 3Tarne onpoc 3aitmeT okoiio 20 MUHYT.

PUCKHU U NIPEUMYUIECTBA: nockoJIbKy Y4aCTHUKHU 3alllUILIEHbI
KOH(QUICHIIMATLHOCTHIO U aHOHUMHOCTBIO UMEH, 3HAUUTEBHBIN PUCK ISl YIaCTHUKOB HE
cymectByeT. OXugaeMble MPEUMYIIECTBA ITOTO UCCIIEIOBAHUS, 3TO BO3MOKHOCTh
OTPa3UTh U MOJICTUTHCS TUIHBIM MHCHUEM O MOTHBAIIMU yUHTENsA. Pe3ynbrarsl
MCCJICIOBAHMS MOTYT MIOMOYb YJIYYIIUTh HIKOJIBHYIO CPEIly M CO3/1aTh 0oJiee
MOTHBAIIMOHHYI0 aTMocdepy B mkojax Kazaxcrana. Baie pemenne, y4acTBOBaTh UIH
HET B 9TOM HCCJIEIOBAaHUH, HE TTOBJIUSET Ha Ballly padoTy.

IMPABA YUACTHMKA: Eciu BbI Tpousiu 3Ty (hOpPMY U PEIIMIIN IPUHATH YIaCTHE B
3TOM IPOEKTE, MOXKAITYyHCTa, MOMMUTE, YTO Ballle y4acTue SBISETCS T0OPOBOIbHBIM, U BBI
uMeeTe MPaBo 0TO3BaTh CBOE COTJIACHUE WIIH MPEKPATUTh yYacTUE B J1t000€ BpeMsl.
AnbTepHAaTUBOU SABJsIETCA HE yuyacTue. Bbl nMeeTe mpaBo 0TKa3aThCsl OTBEUATh HA
KOHKPCTHBIC BOIIPOCHI. P C3YyJIbTAThl 3TOT'O UCCJIICAOBAHUS MOTYT 6LITB MNpCACTAaBJICHBI HA
HAYYHBIX WK MPO(ECCHOHATBHBIX COOpaHUIX WK OITyOIMKOBAaHbI B HAYYHBIX JKypHAJIaXx.

KOHTAKTHAS HH®POPMALIUA:

BOIIPOCHI: Eciu y Bac ecTh Kakue-1m00 BOTIPOCHI, MPOOIEMBI HIIH KajT00bl KacaTeIbHO
JAHHOTO HCCIICZIOBAHUE, €r0 MPOLEAYPHI, PUCKH U BBITOJIbI, CBSDKUTECH C TE3HC
CYIIEpBali30pOM CTYJICHTA.
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HE3ABUCHUMBIN KOHTAKT: Ecnu Bac He ycTpauBaeT To, KaK 3TO MCCIIEI0BaHHE
HPOBOJUTCS, HJIU €CIIH Y BaC €CTh KaKHe-In00 Mpo0IeMbl, xKano0bl WK 00IIKE BOIIPOCH
00 ¥cciIeI0OBaHNH MITH BAIlM TIPaBa B KAYECTBE yYACTHUKA, TTOXKATYHCTA, CBSHKUTECH C
NECGSE Research Committee B gse_researchcommittee@nu.edu.kz

HoxcanyﬁCTa, MNOATIHUIINTE 3TO COIJIaCUC, €CJIN Bbl COTJIACHBI IPUHATH Y4aCTHUC B 3TOM
HNCCICIOBaHUN.

* 51 BHUMATENBHO MPOYUTAII IPEIOCTABICHHYIO HH(POPMAIIHIO;
* MHe 6bL1a npeocTaBieHa ojiHas HHPOpMAIHS O LEIU U IPOLeaypax UCCIIEOBAHMUS;

* S1 moHMMaro, Kak OyIyT MCIOIB30BATHCS COOpAHHBIE JAaHHBIE U UTO JF00ast
KOoH(puACHITHATbHAS HHGOpMAIIUI OyIeT BUIHA TOJIBKO UCCIEA0BATENISIM U HE OyIeT
packpbITa HUIKOMY IPyTOMY;

* $1 moHMMAI0, YTO 51 MOTY OTKa3aThCs OT MCCIIEIOBAHUS B JII000E BpeMs 0e3 00BsICHEHHUS
MIPUYHH,

* C n0JHBIM IOHUMAaHUEM BCEX BBINICU3JIOKCHHBIX, S COTJIaCCH, I10 CO6CTBCHHOMy
JKCIIAHUTIO, ITPUHATD Y4aCTHUEC B 3TOM HUCCICAOBAHHNU.

I[aTa IOAIIMCaHMA:

JlononHuTeNbHAS KOMHS 3TOW MOAMUCAHHON U JATUPOBAHHON (POPMBI COTIacHs
IpeJHa3Ha4YeHa Ul Bac.

Cornacno 3akony PecnyOnuku Kazaxcran, nuimo B Bo3pacte 10 18 et cunuraercs
pebenkoM. KaxxaoMy y4acTHHKY, MONAJal0IEMy B 3TY KaTErOpHIO, TOJIKHA ObITh
npenocrapieHa dopma cornacus poauTesiel, 1 oHa OyIeT moAnucaHa, o KpaiHe mepe,
OJIHUM U3 €ro poAuTesel (poauTeneil) Uiy onekyHa (oB)
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CAYAJITHAMAFA KATBICY BOUBIHIIA KEJIICIM ITAPAFEI
INFORMED CONSENT FORM - Survey (Kazakh version)

Kazakcranmarel napbeiHIbl Oanagapra apHaJIFaH MEKTENTEeTT MyFaIIMICPiH bIHTACHIH
arbIMIaFbl MEKTEI pedopMaap asiChlHa 3ePTTEy.

CUITATTAMACHI: Ciznepai napblHabl Oananapra apHaJFaH MEKTEITe )KYMBIC 1CTEUTIH
MYFaJlIMAEPAIH aFbIMJIAFbl peopmasap asiChIH/a BIHTACHIH 3€PTTEYre apHAJIFaH FhUIBIMU
3epTTeyre KaThbICyFa MIaKbIPaMBbIH.

3eprreyaiH OipiHII Ke3eHI cayaTHaMma CYpaKTaphlH TOATHIPYAbI Tanamn eresi. CayaaHama
CypakTapbl eki OeriMHEeH Typasbl. bipiaimn 6eiM MyFamiMHIH KYMBICKA JIETeH
BIHTAJIAHIBIPYBIHBIH KeOip (hakTopiapblH aHbIKTayFa OarbITTanrad. Exinmni 6emimae
MEKTEITer1 Oapiay MOTHBAIMSIIBIK OpTara OapyFa Hazap ayaapbuiaabl. by seprrey cizmig
JIeHCayIBIFBIHBI3FA, O€/IeNiHI3Ie J)KOHE )KYMbICKA OpHajacy YIIIH eIKaHIai Kayin
TOHIIpMEiIi. 3epTTeyiep aHOHUM/II O0IaIbl, OChLIANIIA OAPIBIK KATHICYIIBLIAPIBIH
ecimziepi 3epTTeyAiH 3epTTey OONiTiH/Ie aHBIKTATIMA/IbI.

Byn 3eprTeyre KaThicy Typalibl MIEIIM TOJBIFBIMEH €piKTi Oombin Tabbutanbl. Ke3 kenren
yaKbITTa cayajHamara KaTeicyAaH 0ac TapTyra 6onassl. Ci3 ©3iHi3/1 BIHFAICHI3 CE31HETIH
HEMeCe MPOIIECCTIH Ke3-KeJITeH HYKTECIHEH cayalTHaMaHbl TOJIBIFBIMEH aJIbI TaCTa
QJIaTBIH CypaKTapFa kayar OepMeyre KYKbIFBIHBI3 Oap.

Y3AKTBIFbI: Cayannamara kateicyFa maMamer 20 MUHYT yaKbIT KETEI.

KAYIII )KOHE APTBIKIIBIJIBIKTAP: Karbicymibliap KYNHUsUIBUIBIK JKOHE
aTayJapbIH aHOHUM/IUTIT] apKbUTbI KOPFAIFaHIbIKTaH, KATHICYIIbLIAP YIIiH alTapiabIKTal
KayiI *OoK. 3epTTeyIiH Oip apThIKIIBUIBIFBl MYFAIIMHIH MOTHBAILIUSACKH TYpaJIbl XKeKe
nikipiMeH Oeicy MyMKiHAIri 00 TaObIIaAbl. 3epTTey HOTHXKEIEPi MEKTETITET1
JKaFJai bl )kakcapTyFa skoHe KasakcTaHHBIH MEKTENTEPiH/IE MOTHUBAIUSIIBIK axyal
KaJIBIITACTRIPyFa KOMEKTECE allafibl. byJT 3epTTeyre KaThlCy HeMece KaThICIay TyPaIbl
IICTIM Ci3/1H KYMBICBIHBI3FA dcep eTIeH .

KATBICYUIBIHBIH KYKbBIFbI: Erep ci3 ocbl akmapaTThl OKBIIT HIBIFBIM, OCHI )K00ara
KaTBICYbI MIEMICeHI3, OH/Ia C13/11H KAaThICYBIHBI3 €PIKTI OOJIBIT TaOBUIATHIH/BIFBIH JKOHE
CI3JIIH KETICIMIHI3ICH K€3-KEJITeH yaKbITTa KaThICYJIaH 0ac TapTyFa KYKbIFbIHBI3 Oap.. Ci3
HaKThl CypaKTapFa )xayarn OepyieH 0ac TapTyFa KYKBIFBIHBI3 Oap. 3epTTeyIiH HOTHXKENepi
FBUIBIMU HEMeECe KociOu Ke3zecynepie HeMece FhUIBIMU JKypHasaapaa KapusiiaHybl
MYMKIiH.

BAWJIAHBIC AKITAPATBI:

CYPAKTAP: Erep cizne ocel 3eTTey OOMBIHIIIA CYpaKTap, Maceseep HeMece OHbIH
npoueaypaiapbl, TOyeKesAepi MEH apThIKIIBUIBIKTApbl OOMBIHIIA IAFBIMIAPBIHBI3 00JIca,
OCBI 3epPTT€yMEH aliHaJIBICATBIH CTYJICHTTIH MaruCTPIIiK AUCCEPTAIIHS KETEKITICIMEH
xabapriachIHbI3:
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TOVYEJICI3 BAMJIAHBIC: Erep ci3 ochl 3epTTey IiH Kaaii Kyprisinyide
KaHaraTTaHOacaHbI3 HEMece ci3zie KaHaai aa Oip alaHAayIbUIBIK, [IIAFBIM HEMECEe 3ePTTEY
HEMece KaThICYIIbI PETIH/IE Ci3/IIH KYKBIKTaphIHbI3 OOMBIHIIA JKaJIBI CypakTap 0oJica,
NUGSE Fouisimu Komuterine gse researchcommittee(@nu.edu.kz caiiteina

xa0baprachIHbI3.

Ocphl 3epTTeyre KaThICyFa KeIiCCeHi3, KeMCIMIHI3re KOJl KOMBIHBI3.

* Bepiiren akmaparThl MYKHST OKBIT IIBIKTHIM;

* MaraH 3epTTeyiH MaKcaTTapbl MEH MPOIIelypajiapbl TYpajibl TOJIBIK aKnapaT Oepiiui;

* JKunanran gepexTep Kanai maiJjanaHbUTaThIH/IBIFBIH JKOHE Ke3-KEITeH KYIHs aKnapaTThl
TEK 3ePTTEYIIIre KOJI )KETIM/II OOJIAThIHBIH TYCIHEMIH;

* 3epTTEyIeH Ke3-KeNTeH YaKbpITTa ceben OepMecTeH 0ac TapTyra OOJaTIHBIMIBI
TYCiHEMIH;

* JKorappisia aiiTbuTFaHAAp Bl TYCIHE OTHIPBII, MEH ©3 EPKIMEH OCHI 3€pTTEYTre KaThICyFa
KEJIICEMIH.

OJIBL: KVHI:
K Y

Kon xoiiburran kemiciM (popMachIHBIH KOCBIMITIA KOIITIPMEC Ci3 YIIIiH caKTajIaIbl.

Kazaxcran PecryOnukachiHBIH 3aHHaMachlHa coiikec 18 jxacka TosMaraH Tyjra Oana
6o caHanaapl. OChl CAaHATKA €HETiH Ke3-KereH KaThICYIIbIFa aTa-aHaHbIH KeJIiciMi
Oepiry Kepek kKoHe OFaH KeM JIeTeH/ie Oip aTa-aHBICBIHBIH HEMeCe KAMKOPIIBICBIHBIH KOJIBI
KOWBLIyFa THIC.


mailto:gse_researchcommittee@nu.edu.kz
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Appendix B
Survey protocol
Survey on teachers’ attitude towards motivational environment at school

You are invited to participate in a research study exploring teacher motivation under the
current school reforms at a school for gifted children. The first phase of the research will
require you to fill in the survey questions. The survey questions will be in two sections.

First section aims to identify ‘Order of Importance’ of some factors for teachers’ job
motivation.
Second section will focus on exploration current motivational environment at the school.

This study does not impose any risks on your health, reputation and employment. An
anonymity will be provided, and all participants’ names will not be identified during the
survey.

e Please specify by checking the subject you teach

Kazakh language
Russian language
English language
Mathematics
Physics

Computer Science
Biology

Chemistry

Art

Physical Education

Ooooooooogaod

Which factors are important for teachers to be motivated? Put the numbers from 1 — very
important to 10- least important next to items.

|1 | 2 | 3 | 4 | 5 | 6 | 7 | 8 |9 | 10

Salary

Fair treatment

Adequate workload

Flexible work schedule

Friendly relationship with colleagues and students
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Comfortable work environment

Professional Status of teacher

Sense of achievement

Recognition of achievements

Socially stable profession

The second section consists of statements to measure your attitude towards the
current motivational environment at school. Circle the number that most closely
indicates the extent to which the mentioned items are present in your school.

Circle the correct numeric response to each question

Strongly | Disagree | Agree | Strongly
disagree agree
1 2 3
4

1. | Iam satisfied with my salary.
2. Bonus payments motivate me to

work more effectively.
3. | Ihave sufficient freedom to do what is

necessary to help my students

achieve the goal.
4. | Thave a flexible work schedule.
5. | School administration is supportive.
6. | I have an adequate workload.
7. | Iam fairly treated at school.
8.

My teaching accomplishments are

recognized.
9. | There are clear rules and procedures

at work.
10.| Ireceive effective feedback

concerning my performance from the

school administration.
11.| Teachers participate in school's

decision-making process.




12.] I have a positive attitude to being
observed by the school
administration.

13.| I have a comfortable working
environment at school.

14.| There is overall a positive
atmosphere at school.

15.] The school maintains positive
relationship with students for
effective learning.

16.| The school maintains positive
relationship between colleagues.

17.| Ifeel that I am helping my students
to learn.

18.| My job at this school that is
enjoyable and stimulating.

19.| I am relaxed when I enter the
classroom to teach.

20.| I'have a positive attitude toward
current educational reforms.

21.| I voluntarily participate in in-service
professional development trainings.

22.| I'have a chance to develop
professionally at my school.

23.| T'have a chance to get promoted at
my school.

24.| I have positive attitude towards
current educational reforms in
education system

Question 3

What are some examples of factors that motivates you at your work?

Question 4

What are some examples of factors causing demotivation at workplace?
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IIpuinoxenue B
IIpoTokoJ onpoca
Survey protocol (Kazakh and Russian versions)
O0630p OTHOIICHUS YUNUTEIEH K MOTUBAIIMOHHON CPeJie B IIKOJIE

Cizni mapbeIHIbl Oanaiapra apHaJIFaH MEKTEITe aFbIMIAFbl OLTIM pedopMaap
asICBIH/IA JKYMBIC 1CTEN KYPreH MyFaJlIMHIH BIHTAChIH 3€pTTEYTre apHAJIFaH MarucTpiIik
3epTTey )KYMBIChIHA KAaThICYFa IIaKbIpaMbIH. 3epTTeyAiH OipiHIII Ke3eHI cayalHaMa
CYpaKTapblH TOATHIPY/bI Tanan eteai. CayanHaMa cypakTapsbl eki 0eJiMHEH
Typanbl. bipinmii 6e1iM MyFaliMIepaAiH )KYMBICBIH bBIHTATAHBIPY YIIIH KEHOip
(hakToprapIbIH MaHbI3AbUIBIFBIHBIH JEHT€HiH aHbIKTayFa OarbiTTasnFad. ExiHIn OeniM
Ka3ipri TaHJAFbI Ci3 )KYMBIC KACAUThIH MEKTENTETl MOTHUBAILIUSIIBIK OPTAHBI 3€PTTEyTe
OarbpITTanFaH. byt 3epTTey Ci3/iH AeHCAYIBIFBIHBI3FA, OCIETIHI3Te KOHE )KYMBICHIHBI3FA
eIIKAHai Kayiln ToHIipMeiai. AHOHUMIUTIK KaMTaMachl3 €TUIel J)KoHe cayaaHaMa
OapbICHIHIa OapIIBIK KATHICYIIBUIAPIBIH €CiMIEPl AaHBIKTAIMAMTbI.

Bawm npeajaracTCsa NpuHATbL y4aCTUC B UCCIICAOBAHNH, ITOCBAIICHHOC N3YUCHUTIO
MOTHBAIIUN YUYUTCIA B PaMKax HbIHCITHUX ITKOJbHBIX pe(bopM B IIKOJIC JJI OAapCHHBIX
neteit. Ha mepBom sTare uccneoBaHusi BaM MoTpedyeTcs mpoitu ankeTupoBanue. Ompoc
OyneT B IBYX pasnenax.- [lepBbrit pa3aen HampaBiieH Ha onpeeiacHue « Y poBHer
BaXHOCTH» HEKOTOPHIX (haKTOPOB MOTHUBALIMU PabOTHI yuuTenei. - Bropoit pasnen Oyzaer
MOCBSIIEH UCCIIEI0BAHUIO TEKYIIEH MOTUBAIMOHHOM CPEIbl B ILIKOJIE. DTO UCCIIEIOBAHUE
HE HAKJIaJbIBACT HUKAKNX PHCKOB Ha Ballle 37J0POBhE, PEHyTaluio U padoty. byner
npeaoCcTaBlieHa aHOHUMHOCTh, 1 IMEHA BCEX YYaCTHUKOB HE OYAyT HACHTU(DUITUPOBAHbI
BO BpeMs ompoca.

JKanmel )KyMbIC OTITIHI3 KaHIIa\Y KaKUTE Balll CTaX PaOOThI B KAYECTE YUUTENS

1-5 xbim\1-5 ner (1)
6-10 xbin\ 6-10 et (2)
10-20 xpu\10-20 net (3)

20-man xorapel\ 20 u Oonee (4)

Tapa3 H3M-ne sxymbIc oTUTIHI3 KaHmia\ Ykaxurte Bam crax padotst B HULL ropoxa
Tapas



1 aifman- 1 »xbut apansirst \1 Mecsia 1o 1 roga (1)
1 >xpuTaH - 2 xKbUT apanbirsl/ 1 Toga 1o 2 net (2)

3 JKBUIZIAH -5 KbUT apanbirel/ oT 3 10 5 et (3)

* Ci3 xyprizeTiH naHai KepceTiHi3/YKaxuTe peaMeT KOTOPbIN Bbl IPENOACTE

Kaszak timi\Kazaxckwuii si3p1x (1)

Opsic Timi\Pyckumii si3p1k (2)

AFBUTIIBIH TUTI \AHTTTUACKHN 361K (3)
Marematuka (4)

duznka (5)

Nudopmatuka (6)

buonorus (7)

Xumus (8)

Tapux xoHe reorpadus\skoHoMuka (9)
Ouep (10)

Jlene mbHBIKTBIPY (11)

backa (12)

MyraniMHIH )KyMBIC MOTHUBALIUACHIHA dCEp €TETiH Kemeci pakTopraapabiH
MaHBI3ABUIBIFBIH PETIMEH OPHAACTHIPHIHBI3

Ote MaHbI31b1 -1 Aca MaHbI3bI eMec - 10
OpbIH TOPTIOIH ©3repTy YIIIIH )KOFaphl HEMECE TOMEH TaPTHIHBI3

[Moxanyiicta, ykaxure 0o4epeIHOCTb JaHHBIX (PaKTOPOB, BIUSIONUIMX HA
MOTHUBAIIMIO pabOTHI YUUTENIEH, UCIIOIB3YS IKAITY

1 = Ouenb BakHo 10 = MeHee BaKHO.
HepeTamnTe LITO6I)I NU3MCHUTH ITOJIOACHUC
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JKanaxer\zaprnata (1)

Hxempai xyMmbic kKecTeci\rudkuii pabounii rpapuk (2)

MesniiepiieHreH KyMbIC )KYKTeMeci\HOpMUpOoBaHHasi pabouast Harpy3ka (3)

MyFaiiMHIH )KYMBICBIHA JIIJIETTUTIKIICH Kapay\CrpaBeaJInBOe OTHOIIICHUE K
pabote yuutens (4)

OpinTecTepMeH, OKYyIIbUIAPMEH JKaKChl KapbIM-KaThIHACTa 00J1y\XOpoIue
OTHOIICHHUS C KOJIJIETaMU U YYeHUKaMHU (5)

bluraiinel xkymbIc opTackl\ Y 106Has paboyas cpena (6)

KerickitepaiH eckepinyi (akmmanai celiiakbl, cepTudukar, Mmagakrama)\beiTh
NpU3HAHHBIMU HarpaaaMu (TipeMusi, CepTU(UKATHI, TPAMOTHI O PU3HAHUU JIOCTHKEHUH )
(7

XKerrickke xeTy (OKyHIbIIAPABIH HEMECe MyFaiM KeTicTiri)\ JlocTmxeHus
(coOCTBEHHBIN yCTIEX UITH YCTIEX YUCHHKOB, TIporpecc) (8)

MyraniMHIH Koci0n MopTebdeci\npodecrnoHanbHbIi cTatyc yaurtens (9)

OJeyMeTTIK TYpakThUIbIK\ColuanbHas ctabunsHocTh (10)

* Exinmni 6emimMae MeKTenTeri Ka3ipri MOTHBAIMSUIBIK OpTaFa KaThICThI KO3KapaChIHbI3 b
aHBIKTayFa apHaJIFaH CypaKTapFa xkayan oepyiHizai cypaiimMbiH. Ci3 MEKTENTeT1
MOTHUBAIMSIIBIK OpTaFa KaThICThl KOPCETUITCH (haKTOPJIAPMEH KaHIIAIBIKTHI JOPEIKEIe
KeJTiCeTiHI3/l1 KepceTiHi3.* OpOip cypakKa IyphIC >KayanTbl KOPCETIHI3.

* Bropoii pa3zien cocTouT U3 yTBEp>KACHUH, YTOOBI U3MEPUTH Ballle OTHOIIEHHE K
TEKyIe MOTUBALIMOHHOM cpeie B mkoje. O0BeauTe Kpyr, KOTOpbI Hanbosee TOUHO
YKa3bIBAET, B KAKOW CTENEHH yKa3aHHbIE (PaKTOPHI MPUCYTCTBYIOT B BAILICH LIKOJIE.
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Mynaem
KeJicIeMin\
Kareropuuecku
HE COTJIaceH

1(1)

Kenicreiimin\

He cormnacen
2(2)

Kenicemin\

Cormacen
33

TonwIkTait
KeJIiCeMIH\
IlonHOCTEIO
corjlaceH
44)

MeHiH XajJaKbIM
KaHaraTTaHapJIbIK\ S mmoirydaro
YJIOBJICTBOPUTEIIBLHYIO 3apILIaTy

4

OKy MakcaTbIHA KETY 1€
KaXEeTTI 1C-OpeKeT eTy epKiHIIr
6ap\Y MeHs eCTh JJ0CTaTOYHAS
cBoOofa AenaTh TO, 4TO
HE00X0IUMO, YTOOBI TOMOYL
MOWM YYE€HHUKAM OCTUYb IIEIIH.

MeHiH XYMBIC KECTEM
ukeMai1\Y MeHs ruOkuii rpapux
paboThl

MekrenTe )XyMBbIC )Kacay
opTackl bIHFaWIBI\B 11KoITe
koMdopTHas pabouas cpenia

MekTenTe axyan >karbIiMIb1\B
IIIKOJIC I_IapI/IT IIO3UTHUBHAsA
atMocdepa.

MekTer oKIMIITLUTITT KOJIay
KepceTeai\ AAMUHUCTpAIIIS
IIKOJIBI ITOJICPYKUBACT

MEeHIHKYMBIC KYKTEMEM
MeJIepaeHreH\ Y MeHs
HOPMHPOBAHHAs HATPY3Ka

MekrenTe MeHIH KYMBIChIMa
ominerTuTiKneH Kapanap\K
Moeil paboTe B IIKOJIE
OTHOCSITCS CIIPABEJINBO

Koceimiia akmanai celifakbl
MeH1 OYpBIHFBIIAH J1a THIM/TI
JKYMBIC JKacayra
pIHTaTaHbIpaabl\[[peMuansHble
BBITUIATHI MOTHBUPYIOT MEHS
paboraTh emie 6oiee
sbdexTuBHEE

MeHiH OKY KEeTICTIKTepiM
eckepuieni\Mou yueOHbIe
JOCTHKEHUSI IPU3HAIOTCA

OpbIHAANATEIH KYMBIC
epexenepi anbIK\ EcTh ueTkue
TpaBWJIa U TPOIICTYPHI HA
pabote

Myranimaep 6ip-0ipiH
KoJiman e\ Yunrens
TTOJIJICP)KUBAIOT APYT-ApyTa
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MeH epikTi TypAe Kaciou jamy
TPEHUHTTEPIHE KaThICaMbIH\S]
J0OPOBOJIBHO YYacTBYIO B
TPEHUHTaX IO MOBBIIICHUIO
KBaJTM(DUKAITMH

MekTenTe opinTecTepiMMeH
TOXKIpHUOE aIMaCHII, TybIHIaFaH
CYpaKTapbl TAJIKbIIayFa
XKarjai skacanran\ B mkore
CO3JIaHbI YCIIOBUS JIJIS
KOJUTa0OpAIMH C KOJIJIEraMu

O3 cabarbIM Kaisibl MEKTen
OKIMIIIUIITIHEH THIM/II Kepi
Oaiinanplc anaMbIH\ S mosyyaro
3¢ PeKTUBHYIO OOPATHYIO CBSI3h
OTHOCHUTEJIBHO MOMX YPOKOB OT
IIKOJIbHON aIMUHHCTPALIUT

Kacibu mamysima xargait
»kacanraH\ B mxone co3gaHbl
YCIIOBUS ISt

PO eCCHOHATBHOTO PA3BUTHS

MexkrenTe MaHCaNTHIK 6CyTe
MYMKIHJIK *acajblHFaH\ B
LIKOJIE ECTh BO3MOYKHOCTb ISl
KapbepHOro pocta (16)

OKy1IbUIapMEH KaKChl KapbIM-
KaTblHAC OpHaThLIFaH\B mikose
c(OpMHPOBAHO
MOJIO’KUTEIBHOE OTHOLIECHUS C
yUeHHUKaMH 11 3PPEKTUBHOTO
0o0yueHus

OpinTecTep apackiHaa
KaFbIMJIbl KapbIM-KaThIHAC
opHaThUTFaH\ B mkoie
OJaronpUsTHBIC OTHOIICHUS
MEX]y KOJJICTaMu

MeH 63iMHIH OKyIIbUTapbIMa
JaMyFa KOMEK kacarl
JKaTKaHBIMIIBI ce3iHeMiH\ 5]
YYBCTBYIO, YTO TIOMOTal0 CBOUM
YYEeHHUKAM Pa3BHBAThCS

MekTenTeri )XYMBICHIM
KaFBIMJIBI Opi BIHTATAHABIPaIBI\
Mos pabora B 3TOH 1IKOJIE
HPUSTHAS ¥ CTUMYJIHPYIOIIASL.

Coinbinika cabak Oepyre
Kipresje e3imMi epKiH
ce3inemin\ S 4yBcTBYIO ceOst
KOM(OPTHO KOT'JIa IPENOIar0

MexkTten okIMIIUIITIHIH cabak
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OakpuIayJapblHa OH
Ke3KapacrieH KapaiMbIH\ 5
IMMOJIOKUTCIIBHO OTHOIITYChH K
HaOJIFOICHUIO YPOKOB CO
CTOPOHBI AAMUHUCTPAIUN
IIIKOJIBI

MyraniMaep MEeKTemnTer1
HIeliM KaOblaaay IpolieciHe
KaThICA(bl\ YUUTEIIS yIaCTBYIOT
B IIPOIIECCE MPUHATHUS PEIICHHUM
IIKOJIBI

BimiM canaceIiHaarsl
e3repicTepre OH Ko3KapacreH
KapaiiMbIH\ Sl MOJI0KUTETHHO
OTHOIIYCh K pepopmam B
o0Opa3oBaHHH (CUCTEMA
OLIEHUBaHUsI, OOHOBJIEHHOE
coJiep:kaHue 00pa3oBaHMsl)

Kasip sxymbIC jkacaThIH MeKTeOIHI3Ae (MyFalliM peTiHJIe) Ci3/1l He bIHTaJaHIbIpaIbl?\
Uro nns Bac (kak yuuTenno) sBISETCS MOTUBATapoOM B Balllei paboTe B TaHHOM mIkoe?

Kasip »xyMbIc jxacaliThIH MEKTEO01HI31e MyFaliM PEeTiHJIe Ci3 YILIiH He AemoTuBanusi? Yo

1u1st Bac siBrisieTcst 1eMOTHBaTapoM B Balliel paboTe B JaHHOW miKoJie?
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Appendix C
Interview protocol

Research title: Exploring teacher motivation under the current school reforms in one school
for gifted children in Kazakhstan.

Time of interview:
Date:

Place:
Interviewee:

Good morning\Good afternoon dear ... . I would like to thank you for your
participation. I believe your contribution will be valuable to this research and help
to improve our professional practice. The goal of this study is to discover teachers’
attitudes towards the motivational environment at school. The findings of this study
will be shared with the community stakeholders who are interested in this topic.
Certainly, confidentiality of responses is my utmost concern and no names will be
indicated during the study. The interview will be audio recorded with your
permission and stored in a password protected computer. It will be transcribed and
at which time your real name will be replaces with a pseudonym. The interview
will take approximately 40 minutes. Before we start, I would like you to read the
consent form one more time and sign it.

Interview questions:

1. How old are you?

2. What subject do you teach?

3. How long have you been teaching?

4. How long have you taught in the system at your current school?

5. Why did you choose to become a teacher?

6. Do you think you are a motivated/de-motivated teacher? Why (What factors affect
your motivation level)?

7. Why is it important for teachers to be motivated?

8. Do you think that your team members are motivated when their achievements are
recognized by rewards?

9. What kind of rewards do you think are more rewarding?



10. What do you think about performance based bonus payments for teachers?
11. How does the school maintain a motivational environment at the workplace?

12. What could be done to better promote teacher motivation?

Note : since the interview format is semi-structured, some follow-up questions may be
asked during the interview to receive in-depth answers

98
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IIpoToKo.J MHTEPBHIO
Interview protocol (Russian version)

HasBanue nccnenoBaHus: M3ydeHHE MOTHBAIIMN YUYUTENICH B paMKaX TEKYITUX IMKOJIbHBIX
pedopM B 0JIHOI 1IKOIIE U1 OapeHHbBIX neTeil B Kazaxcrane.

Bpems untepBsblo:
MHara:

Mecro:
PecnionieHT:

JHo6poe ytpo \ JloOpblii 1eHb, 10poroi .... S xoTen 6b1 moOIaroapuTh Bac 3a Balle
yudacTue. Sl cuutaro, 4To Ball BKJIaJ OyJIeT MMOJIe3eH /ISl 3TOr0 UCCIEI0BaHUS U IOMOKET
YIIYYIIUTh HAlly MPoQecCHOHANBHYIO TPAKTUKY. L[enh 3Toro uccneaoBanus - BHISIBUTD
OTHOIIEHUE yUYHUTEIeH K MOTUBALIMOHHOM CpeJie B IIKOoJe. Pe3ynbraTsl 3T0r0
ucciieIoBaHMsl Oy1yT pacpOCTPaHEHbl CPEI 3aMHTEPECOBAHHBIX CTOPOH COOOIIECTBA,
3aWHTEPECOBAHHBIX B ATOH TeMe. Pasymeercs, KOHPHUICHIINATHHOCTh OTBETOB SIBIISIETCS
MO€eH TJIaBHOU 3a00TOM, M HUKaKWe UMEHA He OyAyT yKa3aHbl BO BpEMs UCCIIEIOBaHUSI.
HuTepBbio OyAeT 3anuchIBaThCsl HA JUKTO(POH C BAIIETo pa3pelieHus: 1 COXpaHEeHO Ha
KOMIBIOTEpE ¢ 3auuTol naposneM. OH OyaeT TpaHCKpUOUPOBaH U B 3TO BpeMs Ballle
HacToslee UMs OyIeT 3aMEHEHO MCeBJOHUMOM. MHTepBhIo 3aiiMeT okoio 40 MUHYT.
[Ipex e ueM Mbl HAYHEM, 51 XOTeN Obl, YTOOBI BBl CHOBA MPOWIU (GOpPMY COTTIACHS U
MOATIUIIINTE €€.

Hurepssbro:

1. Cxonbko BaM net?

2. Kakoii mpeaMeT BbI perogacTe?

3. Kak gonro BeI pabotaete yuntenem?

4. Kak 107ro BbI IPENOAaBaIN B CUCTEME B Balllel HbIHELIHEH IKoie?
5. IloueMy BbI peIIMIM CTaTh yuyuTeIeM?

6. CunTaere 1 BbI, YTO BBl MOTUBHUPOBAHHBIHN / Ie-MOTUBUPOBAaHHBIN yunTtens? [louemy
(Kakue dakTopsl BIUSIOT Ha Balll YPOBEHb MOTHBAIIUHN)?

7. lloyemy nyst yauTesnel BaXXHO MOTUBHPOBATH?

8. CunTaere M BbI, 4TO BAIIHM KOJUIETH MOTUBUPOBAHBI, KOT/Ia UX JTOCTHKECHHUS IPU3HAHBI
Harpagamu?

9. Kakue Harpazpl Bbl cunTaere 60jiee MOTHBHPYIOIIUMHE?
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10. YTo BBI 1ymMaeTe 0 IpeMUANIbHbBIX BBIIUIATAX YUUTEIEH 3@ IPOU3BOAUTEILHOCTD?
11. Kak mikona noaaepKuBaeT MOTUBAILIMOHHYIO Cpey Ha pabouem mecTe?

12. YTo MOHO clIenaTh JJIs JTy4Ilero MOOMPEHUS YUUTENei?

[Ipumedanue: MOCKOIBKY (OpMAT HHTEPBBIO SBIISETCS TOTYCTPYKTYPHPOBAHHBIM, B XOIC
MHTEPBbIO MOT'YT OBITh 33JaHbl HEKOTOPbIE MOCIEIYIOIINE BOIPOCHI JIJIsl MOy YESHHUSI
MOJPOOHBIX OTBETOB.
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Cyx0at xarTamacsl

Interview protocol (Kazakh version)

3eprrey TakbIpbiObl: KazakcTangarsl JapbIHAbl Oaajapra apHaJIFaH MEKTEITerl
MYFaIIiIMAEP/IiH bl aFbIMJIAFbI MEKTEN pedopMaliap asiChlHIa HTACKIH 3€PTTEY.

Cyx0aT yaKbIThI:

Kyni:

Opssr:

CayanHaMma Xypri3yurici:

Conemertci3 6e, KypMeTTi cyx0aTka KaTeicylbl! Ci3iH KaThICYBIHBI3 YIIIIH JIFBIC AUTKBIM
keneni. Ci3aiH OChI 3epTTeyre KOCaThIH YJIECIHI3 0Te Oarasibl >KoHE 013/11H KociOn
TOXKIpUOEMI3 /Il )KaKcapTyFa KoMeKTecei. 3epTTey/ IiH MaKCcaThl MyFaTiMAECpAiH MEKTENTer1
MOTHBAIMSIIBIK JKaF/Ialifa IeTeH KO3KapachlH aHbIKTay OOJBIN Ta0bLIaAbl. 3epTTEYAiH
HOTIKEJIEP1 OCHI TAKBIPBINKA KbI3bIFYIIBUIBIK TAHBITKAH MYJLIEII TapanTapMeH Oemiciien.
OpHHE, KayanTap,IbH KYIUSIIbUIBIFBl CAKTANBII, 3€PTTEY KE31H/e eIMKaHaai eciMaep
kepcerinmeiiai. Cyx0aT Ci3/iH pyKCaThIHBI30CH ay MO0 jKa3bUIbII, KYIUs co30€H KOpFaiFaH
KOMIbIOTEp/ie cakTanaapl. Oa TpaHCKPUNIMSIIAHAbI )KOHE CI3/11H HAKThl aThIHBI3 OacKa
eciMMeH aybIcThIpbutabl. Cyx0at mamamen 40 MUHYTKa co3bliabl. bactamac OypbiH,
KeJIICIM-IIIApPTTHI TaFbl O1p PET OKBIM, OFaH KOJI KOFOBIHBI3/IBI CYPaiMBbIH.

Cypax Koro:

1. Ci3niH »KachIHbI3 Heleae?

2. Ci3 Kangai MmoH/I1 OKbITaChI3?

3. Ci3 MyFaJ1iM peTiHJIe KaIbl TOXKIPUOCHI3 HEIIE JKbL?

4. Kazipri MeKTenTeri )yiecoH1e KaHIla YaKbIT KbI3MET €Til Keeci3?
5. Ci3 Here MyFaJtiM OOJTY bl TAHIAIBIHBIZ?

6. Ci3niH OMBIHBI3IIA, C13 ©31HI3/Il BIHTACKI XKOFAaphl / BIHTACH TOMEH MYFaJIiM JIen
caHaiicel3 60a? Here (MoTuBamus aeHreiine kanaai dakropiap acep eremi)?

7. Here myranimzaep/i bIHTATAHIBIPY MaHBI3IbI?
8. Ci3/iH KETICTIKTEepiHI3 MapanaTTapMeH TaHBUIFaH Ke3/1¢ bIHTaJIaHAChI3 0a?
9. Ci3 KaHaai chldaKkplIapabl THIMIIPEK e CaHANCHI3?

10. MyraniMaepre apHajiIraH >KYMbIC HOTFDKEC] HETI31HAe OOHYCTBIK TOJIEMIEP Typallbl HE
olnaiceI3?
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11. Ci3 )KyMBIC ICTEHTIH MEKTETITE MOTUBALUSIIBIK axyall Kajai icKe achIpbLIabl?
12. MyrasiiMHIH MOTHBALIUSCBIH JKaKcapTy YIIiH He icTeyre 0omaabl?

Eckeprty: oHrimMenecy ke3injere cypakrap ¢opMaThl TYPaKThl OCKITUITEH OOJIFaHBIMEH,
cyx0aTTacy OapbIChIH/Ia TEPEHIPEK JKayarl ajly YIIiH Kei0ip cypakrap KOIOBITYbl MYMKiH.
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Appendix D
Recruitment of Research Subjects

Research title: Exploring teacher motivation under the current school reforms in one of the
schools for gifted children in Kazakhstan.

Invitation:

Let me introduce myself. My name is.... [ am a second year student of Master’s
Program in Education Leadership (school education) at Graduate School of Education of
Nazarbayev University in Astana as well as your teaching colleague. Currently [ am in the
process of doing my thesis on “Exploring teacher motivation under the current school
reforms in one of the schools for gifted children in Kazakhstan™. This study focuses on
identifying teachers’ job motivational factors as well as attitudes of teachers towards the
current motivational environment at their school. Your school has been chosen as a
suitable research platform due to the fact that major school reforms are piloted in this
school prior being mainstreamed. The findings of the study may be published in journals
and presented at conferences.

The research includes a collection of quantitative and qualitative data. Firstly,
participants of the research will be asked to take part in anonymous survey where they will
be asked 30 questions which may take 30 minutes. The survey questions will be in two
sections. In first section, the participants will rate the level of importance of certain
motivational factors using a scale of 0 = Not at all important to 5 = Very important. The
second section will ask participants to indicate the number that most closely shows the
extent to which items is present in your school. In case you feel uncomfortable to take part
in survey, you may withdraw yourself.

Furthermore, once the survey data will be collected and analysed some of you may
be invited to participate in an interview lasting for about 40 minutes. The interview will
include 10-15 open-ended questions. You may be also asked some follow-up questions to
elaborate your responses. Your answers will be audio recorded with your permission. Prior
conducting the interview, you will be asked to sign informed consent forms. No names will
be identified during discussions of findings of the study. You may stop the interviewing
process at any time or skip some questions you feel uncomfortable to answer.

The participation in this study has only minimal risks as the participants’ name on
the survey is totally anonymous. The interview transcripts will also be de-identified to
protect confidentiality of participants. All derived information will be stored in password
protected computer, and no one except me will have an access to data.

The study allows you reflect on your professional practice and share your opinion
on current work environment at school. This data can be used to promote teachers’ job
motivation at schools.

In case you find the participation in this study appealing and have questions, or you
have some concerns regarding risks and procedures, please contact me or my thesis
supervisor:
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Researcher:
Contact details:

Research supervisor:



