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Abstract 
 

This study aims to identify the motivational factors and career development plans of 
employees in selected Catholic schools in Manila. The study utilized a qualitative exploratory 
research design. The participants of the study were the teaching and non-teaching personnel. 
Purposive sampling technique was used in selecting participants. The results showed that the 
teaching and non-teaching personnel’s motivational factors at work include their colleagues, 
students and years of service in the institution. Graduate studies and attending trainings and 
seminars are their career developmental plans. The major contribution of the current study is 
to extend the limited literature regarding employee motivation and career development plans 
which are essential in the success and development of an institution. The researcher 
recommends that school leaders should focus more attention to the motivation of their 
employees and provide professional development programs in order to boost their work 
performance. 
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1. Introduction 
 
As globalization takes place motivation and career development plans are vital issues in the 
workplace. Today, organizations and academic institutions are challenged on how to create 
human resource development programs as well as on how to uplift the desire of their 
workers. Catholic education system in the Philippines has long been part of learning and 
predominantly aids in the foundation of knowledge.  
 
These institutions are expected to impart knowledge, ideas and prepare their students in the 
future. Catholic schools are administered by dioceses which are composed of school 
administrators, teaching personnel and non-academic personnel and their responsibilities are 
dependent on cooperation and collaboration. The productivity of an organization depends 
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on the working capacity of its workers. Organizations need employees who are connected to 
their work to stay competitive (Karjalainen, 2020). Thus, organizations need to use different 
techniques to motivate their employees (Simpson, 2020). They are expected to discover and 
impart new knowledge, prepare people for leadership positions in all works of life and strive 
to promote equality and social justice.  
 
As such there has been a great body of motivational and work-related development studies 
in the past. Griffin and Moorhead (2012) set of forces that causes people to engage in one 
behavior rather than some alternative behavior. In another study, Anghelache (2015) defined 
motivation as an individual activity that exerts human needs. On the other hand, motivation 
is a psychological process that gives behavior purpose and direction and predisposition to 
behave in a purposive manner to achieve specific, unmet needs (Linder, 1995). In the 
academe, motivation is vital because it improves the skills and knowledge of teachers and 
directly influences students’ achievement (Mustafa, and Othman, 2010 as cited in Inayatullah 
& Jehangir, 2012).  
 
Adekola (2011) mentioned that people are the most valuable resource in contemporary 
organizations and providing them with a long-term work-related plan is important for both 
organizations and their employees. An important question that needs to be addressed in the 
organization is how employees develop and shape their career plans (Almacik, Aksin & Erat, 
2012). Overall, the above-mentioned studies explain that motivational factors and career 
developmental plan are the inner force that helps an employee to accomplish personal and 
organizational goals.  
 
2. Research Framework 
 
Griffin and Moorehead (2012) mentioned that motivation is a set of forces that causes 
people to perform at their best levels. Previous studies have examined the important role of 
motivation and career development plans of employees. In China, Zhao, Ghiselli, Law and 
Ma (2016) conducted a study on the intrinsic motivation of frontline employees working in 
hotels. Results of the study indicated that motivational factors such as autonomy, task 
identity, and task significance enhanced their work satisfaction. In Nigeria, teacher 
motivation was identified as an essential factor for classroom effectiveness and school 
improvement. The outcome of the study shows that teacher motivation has to do with 
teachers’ attitude to work. It has to do with teachers’ interest in student discipline and 
control particularly in the classroom (Ofoegbu, 2004).  
 
In another study Osakwe (2014) found out that factors on motivations are those aspects of 
the job that desire an employee to perform his or her duties towards striving for excellence. 
Rawsthorne and Elliot (1999) and Sansone and Harackiewiz (2000 as cited in Osakwe, 2014) 
explained that motivational factors make employees to work harder, persevere, and become 
more productive. Thus, organizations and academic institutions should find ways to keep 
them in the profession by motivating them.  
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In Ohio, Linder (1995) made a study on motivational factors of employees in a state 
university. Based on the research findings, work and good pay are key to higher employee 
motivation. 
 
Thus, motivational factors are aspects of the job that make an employee want to perform his 
or her duties and responsibilities. In the academe, colleges and universities should find ways 
on how to continuously motivate their teaching and non-teaching personnel to be 
committed to their chosen profession. 
 
Adekola (2011) defined career development plan as an initiative where an individual exerts 
personal control over his career and engages in informed choices as to his occupation, 
organization, job assignment and self-development. Sison (2003) mentioned that a career 
development plan is about the career aspirations of each individual in the organization. In 
Nigeria, a sample of 505 employees of a private bank revealed the significant link between 
career planning, career management, career development and job satisfaction. The results 
indicated that career development had a stronger linkage with job satisfaction than career 
commitment (Adekola, 2011).  In the United States, medical students consider taking up 
doctoral degrees that place more emphasis on career planning and professional skills 
development to ensure the success of PhD-level scientists as they contribute in a variety of 
science-related career paths to a broadly defined global scientific enterprise (Furrman, Hale, 
Sullivan, Lindstateta & Sigel, 2017). Today, teacher motivation is very important because it 
improves the skills and knowledge of teachers and it directly influences the students’ 
achievement (Mustafa and Othman, 2010 as cited in Inayatullah & Jehangir, 2012). The 
purpose of this paper is to identify the motivational factors and career development plans of 
the teaching and non-teaching personnel in selected Catholic schools in Manila. Given these 
few significant researches on motivation and career development plans the need for this 
study is evident. According to Zhao, Ghiselli, Law and Ma, (2016) very few studies on 
motivation from various cultural backgrounds have been carried out. In the academe, few 
researchers have been done on the motivational factors of the teaching personnel 
(Anghelache, 2015).  
 
3. Methods 
 
3.1 Research Design 
To take part on the one-on-one interview, the participants were chosen through purposive 
sampling technique. Purposive sampling technique is used in selecting participants in order 
to gain good qualitative data (Polit & Beck, 2012). In this study, only willing informants were 
selected to take part in the one-on-one interview until saturation point was reached. 
Saturation point is reached when the researcher, though continuing to explore the 
phenomenon with participants in the research, no longer hears any new thoughts, feelings, 
attitudes, emotions, and intentions (Cooper & Schindler, 2014). It is very important that each 
informant understands the questions in the same way and that answers can be coded without 
the possibility of uncertainty (Silverman, 2001).  
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3.2 Participants of the Study 
Face-to-face interviews had been done until saturation point was reached resulting to a total 
of nine (9) participants coming from the teaching and non-teaching personnel of the 
participating schools. This study utilized qualitative exploratory research design. Out of nine 
(9) participants, two (2) were males and seven (7) were females; their age bracket was 
between 21-40 years old. Catholic schools were identified under the Roman Catholic 
Education System in Manila. These participants were willing and able to take part in the 
interview by sharing their knowledge and expertise as leaders and followers in their 
respective institutions. Table 1 shows the demographic profile of the participants. 
 
3.3 Research Instruments 
The instrument utilized was a self-made semi-structured interview guide. Interview questions 
underwent a thorough review by experts in the field of commerce and human resource 
management in a renowned institution in Manila. The guide consisted of two (2) questions 
which include the employee’s motivational perspective about his job and the career 
developmental plans. The interview questions (open-ended questions) originated from a 
written topic guide or a list of interview questions for each participant. As the interview 
progresses, the researcher’s job is to encourage participants to talk spontaneously about the 
topics in question (Polit & Beck, 2012).  
 

Table 1 Demographic Profile of Participants 

Participant 
Number 

Position 
Years of 

Service in the 
Institution 

E1 Accountant 22 
E2 Teacher 11 
E3 Guidance counselor 15 
E4 Teacher 2 
E5 Teacher 6 
E6 Librarian 2 
E7 Teacher 3 
E8 Librarian 2 
E9 Secretary 6 

 
3.4 Analysis of the Interview 
The proceedings of the one-on-one interview were manually transcribed. Transcripts and 
researcher’s field notes were subjected to thematic content. From the verbatim accounts, the 
data were analyzed and coded to form themes (Creswell, 2014). Thematic saturation was 
sought when no new themes or information on the topic was obtained. 
 
3.5 Ethical Considerations 
The primary protection of each participant was the utmost concern of the researcher. Ethical 
approval was sought and granted by the Ethics Review Board Committee in a renowned 
institution of learning in Manila. Each of them was requested to sign an informed consent. 
The researcher ensured the confidentiality of the participants by assigning a code. The one-
on-one interview of employees was designated accordingly (e.g. E1 for Employee 1).  
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4. Results 
 
This area discusses the extracted significant statements from all the transcriptions of the 
interviews. The answers of the leaders and followers from the interview questions 
substantiated the objective of this study. A distinct and interesting set of themes emerged.  
 
Research Question 1: Employees were asked about what motivates them on the job? 

The following selected accounts are shown below: 
 

My years of service keep me motivated on the job (E1) 
 

I’m motivated to work because of my colleagues (E2) 

I am motivated because of my mission to students (E3) 

 
I am motivated to work because of my students this is the reason why I wake up each 
morning, and because they have different stories (E4, E5). 

 
I am motivated because I love the students, by looking at them and inspiring them 
motivates me;  
 
it is the children, or my students when they learn what I teach the reason why I am 
motivated (E6). 
 
My students motivated me to report to school everyday. (E7, E9). 
 
I’m motivated to report to school every day because of my concern for students and 
the so-called librarian-student relationship (E8). 

 
Most of the teaching and non-teaching personnel mentioned that their motivation in 
reporting to school every day is their students, colleagues and their years of service in 
the institution. 
 
Out of three significant themes, majority of the teaching and non-teaching personnel 
answered that their students were their motivational desire in going to school every 
day. 
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Figure 1. Motivational Factors of Teaching and Non-Teaching Personnel in Catholic 

Schools in Manila 
 
Figure 1 shows the conceptualized circles which represent the motivational factors of the 
teaching and non-teaching personnel in Catholic schools. The said overlapping diagram was 
introduced by John Venn in 1880, an English philosopher and logician. According to Lewis-
Beck, Bryman, and Liao (2004), the shapes of the diagram facilitate comprehension of 
related concepts. 
 
The first and foremost motivational factor for teaching and non-teaching personnel among 
Catholic schools is their students. They are motivated to report to school every day because 
of their concern to students. The study provided evident support that teacher motivation is 
very important because it improves the skills and knowledge of teachers and it directly 
influences the student’s achievement (Mustafa, and Othman, 2010 as cited in Inayatullah & 
Jehangir, 2012). 
 
Placing a deepening value to students means developing and initiating learning activities and 
committing to a process of learning (Ames,1992). In addition, the quality of teacher and 
student relationship represents an important foundation of school effectiveness (Ramberg, 
Brolin, Laftman & Almquist, 2018). The results of the study indicated that the motivational 
concern of employees to report to school every day influences the social and academic 
development of their students. 
 
Another motivational factor why teaching and non-teaching are motivated to work is their 
colleagues. For them there is a feeling of sense of belongingness when they are at work 
because of the love that they experience from their co-workers. The study provides evident 
support that motivation is a psychological process that gives purpose, desire and direction in 
the organization (Linder, 1995). Based on the study of Skaalvik & Skaalvik (2011) value 
consonance and positive social relations predict feeling of belonging. Therefore, in Catholic 
schools, teaching and non-teaching personnel value the feeling of love by their colleagues.  
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Thirdly, teaching and non-teaching personnel are motivated to work because of their years 
of service in the institution. This only shows that when an employee stays longer in a job, he 
or she is more engaged at work and gains more knowledge and experience on his or her job 
(Ng & Fieldman, 2013).  
 
Research question 2: What are your developmental plans on the job? 
 
Out of twelve participants, six (6) of them answered that their career development plan is to 
pursue graduate studies, and three (3) participants wanted to attend trainings and seminars. 
The responses are supported by the following verbalizations: 
 
I’m planning to enroll in the Masteral program, Doctoral program and post graduate studies 
(E1, E2, E4, E6, E7, E8). 
 
Attend trainings and seminars to enhance our knowledge and skills (E3, E5, E9) 
 
Based on the above findings, the school management ensures it acknowledges the 
professional development of its employees to enhance the quality of job performance 
(Lacsamana & Portugal, 2018). This only shows that employees of the academic institutions 
are dedicated to upgrade their educational background by attending graduate studies as well 
as trainings and seminars.  In effect, this career development plans will help improve the 
quality of education and create globally competitive professionals who possess competence, 
commitment, credibility and collaboration aligned with the institutions mission and vision.  
 
5. Discussion 
 
This study aimed to explore the motivational and developmental factors of the teaching and 
non-teaching personnel in selected Catholic schools in Manila, Philippines. The results of the 
study indicated that the teaching and non-teaching personnel are motivated to report in their 
respective institutions because of their students, colleagues and their years of service in the 
institution. On the other hand, their career developmental plans include pursuing their 
graduate studies and attending trainings and seminars. Improving the working environment 
of the teaching and non-teaching personnel can fully increase the dedication and motivation 
of these workers. 
 
6. Conclusions 
 
This study shows that teaching and non-teaching personnel in Catholic schools are driven at 
work because of their concern to students, the sense of belongingness that they experience 
with co-workers and their years of stay in the organization. Motivated workers perform 
better and in turn contribute in the quality of performance of the institution. The findings of 
the study will serve as an aid to human resource management department of Catholic 
schools in creating programs for their employees by providing specific trainings and 
seminars related on their field of expertise. The school should also look into providing study 
grant for their employees’ graduate studies in order to enhance their knowledge and abilities 
at work. 
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With this revelation, it is the responsibility of school leaders to foster positive attitude, 
understand what matters to people, and in particular, know precisely what makes them stay 
in the organization. Creating a positive atmosphere motivates them to report to school every 
day. It is important to remember that people are significant resource inside the organization; 
hence, they are an asset to the institution. 
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