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ABSTRACT 

I.D. No.: 6129559 

Keywords: TEACHERS’ PERCEPTION, SCHOOL CLIMATE AND DEGREE OF WORK 

MOTIVATION 

Name: VANESSA KAY LOREMIA MELECIO 

Thesis Title: A CORRELATION STUDY ON TEACHERS’ PERCEPTION OF THE 

 SCHOOL CLIMATE AND THEIR DEGREE OF WORK MOTIVATION AT 

 ASSUMPTION COLLEGE SAMUTPRAKARN, THAILAND 

Thesis Advisor: ASST. PROF. DR WATANA VINITWATANAKHUN 

 

 This study sought to examine the relationship between teachers’ perceptions of 

the school climate and their degree of work motivation at Assumption College Samutprakarn, 

Thailand. To do so, the study evaluated the teachers’ perception on the school’s climate as 

well as their degree of work motivation in which Means and Standard Deviations were used 

for descriptive and quantitative analysis. Finally, the relationship between these two variables 

were analyzed and assessed through Pearson Product Moment Correlation Coefficient 

analysis. The basis for the school climate concept of this study was founded from Open and 

Closed School Climate Theory (Halpin & Croft, 1962) together with the Healthy School 

Climate Theory (Miles, 1969). Moreover, Self-determination Theory (Ryan & Deci, 2000) 

was the foundation to support the researcher’s concept of motivation. It was conducted in the 

academic year of 2020 where 160 Thai teachers participated with the return rate of 91 percent 

out of the total target population of 175 teachers. The result revealed that the teachers at 

Assumption College Samutprakarn had a relatively high perception and positive attitude 

towards the school climate. It also revealed that the teachers degree of motivation on the basis 
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of regulatory styles were relatively high on intrinsic, identified, and introjected regulated 

types of motivation. Furthermore, among the three recognized regulatory styles of motivation 

which had a high level of perception, introjected regulated type resulted to the highest mean 

score. However, they are moderately extrinsically motivated as the data had shown. With 

regard to the study’s main purpose which was to examine the relationship between the 

teachers’ perception on the school climate and their work motivation, it was found that there 

was a moderately positive correlation between these two variables as the statistical data had 

revealed that the Pearson correlation coefficient had a significance value of .000 and r value 

of .559. The present study provided the researcher with enough knowledge and valuable 

information as well as extensive confirmation as shown by the statistical data with regard to 

the significance between school climate and work motivation. It also provides as a substantial 

evidence to attest on the significant relationship between these two variables that other 

researchers must further explore.  
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CHAPTER I 

 

INTRODUCTION 

 

 This chapter gives emphasis to the background of the study, the statement of the 

problem, research questions, research objectives, research hypothesis, theoretical framework, 

conceptual framework, scope and limitation of the study, definition of terms and the 

significance of the study.  

 

Background of the Study  

 Organization in its broadest sense pertains to an environment with people 

working together systematically and harmoniously. Every organization has its identity which 

is unique and vividly differentiates it from other organizations known as its organizational 

climate (Forehand & Von Haller, 1964). A school is an example of an organizational 

environment with its own climate and identity. It is a social organization which involves 

people with a common goal of cultivating students to become productive members of the 

community. Moreover, it integrates administrators, teachers, and students who all takes part 

in all the educational activities and teaching-learning process in a systematic manner 

(Musgrave, 2017). 

 The school as an educational organization has a huge responsibility in imparting 

knowledge, strengthening the ability, and enhancing the attitude of the students in line with 

the principles of the educational system (Turkkahraman, 2015). This responsibility is 

accompanied by many aspects existing in the school for it to be conducive for learning. It 

involves maintaining good social environment for all the stakeholders as well as other factors 
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like exceptional leadership and resilience against external pressure while at the same time 

being able to maintain, adapt, and develop in achieving its goals (W. K. Hoy, Smith, & 

Sweetland, 2002). It is vital for the school to have positive climate in which there is  a spirit 

of collegiality and collaboration among the people within it in reaching the goals as well as 

where teaching and learning is at the core value and is satisfied (Pashiardis, 2000). In order to 

assess whether its function and objectives are being fulfilled and accomplished, the 

relationship between these people can be analyzed as a whole (Turkkahraman, 2015).  

 Several studies have been conducted which aims at understanding school climate 

however, each study focuses on separate levels of education which are elementary, middle or 

secondary schools, and college or university level. With the widely proven influence and 

importance of school climate in determining the effectiveness of a school, it has been a 

subject in many researches leading to an extensive introduction of various variables, models, 

methodologies, and theories making it a challenge to define school climate with a singular 

notion (Anderson, 1982). However, in most studies, they had suggested that a unified 

definition of school climate could be conceptualized. School climate pertains to the lasting 

quality of school environment as perceived and experienced by the people within it including 

the administrators, teachers, and students which directly influences their behavior towards 

instruction and achievement of the goals of the institution.  

 Halpin and Croft (1962) articulated that school climate can be classified as either 

open or close. They enunciated that in an open school climate, a principal demonstrates a 

democratic type of leadership whereas in a close school climate a principal utilizes a more 

authoritarian type of leadership. In another study conducted by Miles (1969), he defined 

school climate as healthy or unhealthy where he described a healthy school climate as one 
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that thrives and strives despite the changes and challenges in its environment while on the 

other hand, an unhealthy school climate is one where turmoil is evident.  

 Likewise, motivation is also a vital concern for those working or has the desire to 

work as administrators in different sectors of the society including education which involves 

managing and influencing others to attain a certain goal (Ryan & Deci, 2000). In general, 

motivation may be considered as a singular paradigm however, many studies suggests that 

motivation is affected by varying factors which are directly dependent on situations. When 

teachers are motivated, it is reflected into their practice making teaching-learning process 

effective. In addition, it was found that students whose teachers’ exhibits autonomous 

motivation had shown relatively high intrinsic motivation, are more confident, and enjoys the 

learning process compared to students whose teachers’ motivation are extrinsically controlled 

(Roth, Assor, Kanat-Maymon, & Kaplan, 2007). Direct motivating factors such as intrinsic 

and extrinsic motivation as well as indirect motivating factors which includes social 

relationships, institutional support, sense of autonomy, and self-realization are just some 

factors which greatly influences teacher motivation (Praver & Oga-Baldwin, 2008).   

 In general terms, both school climate and teacher motivation are vital factors to be 

studied in the educational context because of their influence in attaining the school’s 

effectiveness. Both factors need necessary attention and improvement for a school to prosper 

in the long-run. An excellent school climate benefits the students in a lot of ways in terms of 

both social and emotional development (McGiboney, 2016) as well as academic achievement 

(Goddard, Sweetland, & Hoy, 2000). Aside from the students, school climate also affects 

teachers in terms of retention (Cohen, McCabe, Michelli, & Pickeral, 2009), work motivation 

(Neves & Coimbra, 2018), and commitment  (Thapa, Cohen, Guffey, & Higgins-

D’Alessandro, 2013). It was found that teachers have significantly higher intrinsic motivation 
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and self-efficacy in safe and supportive schools (Reaves & Cozzens, 2018). School climate 

also influences teachers’ work motivation with great significance on collegial leadership and 

school community interrelationships (Ladyong, 2014) and that teachers working on a school 

which they perceive as having open climate have high motivation and high level of self-

esteem than those who perceive their school climate as being closed (Anees-ul-Husnain, 

2011). With this, it has been concluded that motivation of teachers and school climate goes 

together simultaneously (Nebiyu, 2015) and requires in-depth discussion to achieve the 

school’s efficacy.  

 Assumption College Samutprakarn is one of the most established school 

institutions in Samutprakarn Province. It is notable for producing successful and quality 

students in terms of academics and sports. Together with this established name in the 

academe world is a pressure to maintain and sustain its quality with the increasing 

competition of school institutions and demands from the society. It is vital to make 

educational reforms which aims at unceasingly producing excellent and responsible members 

of the society. For this reason, maintaining a positive school climate where the administrators, 

teachers, and students are in harmony is significant. To continuously achieve academic 

excellence for the students, a school must maintain a positive school climate for the teachers 

as their performance influences their students. A motivated teacher will be more passionate in 

teaching and will show better performance which then reflects to the students’ achievement. 

It is with this reason that this study was conducted.  
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Statement of the Problem 

 Assumption College Samutprakarn (ACSP) is a school in the Samutprakarn 

Province which is highly valued in terms of quality and consistency in students’ achievement. 

It had made and is continuously making great efforts in maintaining its reputation and to cater 

the changing needs of the new generation in terms of linguistics and technological 

advancement and to cope up with the increasing competition and global demands. To make 

this happen, consolidated efforts among its stakeholders is necessary in maintaining a 

positive school climate with quality teaching-learning process as well as keeping teachers 

motivated to maintain and improve students’ academic achievement is crucial and is deemed 

worthy of in-depth analysis.  

 With this regard, this study’s purpose was to determine the school climate at 

Assumption College Samutprakarn (ACSP) as perceived by the teachers and its relationship 

to their degree of work motivation. Specifically, no previous study has been conducted 

regarding teachers’ perception of school climate in relation to their work motivation at 

Assumption College Samutprakarn which is why the researcher was passionate to pursue this 

study. 

 This research was be carried out to explore the individual perception of the 

teachers on the school climate at Assumption College Samutprakarn and how it is related to 

their job motivation. Also with the main purpose of helping the administrators and school 

leaders to determine the possible school climate factors or dimensions that positively 

motivates teachers as well as those that least motivates them in order to consider a 

development or upgrade to one of these domains through professional trainings which will 

eventually improve the school climate in which all identified factors in this study are vital for 

better job motivation and satisfaction of their teachers. 
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Research Questions 

The following were the research questions for this study: 

1. What is the teachers’ perception of the school’s climate at Assumption College 

Samutprakarn? 

2. What is the degree of teachers’ work motivation at Assumption College Samutprakarn? 

3. Is there any significant relationship between the teachers’ perceptions on the school 

climate and their work motivation at Assumption College Samutprakarn? 

 

Research Objectives  

This research was conducted for the following research objectives: 

1. To determine the teachers’ perception of the school climate at Assumption College 

Samutprakarn. 

2. To determine the degree of teachers’ work motivation at Assumption College 

Samutprakarn. 

3. To examine the relationship between the teachers’ perceptions on the school climate and 

their work motivation at Assumption College Samutprakarn. 

 

Research Hypothesis 

 There is a significant relationship between the teachers’ perception of the school 

climate and their work motivation at Assumption College Samutprakarn, Thailand. 

 

Theoretical Framework 

 This study is primarily based from three specific theories. The Open and Closed 

School Climate Theory (Halpin & Croft, 1962) together with the Healthy School Climate 
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Theory (Miles, 1969) are the basis for the school climate concept. Additionally, Self-

determination Theory (Ryan & Deci, 2000) was the foundation to support the researcher’s 

concept of motivation.  

 

School Climate 

 This concept is consists of two main theories which are the Open and Closed 

School Climate Theory (Halpin & Croft, 1962) and the Healthy School Climate Theory 

(Miles, 1969) in which the key concepts from these two theories were put together by Hoy, 

Tarter and Kottkamp (1991) in their study on school climate where they proposed four 

dimensions which were adapted and used in this research to provide the constructs that will 

measure both openness and closeness as well as health of the school climate which are as 

follows:  

 Collegial leadership which pertains mainly to the leadership style of the principal. It 

refers to the leadership style that establishes a clear goal, expectation, and 

performance among the teachers in order to achieve the school’s goal while at the 

same time sets a democratic, open, and positive social interaction within the working 

environment.  

 Professional teacher behavior pertains to teachers having professional treatment and 

respect among their peers and colleagues, maintains a healthy competition and shows 

support and collaboration among them, possess ability to make decisions 

independently, as well as shows commitment to the students.  

 Achievement press refers to a school that sets high but attainable educational quality 

and goals. Consequently, school stakeholders including the principal, teachers and 

parents puts great determination to reach or maintain high standards and are highly 
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motivated to pursue constant development of the school. As a result, students who 

shows perseverance and works hard for their academic achievement are given respect 

by their peers and teachers.  

 Institutional vulnerability is the degree of vulnerability of the school from external 

environment and pressure such as prominent and outspoken parents and groups. In 

this kind of situations, when both the principal and teachers are on the defensive state, 

it means that they are unprotected and suggests that the school has a high institutional 

vulnerability.  

  

Self-determination Theory of Motivation 

 The theoretical basis for the motivation construct of this study was the Self-

determination theory of Ryan and Deci (2000) where motivation has been categorized into 

three broad categories which are amotivation, intrinsic motivation, and extrinsic motivation. 

Since extrinsic motivation could vary depending on what regulates the motivation, SDT have 

further divided this type into various classes depending on internalization which are external 

regulation, introjected regulation, and identified regulation. This theory puts the different 

types of motivation along a continuum and provides the construct for the dependent variable 

of the recent study which aimed at measuring the teachers’ degree of work motivation.     

 Amotivation is the absence of motivation in a task or activity. The source of 

motivation is believed to be insignificant.  

 Extrinsic motivation is when an action is done due to external motivation which 

includes receiving rewards in different forms or recognitions, due to ego and increased self-

esteem, achieving a personal goal, or avoidance of punishments or criticism. 

 External regulation is a type of extrinsic motivation which is mainly driven by 

gaining rewards or avoiding punishments from others or due to compliance.  
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 Introjected regulation is somewhat an extrinsic motivation as the action is driven by 

internal pressure such as ego, guilt, or humiliation as well as internal rewards and 

punishments.  

 Identified regulation is a type of controlled motivation that is somewhat internal 

because the action was due to the conscious value of the motivator to the person. 

Decision to accept the value of the action was influenced but willfully driven as it is 

personally important to them and is therefore considered as volitional.  

 Intrinsic motivation is exhibited when an action is done due to interest and 

enjoyment the individual gets from it. Integrated regulation in the SDT continuum is 

considered as internally regulated because the source of motivation is self-awareness.  

 

Conceptual Framework 

 In this study, the researcher strived to assess and determine the relationship 

between the teachers’ perception of the school climate and their level of work motivation at 

Assumption College Samutprakarn, Thailand. There are two main variables in this research 

which are the teachers’ perception of the school climate and their level of work motivation. 

The researcher adopted the same dimensions identified by Hoy, Smith, and Sweetland (2002) 

in order to measure the teachers’ perception in all areas of the school climate such as collegial 

leadership, professional teacher behavior, achievement press, and institutional vulnerability 

which was measured by OCI developed and designed by W. K. Hoy et al. (2002). Teachers’ 

level of work motivation on the other hand was evaluated in four dimensions known as 

regulatory styles based from the Self-determination Theory of Ryan and Deci (2000) namely 

external regulation, introjected regulation, identified regulation, and intrinsic regulation. 

Figure 1 illustrates the conceptual framework of this study. 
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Figure 1 

Conceptual Framework of the Study 

 

 

 

 

 

 

 

 

 

 

Scope of the Study 

 This study was conducted at Assumption College Samutprakarn, Thailand during 

the academic year 2020. This study mainly focused on the four dimensions of school climate 

(collegial leadership, professional teacher behavior, achievement press, institutional 

vulnerability) and four dimensions of work motivation (external regulation, introjected 

regulation, identified regulation, and intrinsic regulation) as stated on its conceptual 

framework.  

 The target respondents of this study were all the full-time Thai teaching staff in 

the primary and secondary levels of both the Modern Language Program (MLP) and English 

Program (EP) from the target school. Foreign teaching staff on both programs were excluded 

as their history of employment had shown a pattern of inconsistency in terms of job tenure 

and many have appeared to stay only for a short period of time hence, their perception of the 

school climate may only be at the surface level. The non-teaching personnel and other non-

Teachers’ Perception of 

the School Climate 

 Collegial leadership 

 Professional teacher 

behaviour 

 Achievement press 

 Institutional 

vulnerability 

Teachers’ Degree of Work 

Motivation 

1) External regulation 

2) Introjected regulation 

3) Identified regulation 

4) Intrinsic regulation 
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teaching departments such as human resource administration, evaluation department, student 

guidance and discipline department, and maintenance and utility departments were also 

excluded in data gathering. Furthermore, the data from the teachers’ perception alone does 

not represent the entire perception of all stakeholders within the organization. In addition, the 

data that will be gathered from this study may not be valid for other schools established by 

the Saint Gabriel’s Foundation of Thailand as each school have their own identity and unique 

climate.  

 

Definition of Terms 

 The researcher defined the following terminologies in the context of this study.  

 

Teachers – refers to the full-time Thai teachers who teach students at Assumption College 

Samutprakarn, Thailand. They include subject teachers and homeroom teachers of all levels 

in both the MLP and EP programs of the target school.  

 

Teachers’ perception – refers to the Thai teachers of Assumption College Samutprakarn’s 

view or the way they feel about the school climate and their own evaluation of their work 

motivation. 

 

School Climate – refers to the result of the collective social relationship among ACSP’s 

administration, teaching and non-teaching staff, students, and the community that creates the 

school’s qualities based from the four dimensions adapted in this study which are; 1) collegial 

leadership 2) professional teacher behavior 3) achievement press and 4) institutional 

vulnerability.  
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1) Collegial leadership – refers to ACSP administration’s leadership style as to whether 

they establish a clear goal, expectation, and performance among the teachers in order 

to achieve the school’s goal while at the same time sets a democratic, open, and 

positive social interaction within the working environment. This dimension was 

measured by survey question numbers 1, 3, 5, 10, 13, 20, and 27 of school climate. 

2) Professional teacher behaviour - pertains to the teacher’s capability to retain 

professional treatment and respect among their peers and colleagues, maintains a 

healthy competition and shows support and collaboration among them, possess ability 

to make decisions independently, as well as shows commitment to the students. This 

dimension was measured by survey question numbers 8, 18, 21, 23, 25, 28, and 29 of 

school climate.  

3) Achievement press - refers to whether ACSP sets high but attainable educational 

quality and goals. High achievement press means that administrators, teachers and 

parents puts great determination to reach or maintain high standard and are highly 

motivated to pursue constant development on the school. As a result, students who 

shows perseverance and works hard for their academic achievement are given respect 

by their peers and teachers. This dimensions was measured by survey question 

numbers 7, 11, 15, 16, 17, 19, 22, and 24 of school climate. 

4) Institutional vulnerability – refers to whether ACSP is vulnerable from external 

environment and pressure such as prominent and outspoken parents and groups. When 

both the administration and teachers are on the defensive state, it means that they are 

unprotected and suggests that the school has a high institutional vulnerability. This 

dimension was measured by survey question numbers 2, 6, 9, 12, and 26 of school 

climate. 
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Work motivation – pertains to the teacher’s drive at work which directly influences their 

performance. It could be intrinsic or extrinsic depending on the factors that motivates them. 

This drive can be categorized into levels ranging from; 1) external regulation 2) introjected 

regulation 3) identified regulation and 4) intrinsic motivation which would describe the 

teachers’ level of motivation at ACSP.  

1) External Regulation - is a non-internalized type of extrinsic motivation which is 

mainly driven by gaining rewards or avoiding punishments from others or due to 

compliance. This type of motivation was measured by survey question numbers 1, 2, 

3, 4, 5, and 6 about work motivation. 

2) Introjected Regulation - refers to a controlled motivation where the action taken to 

do an activity or the type of behavior shown is due to internal pressure of an 

individual such as ego, guilt, or humiliation as well as internal rewards and 

punishments. This type of motivation was measured by survey question numbers 7, 8, 

9, and 10 about work motivation. 

3) Identified Regulation - is a type of controlled motivation that is shown when an 

action is deemed as something that is valuable or meaningful by others and therefore 

considers it as their own. Decision to accept the value of the action was influenced but 

willfully driven as it is personally important to them and is therefore considered as 

volitional. This type of motivation was measured by survey question numbers 11, 12, 

and 13 about work motivation. 

4) Intrinsic Regulation - is exhibited when an action is done due to interest and 

enjoyment the individual gets from it as well as when the motivation is regulated by 

self-awareness. This type of motivation was measured by survey question numbers 

14, 15, and 16 about work motivation. 
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Assumption College Samutprakarn, Thailand (ACSP) – is a private bilingual catholic 

school strategically located in the province of Samutprakarn, Thailand and is one of the 

schools established by the Saint Gabriel’s Foundation of Thailand.  

 

Significance of the Study 

 This research was proposed with the aim of providing ideas for the improvement 

of school climate in terms of teacher motivation. Specifically, it pointed out the school 

organizational climate dimensions that best motivates and least motivates teachers at 

Assumption College Samutprakarn as well as at what degree of motivation does each 

dimension influences them.  

 The result of this study will benefit the target school firsthand including its 

administrators, teachers, and students. For the school administrators of ACSP, this research 

aimed to help them recognize the school climate dimensions that best and least motivates 

their teachers in order for them to develop and improve the identified dimensions in this 

study that will further improve the camaraderie, cooperation, and sense of belongingness of 

all stakeholders within the organization. Furthermore, the result from this study would also 

help the school to have insights on how to keep their teachers motivated and have a relatively 

high function and quality thus, yields to a positive effect on the learning and heightened 

academic outcomes of the students which is the school’s main goal. For the teachers, it 

sought to help them recognize the school climate dimensions that are inclusive in the 

maintenance of a positive school climate as well as the dimensions which motivates them the 

most and the least. It will also help them adjust to some of the identified dimensions so that 

everybody in the organization can meet in between and create a comfortable, harmonious, 

collaborative, and stable school climate. It will also make them aware with regards to their 
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significance in keeping a positive school climate and keeping their motivation at a high level 

so as for the students to achieve academic excellence.   

 This research also desires to help other school institutions that are dealing with 

issues regarding teachers’ lack of motivation and are having a negative and ineffective school 

climate. This study may give them some insights and firsthand information on the possible 

whys and wherefores and perhaps discover the core of the problem as well as give them idea 

on how to unravel the solutions. 

 Finally, for other researchers both internationally and locally, this study intends to 

provide information that they may use if they conduct a related study in the future. To serve 

as a benchmark for future school climate studies in relation to motivation. 

 



 

CHAPTER II 

 

REVIEW OF RELATED LITERATURE 

 

 This chapter presents the overview of the related literature on the study of the 

school climate and its influence on the degree of job motivation of teachers. In-depth 

literature of the central issues were made on the framework of the following key concepts: 

 Development of Organizational Climate 

 School as an Organization 

 Concept of School Climate 

 Concept of Motivation 

 Related Studies on School Climate and Motivation 

 Background of Assumption College Samutprakarn, Thailand 

 

Development of Organizational Climate 

 Organizational climate has long and widely been studied in different areas in 

psychology and business. Many of which had identified different constructs and dimensions 

depending on the foci of their study. Organizational climate may be defined as the shared 

perceptions of and the meaning attached to the policies, practices, and procedures employees 

experience and the behaviors they observe in getting rewarded and that are supported and 

expected (Schneider, Ehrhart, & Macey, 2012). 

 Argyris (1958) first introduced the concept of organizational climate in his paper 

which he comprehensively defined in terms of formal organizational policies as well as the 

needs, values and personalities of employees. However, other researchers have a different 
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view regarding organizational climate. In a book entitled ‘The Human side of Enterprise’ 

(McGregor, 1960), he argued that an organization’s climate is mainly based from managerial 

assumptions and primarily from the relationship between the managers and their subordinates 

giving rise to a managerial climate concept of organizational climate. However, other 

researchers have pointed out some drawbacks on Mc Gregor’s concept of organizational 

climate. They argued that his interpretation merely points out to culture and not climate as 

organizational culture are measured by assumptions whilst climate is more on perceptions. 

On a study led by Forehand and Von Haller (1964), they described climate as a set of 

characteristics that describes an organization distinctive from other organizations, relatively 

enduring over time, and directly influences the behavior of people within it.  

 Likewise, on a prior and extensive study conducted by Litwin and Stringer Jr 

(1968), they have identified six dimensions of organizational climate namely structure, 

responsibility, reward, risk, warmth, and support. However, as studies became in depth, 

Litwin and Stringer (1968) have added three more dimensions which are standards, conflict, 

and identity and have designed the Litwin and Stringer Organizational Climate Questionnaire 

(LSCOQ) so as to measure their identified organizational climate dimensions. 

 In another investigation of Schneider and Bartlett (1968), they attempted to 

develop a measure of organizational climate where they developed two separate dimensions; 

managerial level and subordinate level. The researchers had conducted a pragmatic study 

among employees of life insurance companies where they had established that climate can be 

measured through shared perceptions of the employees within the organization. And in their 

updated study entitled ‘managerial behavior, performance and effectiveness’, they proposed 

four dimensions of organizational climate such as managerial supportiveness, managerial 

structure, concern for new employees, conflict independent, and general satisfaction 
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(Yashwanth, 2016). However in a separate study of Taguiri (1968), he described 

organizational climate as a certain framework of enduring characteristics that makes up an 

organization. In his study, he cited four dimensions that makes up an organization’s climate 

such as ecology, milieu, social system, and culture. Thus, according to him, we can say that if 

personality is to an individual, climate is to organization (Hoy, Hannum, & Tschannen-

Moran, 1998). As more researches on organizational climate and its assessment arises, so as 

various dimensions which led to confusion and dawdling theoretical progress (Jeswani & 

Dave, 2012).  

 In general terms, the study and complexity of organizational climate is evident 

and there are numerous factors ranging from the leadership style, physical structure and 

settings, organizational processes, and work attitude are just some of them. With this, Litwin 

and Stringer’s (1968) model recommends that with the multifaceted concept of organizational 

climate, its integration to organizational behavior theories like motivation is essential. With 

the integration of both organizational climate and organizational behavior theories, it will 

reveal the relationship between the two concepts and the variety of organizational climate 

dimensions’ significance on the development of climate will be identified (Jeswani & Dave, 

2012). 

 

School as an Organization 

 A social association consisting of two or more people which aim is to achieve a 

common goal is an organization. An educational system is a type of administrative 

organization on a sociological point of view because of the many factors and forces within it. 

According to Kornblum, Julian, and Smith (1992), a school can be considered as a 

bureaucratic organization as a sub-institution of an educational system. As stated by Weber 
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(1947) on his theory of bureaucracy, a bureaucratic organization is embodied with a highly 

structured, organized, formalized, and impersonal organization as well as having 

characteristics such as vivid and formal rules and regulations, impersonal implementation of 

rules, formal organizational hierarchical structure, and work specialization among employees 

which all are possessed by a school. In a school, division of labor is reflected among the 

presence of both administrative and teaching levels and other personnel who are assigned to 

positions appropriate for them. Administrative hierarchy is also present which guides both the 

command scheme and communication networks. Moreover, it has certain rules and 

regulations which are adapted from educational system pertaining to subjects and topics that 

must be taught and a formal nonetheless neutral role relationships among students and 

teachers as well as between teachers and administrators could be observed. Furthermore, it 

possesses rationality of the total organization in all decision-making phase as it achieves 

greater efficiency to deliver its goals and finally, in a school, the granting of legitimacy and 

authority depends on the expertise and positions in the school hierarchy (Ballantine, 1997). 

 Since the school in considered as an educational organization, it is expected to 

impart knowledge, strengthen the ability, and enhance the attitude of the students in line with 

the principles of the educational system (Turkkahraman, 2015). A school consistently 

integrates people such as students, teachers, and administrators who contributes to both the 

instructional and educational activities in a systematic and organized way (Musgrave, 2017). 

In order to meet the society’s educational needs and continually be able to produce 

educational activities, the society has established schools as one of many social organizations 

(Hunt, 2012).   

 According to Berner (2013), even though a school can act as an independent 

organization and has a structure of its own, in can be influenced by various relations within 
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the society such as political parties and associations, groups of economy, religious 

communities, science and scientific organizations out of the school affects the school and the 

education in a direct or indirect way. As a part of the society, schools are expected to develop 

the students and be able to adapt. With this, educational sociology investigates the school as a 

social system because of the adjacent affiliation between the school’s goals in relation to the 

expectations and values of the society. Both body are interrelated and affect each other. 

Lastly, the school can be considered as an organization for it is comprise of stakeholders 

working together in order to fulfill its function and achieve its goals and the relationship 

between these people can be analyzed as a whole (Turkkahraman, 2015). 

 

Concept of School Climate 

 Organizational climate has long been studied in the educational context. However, 

studies are separately conducted on different levels such as primary (Halpin & Croft, 1962) 

middle schools (Hoy, Hannum, & Tschannen-Moran, 1998), high schools (Hoy, Tarter, & 

Kottkamp, 1991) and universities and colleges (Pace & Stern, 1958).  

 School climate was described by Daryanto and Tarno (2015) as set of qualities that 

gives rise to the atmosphere of each school. It includes different factors that are present in the 

school environment such as its structures, the curriculum, principal leadership, the social 

interaction within the school, and the learning environment within it. It also may involve the 

implementation of traditions and work conduct and morale in the organization (Pidarta, 

1995). Moreover, school climate was defined by Freinerg (1999, p.11) as “the heart and soul 

of the school, that the essence of a school leads a child, a teacher, and an administrator to 

love the school and to look forward to being there each school day”. And as described by 

Hoy et al. (1998), it refers to the long-term quality of the entire school as experienced by its 
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stakeholders, it is described by the sum of their individual perceptions of routine behavior, 

and which affects their attitudes and conduct in the school. Further, they suggested two 

perspectives on school climate which they described as openness and health. 

 In a research conducted by Hoy et al. (1998), they proved the link between school 

organizational climate and student achievement while the study of Syahril and Hadiyanto 

(2018) claimed that school climate is a key element in determining the survival of educational 

management. They also attest that school stakeholders (principal, teachers, staff and students) 

functions best in a conducive school climate that displays support and reinforcement. 

 Studies have revealed that the emotional and social development of students are 

directly influenced by the quality and effectiveness of a school climate and that students 

develop resiliency and copes best with social-emotional concerns in a positive school climate 

(McGiboney, 2016). In contrary, a negative school climate affects and may worsen the 

students’ social-emotional and psychological welfare which may lead to mental health 

problems (McGiboney, 2016) in which some may have a long-term effect (Somersalo, 

Solantaus, & Almqvist, 2002). A direct influence of school climate has also been proven in 

student achievement. Some of the school climate aspects that have been studied which results 

to high academic achievement among students are teachers’ characteristics such as 

commitment and trust to students, setting high but achievable goals (Goddard, Sweetland, & 

Hoy, 2000), teachers efficacy, effective leadership, and positive interrelationships among 

students, teachers and administrators, school resource allocation (Wang & Degol, 2016), and 

finally is the school’s structural features (Simons, Hwang, Fitzgerald, Kielb, & Lin, 2010). 

Aside from the students, school climate also affects teachers. Unsupportive administration, 

discipline difficulties among students, and decision-making issues are school climate factors 

associated with reduced retention among teachers (Cohen, McCabe, Michelli, & Pickeral, 
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2009). Furthermore, the feeling of belongingness in the institution is significant in order to 

boost their commitment (Thapa, Cohen, Guffrey, & Higgins-D’ Alessandro, 2013).  

 

Open and Closed School Climate 

 The theory of an open school climate was founded from the study originally 

conducted by Halpin and Croft (1962) where they described organizational climate as the 

“personality of the school” which they viewed along a continuum from open to close. Their 

study’s focus was on the social interaction between teacher-teachers and teacher-principal 

interaction inside the school. To measure the said interrelationship, they have developed the 

Organizational Climate Description Questionnaire (OCDQ) with six climates drawn along 

their previously proposed continuum ranging from open to close climate. The six identified 

climates were open, autonomous, controlled, familiar, paternal, and closed. This six types of 

climate were drawn from a factor analysis of the empirical testing that they have conducted. 

The pilot testing of the instrument was implemented in 71 elementary schools in the United 

States with 1,151 teachers in which 1,000-item questionnaire was used. With further analysis 

and deliberation, the final OCDQ version was designed to contain 64 questions allocated 

along eight subtests serving two behavioral characteristics in particularly the principal’s 

behavioral characteristics and the teachers’ behavioral characteristics. Consideration, 

production emphasis, aloofness, and thrust were subtests under the principal’s behavior 

whereas hindrance, intimacy, disengagement, and esprit were the subtests for the teachers’ 

behavior. With the empirical testing conducted, Halpin and Croft found that among the six 

types of climates that they have drawn, open and closed school climate where the most 

prominent which then became the basis for the future researches.  
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 In an open school climate, a high degree of authenticity is a distinguishing 

characteristic in which the principal and the faculty members shows a genuine behavior. In 

this climate, there is a free and open interrelationship between the principal-teachers and 

teachers-teachers within the organization. There is commitment in the faculty and principal 

leads as an example, provides proper support and consideration as well as appropriate 

structure and direction amongst the subordinates. Because of these relationship between the 

principal and the faculty, a more relaxed atmosphere within the organization can be observed 

and profound leadership and supervision are utilized only when there is a need and when it is 

appropriate. Finally, in an open school, there is no exclusivity on task achievement nor 

social-needs satisfaction since both are achieved naturally in this free environment (Hoy et 

al., 1998). 

 A closed school climate is viewed as the opposite of the open school climate. In this 

climate, genuine relationship between the principal and the teachers are not evident. The 

principal’s leadership style is focused on a more routinely work lifestyle and unnecessary 

busywork and teachers therefore responds at minimal level with little satisfaction. The 

principal’s leadership style is seen as ineffective which results to frustration and lethargy in 

teachers. In conclusion, the atmosphere in a closed climate is regarded as inauthentic and 

unfree (Hoy et al., 1998). 

 

Concept of Healthy School Climate 

 The concept of a school health is also a significant and was elaborately studied to 

explain the organizational climate of schools. Organizational health in schools was examined 

due to the lack of success in explaining student achievement in the study of open and close 

schools. Organizational health was first introduced by Miles (1969) where he defined a 
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healthy organization as “not only survives  in its environment, but continues to cope 

adequately over the long haul, and continuously develops and expands its coping abilities” 

(Miles, 1969; p.378). He identified ten imperative properties that a school must have which 

reflects task, maintenance, and growth and development needs. This properties are optimal 

power equalization, goal focus, communication adequacy, cohesiveness and morale, 

utilization of resources, autonomy, innovativeness, problem-solving adequacy, and 

adaptation. In order to measure the ten dimensions that were proposed by Miles (1969), 

Kimpston and Sonnabend (1975) attempted to create an instrument that would measure the 

model presented by Miles but eventually failed as their instrument was very short and only 

measured six of ten dimensions of school health from Miles model. 

 When the attempt to measure Mile’s ten school health dimensions have failed, 

research considered another school health theoretical framework which was proposed by 

Parsons, Bales, and Shils (1953) and Etzioni (1975) to further conceptualize and provide an 

instrument that would be more effective in measuring school health. They have considered 

that in order for any social system to prosper for instance is a school, they must be able to 

survive and thrive once faced with these vital factors which are; preserving and maintaining 

collaboration within the school, a strengthened adaptation and strategic plan in acquiring and 

utilizing resources in a changing environment, setting goal achievement and its 

implementation, and establishment and preservation of their sole value system. After a more 

profound and elaborate study, Parsons (1967) suggested that healthy organization is said to be 

imbued with a harmonious technical, managerial, and institutional levels and one that meets 

both instrumental and expressive needs as well as effectively manages external disruptions by 

leading its energies towards attaining its vision and goals. It also reflects a positive 

interrelationship between its students, teachers and administrators and are all driven by 
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academic excellence. In this organization, principals set high expectations towards the 

teachers but is supportive towards their needs as well as exhibits a friendly and open 

behavior. Teachers on the other hand shows confidence in themselves and their students and 

sets high but attainable goals for their students while the students work hard and shows 

respect towards academically inclined peers (Hoy et al., 1998). 

 On the other hand, an unhealthy school climate is one in which nobody would enjoy 

to be in. In this climate, there is no harmonious relationship between the teachers, students, 

and the administrators. Because of these, the school is seen as a manifestation of a climate 

with conflict and disorder. The principal is controlling and shows close supervision among 

the teachers which is opposite of how the teachers view the students. Teachers see students as 

disruptive and takes their academic achievement from little to no significance whilst students 

give no priority to learning and academic excellence. They do not try very hard in their 

studies and those who are academically inclined are not given respect. As a result, 

intervention and demand from parents and the community are experienced. In general, an 

unhealthy school climate is one in which participants are forced to be rather than want to be 

(Hoy et al., 1998). 

 Organizational Health Inventory (OHI) is a questionnaire which was developed by 

Hoy and Fedman (1987) and measures seven identified organizational health climate 

dimensions founded from Parsons’ concept of the school health framework. The instrument 

initially was consisted of 95 questions which was administered to teachers on a random 

sampling basis on 72 secondary schools. After data analysis and deliberation and evaluation 

of the results, the questionnaire was amended and trimmed down to 44 item-questions which 

measuring seven dimensions of school health such as institutional integrity, principal 
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influence, consideration, initiating structure, resource support, influence with superiors, 

morale and cohesiveness, and academic emphasis (Hoy & Fedman, 1987). 

 

The Organizational Climate Index (OCI) 

 The Organizational Climate Index (OCI) is a questionnaire that was generated by 

Hoy, Smith, and Sweetland (2002) from the combination of the Organizational Health 

Inventory (OHI) which was created from the healthy school climate theory and the 

Organizational Climate Description Questionnaire (OCDQ) which is the basis for the open 

school climate theory. Although both OCDQ and OHI are widely utilized as measures for 

school climate, profound studies have shown that there are overlapping parts on both healthy 

and open school climates. It was discovered that an open school climate is often healthy 

whilst a close school climate is frequently unhealthy (Dan Y., 2018).  

 This questionnaire has been originally validated by the authors and was 

administered on 97 high schools and from the original 95-item questions, it was reduced to a 

brief organizational climate measure with 30-item questions which could be utilized to 

measure the teachers’ perception on the both the openness and health of the school climate.  

 Hoy et al. (2002) has identified four dimensions of school climate which could be 

measured by the OCI which are collegial leadership, professional teacher behavior, 

achievement press, and institutional vulnerability. 

 Collegial leadership pertains mainly to the leadership style of the principal. It 

refers to the leadership style that establishes a clear goal, expectation, and performance 

among the teachers in order to achieve the school’s goal while at the same time sets a 

democratic, open, and positive social interaction within the working environment.  
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 Professional teacher behavior pertains to teachers having professional treatment 

and respect among their peers and colleagues, maintains a healthy competition and shows 

support and collaboration among them, possess ability to make decisions independently, as 

well as shows commitment to the students.  

 Achievement press refers to a school that sets high but attainable educational 

quality and goals. Consequently, school stakeholders including the principal, teachers and 

parents puts great determination to reach or maintain high standards and are highly motivated 

to pursue constant development of the school. As a result, students who shows perseverance 

and works hard for their academic achievement are given respect by their peers and teachers.  

 Institutional vulnerability is the degree of vulnerability of the school from 

external environment and pressure such as prominent and outspoken parents and groups. In 

this kind of situations, when both the principal and teachers are on the defensive state, it 

means that they are unprotected and suggests that the school has a high institutional 

vulnerability.  

 

Concept of Motivation 

 Motivation has long been studied in particularly in the field of psychology for it 

is at the core of biological, cognitive, and social regulation.  It is also considered vital in our 

conscious reality because of its consequences which mainly pertains to production. This 

makes motivation a foremost concern to those dealing with managing people and influencing 

them to act (Ryan & Deci, 2000). In every culture, it was also determined that the subject 

regarding the explanations as to what motivates a person, may it be behavior and values 

which they are interested in or for external motives are a matter of significance (Johnson, 

1993). 
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 Many researches has proved that people are motivated in various factors 

depending on their experiences as well as in different situations. Some of these factors may 

include their passion or interest into their task or a bribe. It could also be an activity that they 

highly value or an external coercion. They might be motivated into action simply because of 

their personal interest on the task or because of external pressure from the managers or the 

workplace. The response of an individual into certain action depends on their degree of 

motivation as well as the reason behind the motivation. 

 

Theories of Motivation Associated with Teacher Motivation 

 On a comprehensive literature review written by Han and Yin (2016) they 

claimed that the two prominent social-cognitive motivation theories that aroused based from 

different pre-service and in-service teacher motivation studies were expectancy-value theory, 

achievement goal theory, and the self-determination theory. However, no exceptional 

motivation theory was identified to be applicable on teacher motivation research as there are 

abundant theories and methods which describes motivation (Dörnyei, 1996).  

 Expectancy-value theory was developed by Atkinson (1957) and further elaborated 

and was applied in the educational field by Eccles, Wigfield, Harold, and Blumenfeld (1993). 

This model has been used and applied widely in the educational context. This theory states 

that achievement and choices associated to it exhibited by students are recognized by two 

factors namely expectancy and subjective task values. Expectancy refers to the student’s 

confidence in achieving success in the future. The expectancy that an individual sets to 

himself or herself affects their behavior and their sense of choice. Self-efficacy and self-

concept are two other ideas that can be used to describe the concept of expectancy. On the 

contrary, subjective task values concerns the perception of the students on the significance, 
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pleasure, and worth of the task (Eccles et al., 1993). This sub construct is defined by four 

separate dimensions which are attainment value, intrinsic value, utility value, and cost.   

 Achievement Goal Theory is one of the widely-accepted theories in educational 

psychology which provides framework employed to understand academic motivation (Elliot, 

1999; Martin L. Maehr & Zusho, 2009). Since the adaptation of the theory in many empirical 

studies, it has evolved and developed in a remarkable extent and had flourished into vigorous 

theoretical framework however, still with the adaptation of the original goal orientations such 

as mastery which mainly focuses on personal goal improvement, and performance which 

concentrates on beating others (Anderman & Patrick, 2012). Some noted researchers who had 

conceptualized the Achievement Goal Theory are Martin L Maehr (1984) where he 

introduced his own version of mastery goals as “task goals” which he referred to as a 

person’s participation and view of his/her competence on the task, “ego goals” pertaining to 

the person’s goal of exceeding others’ performance as his version of the performance goals, 

and presented “extrinsic goals” as a new class of goal orientation. Alternatively, Nicholls 

(1989) suggested motivational orientations as an alternative to students’ goals where he 

identified two goal orientations which are “task orientation” and “ego orientation”. According 

to him, students with high task orientation are those who feels satisfied when a specific task 

is achieved and effort was exerted to achieve the task whereas students with high ego 

orientation are those who feels satisfied when they feel superior over others (J. Nicholls, 

Cobb, Wood, Yackel, & Patashnick, 1990). Ames (1992) instead described goal orientations 

based from Maehr and Nichols’ perceptions where she stated that ego-oriented students are 

students who desires to show their ability whilst task-oriented students are students who has 

intrinsic desire to  cultivate their ability to acquire mastery. On another theoretical view 

regarding goal orientations, Dweck and Leggett (1988) classified goals into learning and 
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performance goals. They argued that learning goals are when the response is to increase their 

competence but performance goals are after the respect and recognition that they would gain 

of their competence. 

 Despite the fact that there are various methods on how researchers have named and 

described mastery and performance goals, all of them revolves around the common and broad 

classification of goals which are mastery and performance. All descriptions suggested that 

student’s pursuance of mastery goals shows that their motivation focuses on mastering the 

task so they thrive and strive to achieve mastery. Conversely, if the students motivation is on 

the pursuance of performance goals, their interests is focused on competition and 

outperforming others on the task (Anderman & Patrick, 2012). 

 

Self-determination Theory of Motivation 

 The researcher adopted Self-determination Theory of Motivation as the major 

theory of motivation for this research. According to a study conducted by Gagné, Forest, 

Vansteenkiste, Crevier-Braud, Van den Broeck, Aspeli, & Westbye (2015), SDT is a theory of 

motivation that is widely accepted and has been widely recognized to be cross culturally valid 

in numerous life dominions. SDT focuses on investigating an individual’s innate growth 

tendencies and innate psychological needs which are the foundation of self-motivation and 

personality amalgamation in addition to all other circumstances that fosters those positive 

processes (Ryan & Deci, 2000). Based from empirical studies conducted by the authors of 

SDT, they have identified three dimensions of needs that are needed to be satisfied in order to 

achieve optimal functioning of the natural tendencies for growth and integration, for 

productive social growth and for their personal welfare. Such needs are the needs for 

competence, relatedness, and autonomy (Ryan & Deci, 2000). This theory also doesn’t rely 
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merely on describing the positive developmental tendencies of motivation but also scrutinizes 

the social environments that are opposed towards these tendencies. His theory was simplified 

by the figure shown below.  

 

Figure 2 

The Self-Determination Continuum Showing Types of Motivation with their Regulatory 

Styles, Loci of Causality, and Corresponding Processes Ryan & Deci (2000). 

 

Source: Ryan, R. M., & Deci, E. L. (2000). Self-determination theory and the facilitation of 

intrinsic motivation, social development, and well-being, 55(72). Copyright 2000 by 

American Psychologist. 

 

 In general terms, SDT pertains to a multidimensional view on motivation and 

identifies ways on how to stimulate and discourage these various types of motivation. In this 

theory, motivation has been categorized into three which are amotivation, intrinsic 

motivation, and finally, extrinsic motivation. Amotivation in simple terms is described as the 

absence of motivation in an activity. Intrinsic motivation is exhibited when an action is done 
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due to interest and enjoyment the individual gets from it. On the other hand, extrinsic 

motivation is when an individual does an action or an activity due to external motivation 

which includes receiving rewards in different forms or recognitions, due to ego and increased 

self-esteem, achieving a personal goal, or avoidance of punishments or criticism. Since 

extrinsic motivation is diverse, SDT have divided these into various categories depending on 

internalization. Internalization is when a person takes a previously considered external 

motivation such as rewards or punishments as something of value or is a goal and acts on it 

and in turn that motivation becomes internally regulated. Externally regulated motivation is a 

non-internalized type of extrinsic motivation which is mainly driven by gaining rewards or 

avoiding punishments from others or due to compliance. Then, introjected regulation refers to 

an action taken to do an activity or the type of behavior shown due to internal pressure of an 

individual such as ego, guilt, or humiliation as well as internal rewards and punishments. 

Both externally regulated and introjected regulated behaviors are deemed controlling (Ryan 

& Connell, 1989). Finally, identified regulation is a type of controlled motivation that is 

somewhat internal and is shown when an action is deemed as something that is valuable or 

meaningful by others and therefore considers it as their own. Decision to accept the value of 

the action was influenced but willfully driven as it is personally important to them and is 

therefore considered as volitional. However, identified regulation is different from intrinsic 

motivation as the action is not genuinely done out of innate satisfaction but due to its 

conscious value to the person. Lastly is the integrated regulation which is considered as 

internally regulated type of motivation as the source of motivation is self-awareness. 
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The Multidimensional Work Motivation Scale (MWMS) 

 In order to measure an individual’s degree of motivation, Ryan and Deci (2000) 

created the Multidimensional Work Motivation Scale (MWMS) which measures the level of 

motivation along the self-determination theory continuum. The initial testing of the 

instrument was conducted by Gagné, Forest, Vansteenkiste, Crevier-Braud, Van den Broeck, 

Aspeli, & Westbye (2015) among 500 employees in Canada (in French and English language) 

and in Belgium (in Dutch language). The original questionnaire contains 55-items and after 

exploratory factor analysis were made, 32 out of the 55 questions were retained.  

 After the initial testing, a second round of validation was conducted on nine 

countries which includes Canada, France, Senegal, United Kingdom, Belgium, Norway, 

Switzerland, China, and Indonesia and seven languages French, Dutch, German, Indonesian, 

English, Norwegian, and Chinese to further evaluate the structure of MWMS along the 

subscales of amotivation, external regulation, introjected regulation, identified, regulation, 

and intrinsic motivation. This validation was conducted in order to test the validity and 

reliability of MWMS to obtain a concise and consistent measure of the mentioned subscales 

as well as its validity in a varied cultural value, economic systems, and diverse organizations 

and professions. After the exploratory factor analyses on the French, English, and Dutch 

samples, the scale was condensed to a final 19 questions with three to six items per subscale. 

Confirmatory factor analyses were then conducted to authenticate the appropriateness of the 

items in English, Dutch, and French, examine the suitability of the subscale structure in other 

languages and finally, examine its correlations between the subscales (Ryan & Connell, 

1989). 
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 This instrument can be used to measure the four subscales distinctly to examine 

their effects or can combine them into autonomous and controlled types of motivation for a 

collective and simplified analysis depending on the research question (Gagné et al., 2015). 

 Although some of the respondents in the comprehensive validation of MWMS 

conducted by Gagné et al. (2015) includes students, instructors, and other people in the field 

of education, another validation of the MWMS was done purely in the educational context in 

Portuguese language by Neves and Coimbra (2018). It was implemented in 30 schools in the 

North and South of Portugal and to 419 randomly selected teachers. From the result of the 

testing and through factor analysis of the data accumulated, it had proved that the 19-item 

scale has similar subscale structure from the original validation and they were accurately 

individualized which means that the MWMS and its subscales are good indicators of 

constructs to be measured in an educational context.  

  

Related Studies on School Climate and Motivation 

 So far, a number of studies have discovered the correlation between school climate 

and motivation. Though most of the studies measures teachers’ perception of the school 

climate and its relationship to other organizational behaviors which includes performance, 

retention, and satisfaction, some focuses on the students’ perceptions of their school climate 

in relation to their performance and achievement (Fan & Williams, 2018).  

 On a study conducted by Anees-ul-Husnain, (2011), it revealed that teachers working 

on a school which they perceive as having open climate have high motivation and high level 

of self-esteem  than those who perceive their school climate as being closed. While another 

study which aimed at determining the significance between the Korean students’ perception 

of the school climate and their achievement motivation at a selected international school in 
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Bangkok, Thailand, it revealed that the students’ perception of the school climate was 

average while their achievement motivation was at a relatively high level. It was found out 

that the school climate and their achievement motivation has a significant difference as they 

perceived them. This study had measured school climate in four different dimensions namely, 

safety, teaching and learning, interpersonal relationship, and institutional environment 

whereas the other variable which is achievement motivation was measured with the 

utilization of Mc Clleland’s (1987) theory of motivation focusing on the need for 

achievement (Han, 2013). Additionally, on a separate study regarding the relationship 

between teacher perceptions of climate, motivation, and self-efficacy conducted by Reaves 

and Cozzens (2018), it had shown that safe and supportive school climate results to teachers 

having high intrinsic motivation and self-efficacy. In order to enthuse and expedite 

autonomous motivation on students, autonomous motivation must also be stimulated among 

teachers since motivated teachers equates students who are motivated in learning (Ahn, 

2014). Furthermore, it was described that in a positive school climate, it fosters teachers who 

are compassionate and supportive which in turn makes students intrinsically motivated 

towards learning and academic achievement as proposed by Ryan and Deci (2000) in their 

comprehensive study on intrinsic motivation.  

 On separate studies conducted regarding collegial leadership, professional teacher 

behavior, and achievement press, it was mentioned that high perceptions on these factors 

leads to highly motivated teachers. As cited by Darling-Hammond & McLaughlin (1995) in 

their research on policies that support professional development, collegiality and positive 

school culture provides teachers the professional growth that they need in order to achieve 

goals. Collegiality and strong relationship is also a vital factor in school effectiveness and 

teacher professional development, job satisfaction, commitment, as well as directly 
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influences school quality, organizational effectiveness, and student performance (Shah, 

2012). As mentioned by Abdallah (2009) & Nias (1999) on their separate studies concerning 

collegiality and teachers’ moral purposes, it was proven that collegiality is a significant factor 

in decreasing the emotional stress and burnout among teachers.  

 On the subject of collegial leadership, this dimension was considered significant in 

school climate as the leadership styles of school leaders is vital to teacher motivation and 

well-being. It was also found that the leadership type implemented towards the educational 

staff facilitates that type of motivation (Eyal & Roth, 2011).  

 Izhar Ahmad et al. (2013), in their research pointed out that teachers are more 

enthusiastic at work and their profession as well as collaboration with the organizational 

activities are augmented in a school where there is positive professional teacher behavior. It 

also reflects in their relationship and performance with their colleagues and students.  

 Achievement press is also considered to be an essential aspect in school climate. It 

significantly and independently contributes to school success (Smith and Kearny, 2013) and 

the recognition and implementation of such had shown to hugely improve the quality and 

effectiveness of education (Van Houtte, 2005). Sia-ed (2016), also cited that sufficient level 

of achievement press from the school increases motivation on teachers for they contemplate 

on findings ways and make effort in order to support the school’s desired outcome by 

eventually improving themselves and their professional field. Furthermore, Hoy et al. (1998) 

propounded that high perception on achievement press among teachers equates to high level 

of autonomy, and self-confidence as well as intensified support, respect, trust, and 

commitment to the students’ capability in achieving what they perceive as high but attainable 

goals. In return, students demonstrates confidence in learning, respect towards each other, 

and academic potential are improved. Moreover, the support given by the teachers and peers 
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had resulted to positive changes and amplified confidence towards personal academic 

capabilities among the students (Roeser & Eccles, 1998). On a final note, on a study led by 

Yao et al (2015) regarding the influence of school climate towards teachers’ emotional 

exhaustion, they concluded that in order to reinforce teachers’ sense of commitment towards 

their profession, it is the responsibility of school administrators to constantly find ways in 

order to preserve a high-quality working atmosphere.  

 

Background of Assumption College Samutprakarn, Thailand 

        The school understudy known as Assumption College Samutprakarn is a private 

bilingual catholic school strategically located in the province of Samutprakarn, Thailand. It 

was founded on the 17th of May 1979 and is formerly known as Assumption Samrong. It is 

the 13th educational institution established and managed by the Saint Gabriel’s Foundation of 

Thailand. At present, the school is open to students from the first grade up to the twelfth 

grade. Since the past, the school is known as an all-boys school however, it has recently 

opened its doors and admitted female students in its senior high school (Grades 10 to 12) in 

its MLP program. The EP program which was recently established, has been accommodating 

both female and male students in a limited number. The school implements two separate 

programs namely Modern Language Program (MLP) and English Program (EP). The Modern 

Language Program makes up about 70 percent of the total school population whereas English 

Program comprise about 30 percent of the total school population. The Modern Language 

Program implements a combination of curriculums manifested from the Thailand National 

Curriculum which is instructed in Thai language by Thai teachers as well as adaptations from 

its own Foundation of Saint Gabriel (FSG) curriculum, IPSLE curriculum for primary level 

adapted from Singapore, and ICSE curriculum for secondary level adapted from India which 



38 

 

are taught in English by foreign teachers in coordination with their Thai subject teachers. On 

the other hand, English Program implements the Cambridge Assessment International 

Education curriculum and most subjects uses English as the major language of instruction.  

 With the nationwide increase in competition of reaching international standards 

among schools as well as aiming to produce globally competitive students, a high demand in 

English and Chinese as the mode of instruction has been a priority of the school. Its 

administrators with the guidance of the Saint Gabriel’s Foundation, have thought of ways to 

improve the school and be able to retain the trust given by the parents and the community 

which is why it is continuously and gradually making educational reforms in order to produce 

students who are academically and physically competent imbued with moral values. 

 The school’s vision is to be a school with international education standards which 

is why it has been recently adapting international curriculums and applying them into its 

syllabus and instruction. Together with this process, teachers are given opportunity to grow 

and develop their abilities through professional development trainings and seminars both 

internationally and locally as supplement to internal evaluations and trainings. Students are 

given equal opportunity of learning and growth through international and local excursions  

which aims at improving their curiosity and conscious values  regarding other cultures and 

traditions as well as adapting to the way of learning of  schools worldwide.  With the aim of 

achieving excellence, the school and its teachers trains students in depth both in academics 

and sports making them prominent in both of these aspects and gaining awards. The 

involvement of the community is also apparent in a series of school activities where both 

parents and other people from the outside are invited to participate whether to watch shows or 

install shops where they can gain extra income during some events.  
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 With the school’s priority which is achieving and maintaining excellence, they 

believe that in order to do so, cooperation and respect among its stakeholders must be upheld 

and broaden. Their participation in activities as well as the education reform planning process 

are acknowledged before any changes are implemented and agreed upon by the 

administration. With this considerations and direct involvement of stakeholders, the 

organizational climate of the school is believed to be open and democratic. In addition, 

teachers and other staff members’ efforts are consistently recognized and awarded. Their 

professional needs are developed and they are free to design and follow through lessons as 

they plan it. Any materials and equipment needed by the teacher in order to deliver a good 

teaching-learning process are provided when necessary. Therefore, work motivation of 

teachers is currently assumed to be at a relatively high level. An open and respectful 

atmosphere is evident and administrative support is provided while at the same time general 

rules and regulations within the school are obeyed. Decisions are made according to the 

hierarchal position and authority and control are used when relevant and required. With all 

these mentioned characteristics, the school climate is believed to be democratic, authentic, 

supportive, and has a high academic standards. 

 

Summary of Reviewed Literature and Studies 

 This chapter gathered and piece together previous researches in order to provide a 

comprehensive and substantial information with regard to the concepts understudy. It 

highlighted evidences and described the core of the present study beginning from previous 

researchers’ ideology on the development of organizational climate, school as an 

organization, the extensive concepts of school climate and motivation based from a number 

of theories, a thorough overview on the main theories founding the recent study, other 
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renowned theories and past studies supporting the paradigm of this study, as well as an 

outline of the target school. It also helped to determine various ways of maintaining and 

developing school climate to further improve teacher motivation, commitment, and support 

as well as its effect on student achievement and learning motivation. This study is divided 

into two major constructs namely school climate and motivation and sought to determine the 

relationship between these two. The school climate concept was adopted from Open and 

Closed Climate Theory and Healthy School Climate Theory which were put together to form 

four different dimensions which are collegial leadership, professional teacher behavior, 

achievement press and institutional vulnerability whereas the concept of motivation was 

based from Self-determination theory which was categorized into levels ranging from; 1) 

external regulation 2) introjected regulation 3) identified regulation and 4) intrinsic 

motivation.  

 As presented by the review of related literature, several researches have proved 

that school climate greatly impacts the teachers, the students and the school’s success as a 

whole in addition to their motivation towards the teaching and learning process. Additionally, 

teacher motivation relies on several factors which are all inclusive in a school’s climate. 

Condition of school climate determines the degree of motivation among teachers. 

Intrinsically motivated teachers leads to intrinsically motivated students which equates to 

school’s achievement and its quality. Furthermore, it shows the crucial role of administrators 

in maintaining a positive school climate in order to keep teachers and students motivated and 

achieve the school’s objectives. For this reason, an examination of these two concepts is of 

significance especially in the teachers view for they are one of the important resources in 

achieving a school’s success.



 

CHAPTER III 

 

RESEARCH METHODOLOGY 

 

 This chapter outlines and discusses the research methodology that was employed 

in the study. It provides information regarding the research design which elaborated the 

reasons for the purpose of the study, the population on which data were gathered from, and 

the research instruments that were utilized in data gathering and data analysis. This chapter 

also reflects the validity and reliability adapted from previous empirical researches which 

served as the foundation of legitimacy of the instruments that were used in the study.   

 

Research Design 

 In this study, the researcher aimed to determine the teachers’ perception on the 

school climate as well as their level of work motivation at Assumption College Samutprakarn 

(ACSP). It also intended to examine the correlation between the teachers’ perceptions of the 

school climate and their work motivation.  

 This study employed descriptive and correlational methods. The teachers’ 

perception on the school climate as well as their level of work motivation were collected 

through questionnaires adapted and rephrased from previous researches. The correlation 

between the teachers’ perceptions of the school climate and their work motivation at 

Assumption College Samutprakarn were examined using descriptive analysis and the Pearson 

Moment Correlation Coefficient analysis.  
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Population 

 This study was conducted at Assumption College Samutprakarn, Thailand during 

the academic year 2020. The target respondents of the study were all the Thai teachers in all 

levels starting from primary to secondary levels of both programs which are Modern 

Language Program (MLP) and English Program (EP) which is comprised of 175 full time 

Thai teachers as per information requested and provided by Ms. Ratchanee Burasatitnon from 

the academic administration office on the 10th of June, 2020.  

 

Research Instrument 

 This study utilized a questionnaire to gather data for quantitative analysis. The 

survey is a three-part questionnaire. The first part refers to the teachers’ demographic profile 

consisting of five items, the second part is 30 questions with 5-point Likert-type scale to 

measure the teachers’ perception of the school climate, and lastly is the third part which 

contains 16 questions with also 5-point Likert-type scale to measure the teachers’ degree of 

work motivation. 

 

Survey for Teachers’ Perception of the School Climate 

 To measure the teachers’ perception of the school climate, the research instrument 

that was adapted in this study is the Organizational Climate Index (OCI) which is a short 

organizational climate measure for schools developed by Hoy, Smith, and Sweetland (2002). 

In their original study, Hoy et al. (2002) had identified four dimensions of school 

organizational climate which are collegial leadership, professional teacher behavior, 

achievement press, and institutional vulnerability. It consists of 30 questions with Likert-type 

scales that range from “rarely occurs” (1) to “very frequently occurs” (4). The questionnaire 

that was used in surveying the school climate of this study was be adapted from the original 
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30 questions which was originally used by the author of the questionnaire with a modified 

Likert-type scale ranging from “never occurs” (1) to “always occurs” (5). Moreover, some 

of the adapted questions were rephrased and all questions pertaining to the “principal” were 

asked not from principal measure but from the administration’s measure. The questions that 

were asked used the following style of “The administration….” such as “The administration 

explores all sides of topics and admits that other opinions exist”. The questions were 

arranged in a nonsystematic order to avoid the respondents from answering in a patterned 

manner. Collegial leadership was measured by items 1, 3, 5, 10, 13, 20, and 27; professional 

teacher behavior was measured by questions 1, 18, 21, 23, 25, 28, and 29; achievement press 

was measured by items 7, 11, 15, 16, 17, 19, 22, and 24; and items 2, 6, 9, 12, and 26 

surveyed the institutional vulnerability. Items 4, 14, and 30 are filler item questions and were 

not scored. Details of the distribution of survey questions is shown in table 1.  

 

Table 1 

Breakdown of Survey Questions on School Climate 

School Climate Dimensions Survey Question Item 

Analysis 

Total No. of 

Items 

Collegial Leadership 1, 3, 5, 10, 13, 20, 27 7 

Professional Teacher Behavior  8, 18, 21, 23, 25, 28, 29 7 

Achievement Press 7, 11, 15, 16, 17, 19, 22, 24 8 

Institutional Vulnerability 2, 6, 9, 12, 26 5 

 

 This second part of the survey used 5-point Likert-type scale with 1 to 5 

signifying the degree from never occurs to always occurs. The lowest score corresponds to1 
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and represented the lowest index perception of school climate and 5 as the highest index of 

perception. 

 

Table 2 

Scale and Interpretation for Survey Questions on School Climate 

Interpretation Score Scale 

Very High 5 4.51 – 5.00 

High 4 3.51 – 4.50 

Moderate 3 2.51 – 3.50 

Low 2 1.51 – 2.50 

Very Low 1 1.00 – 1.50 

Source: Norman, G. (2010). Likert scales, levels of measurement and the “laws” of statistics. 

Advances in Health Sciences Education, 15(5), 625-632. 

 

Survey for Teachers’ Work Motivation 

 In order to evaluate the second variable of this study which is the teacher’s 

perception of their degree of work motivation, the research instrument that was utilized to 

survey the teachers’ work motivation was adapted from the Multidimensional Work 

Motivation Scale (MWMS) originally developed by (Ryan & Deci, 2000) and has been 

validated in nine countries and seven languages as well as in the educational context. It is 

consists of a 19-item measure of work motivation theoretically grounded in self-

determination theory (SDT). The original 19-item work motivation scale questions consists 

with seven Likert-scales that ranges from “not at all” (1) to “completely” (7). In the adapted 

survey questionnaire, the measure for amotivation from the original source was not included 
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as it is antagonistic to motivation and would yield to a negative and no significant difference 

on the study. Details of the distribution of survey questions for this part is shown in table 3.  

Table 3 

Breakdown of Survey Questions on Teachers’ Level of Work Motivation 

Work Motivation 

Dimensions 

Survey Question 

Item Analysis 

Total No. of Items  

Extrinsic regulation 1, 2, 3, 4, 5, 6 6 

Introjected regulation 7, 8, 9, 10 4 

Identified regulation 11, 12, 13 3 

Intrinsic regulation 14, 15, 16 3 

 

 This part of the survey applied a 5-point Likert-type scale with 1 to 5 signifying 

the level from not at all (1) to very strongly (5). The lowest score corresponds to1 and 

represents the lowest index of motivation and 5 is the highest score and represents the highest 

index of motivation. 

Table 4 

Scale and Interpretation for Survey Questions on Teachers’ Level of Work Motivation  

Interpretation Score Scale 

Very High 5 4.51 – 5.00 

High 4 3.51 – 4.50 

Moderate 3 2.51 – 3.50 

Low 2 1.51 – 2.50 

Very Low 1 1.00 – 1.50 

Source: Norman, G. (2010). Likert scales, levels of measurement and the “laws” of statistics. 

Advances in Health Sciences Education, 15(5), 625-632. 



46 

 

Validity and Reliability of the Research Instrument  

 As discussed in the earlier part of this chapter, the survey questionnaire is 

comprised of three parts in which both part two and part three were adapted from previous 

studies. Part two is the OCI which was originally designed by Hoy, Smith, and Sweetland 

(2002) to determine the teachers’ perception of the school climate containing 30 questions 

where questions 4, 14, and 30 are filler questions and which validity was fully tested and 

substantiated by the authors. The details on the reliability and alpha coefficients of the OCI as 

verified by Hoy et al. (2002)  and adapted by the current study can be seen on table 5.  

 

Table 5 

Reliability of the Organizational Climate Index (OCI) 

School Climate Dimensions Alpha Coefficients 

Collegial Leadership .94 

Professional Teacher Behavior .88 

Achievement Press .92 

Institutional Vulnerability .87 

 

Source: Hoy, W. K., Smith, P. A., & Sweetland, S. R. (2002). The development of the 

organizational climate index for high schools: Its measure and relationship to faculty 

trust. The High School Journal, 86(2), 38-49.  

 

 Part three of the survey questionnaire was adapted from MWMS which was originally 

designed by Ryan and Deci (2000) and validated by Gagné et al. (2015). This questionnaire is 

consist of nineteen questions which measures an individual’s degree of motivation. The 

original questionnaire has been validated in seven languages and in nine countries (Gagné et 

al., 2015) as well as in the educational context that was implemented in Portuguese (Neves & 
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Coimbra, 2018). Table 6 shows the reliability and alpha coefficients on the validation of the 

MWMS in the English language as verified by Gagné et al. (2015) and adapted by the current 

study.  

  

Table 6 

Reliability of the Multidimensional Work Motivation Scale (MWMS) in the English Language  

 

Motivation Dimensions 

Cronbach’s Alpha for the Validation 

of MWMS in English Language 

Intrinsic regulation .90 

Identified regulation .75 

Introjected regulation .70 

Extrinsic regulation .76 

 

Source: Gagné, M., Forest, J., Vansteenkiste, M., Crevier-Braud, L., Van den Broeck, A., 

Aspeli, A., Westbye, C. (2015). The Multidimensional Work Motivation Scale: 

Validation evidence in seven languages and nine Countries. 

 

 

Collection of Data 

The processes employed in data collection are as follows:  

1. May 2020 - Request for permission from the School Director and Head of Academic 

Department of Assumption College Samutprakarn, Thailand for the conduct of the research 

study.  

2. June 2020 – translation and approval of the adapted questionnaires in Thai language for 

data gathering and for comprehension of each items in the questionnaire for the respondents. 

3. July 2020 - Distribution of the translated and validated questionnaires to the teachers at 

Assumption College Samutprakarn, Thailand.  
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4. August 2020 – Collection of completed survey questionnaires for data gathering and 

analysis.  

 

Data Analysis 

 For the analysis of the data that were gathered, the researcher had employed the 

following statistical methods to analyze and interpret the results.  

 

Research Objective One: 

 For the first objective of the study which aimed to determine the teachers’ 

perceptions on the school climate at Assumption College Samutprakarn, Thailand, Mean and 

Standard Deviation were used. 

 

Research Objective Two:  

 For the second objective of the study which aimed to determine the teachers’ 

degree of work motivation at Assumption College Samutprakarn, Thailand, the researcher 

still used the Mean and Standard Deviation analysis.  

 

Research Objective Three: 

 For the last objective of this study, which aimed to examine the correlation 

between the teachers’ perceptions of the school climate and their work motivation at 

Assumption College Samutprakarn, Thailand, Pearson’s Product-Moment Correlation 

Coefficient was used by the researcher.  
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Table 7 

Summary of the Research Process 

 

Research objectives 

 

Source of Data 

 

Data Collection Method or 

Research 

Instrument 

 

Method of Data 

Analysis 

 

1. To determine the 

Teacher’s Perception of 

the School Climate 

 

Dimensions: 

 Collegial 

Leadership  

 

 Professional 

Teacher Behaviour 

 

 Achievement Press 

 

 Institutional 

Vulnerability  

 

 

175 full-time 

primary and 

secondary 

teachers at 

Assumption 

College 

Samutprakarn, 

Thailand  

 

Survey Questionnaire 

(Organizational Climate 

Index) 

 

Questionnaire items: 

OCI questions 1, 3, 5, 10, 13, 

20, 27 

 

OCI questions 8, 18, 21, 23, 

25, 28, 29 

 

 

OCI questions 7, 11, 15, 16, 

17, 19, 22, 24 

 

OCI questions 2, 6, 9, 12, 26 

 

 

 

 

 

 

 

 

 

Mean and Standard 

Deviation 

 

2. To determine the 

Teacher’s degree of Work 

Motivation 

 

Dimensions: 

 Extrinsic 

regulation 

 

 Introjected 

Regulation 

 

 Identified 

Regulation 

 

 Intrinsic 

Regulation 

 

Survey Questionnaire 

(Multi-dimensional Work 

Motivation Scale) 

 

Questionnaire items: 

MWMS questions  1 to 6 

 

 

MWMS questions 7 to 10  

 

 

MWMS questions 11 to 13 

 

 

MWMS questions 14 to 16 

 

 

 

 

 

 

 

 

 

Mean and Standard 

Deviation 

 

3. To determine if there is 

a relationship between the 

Teachers’ Perception of 

the School Climate and 

their work motivation. 

 

 

Survey Questionnaire 

 

(Combination of OCI and 

MWMS questionnaires) 

 

Pearson’s product-

moment correlation 

coefficient 



 

CHAPTER IV 

 

RESEARCH FINDINGS 

 

 The previous chapter discusses the quantitative methods that were adapted and 

implemented in order to shed light to the research objectives of the study as well as the 

instruments that were used together with its validity and reliability.  

 This chapter examines and verifies the results gathered from the accumulated 

questionnaires as well as provide further assessments and firm evidence of the analysis of 

results and quantitative findings of the study. It was mentioned in the previous chapter that all 

full-time Thai teachers will be invited to participate in data gathering therefore, a total of 175 

survey questionnaires were distributed. From the target total population of 175, 160 survey 

questionnaires were successfully returned with 91 percent return rate. The study focused on 

three main research objectives to which the researcher has deemed to investigate and answer. 

The research objectives were as follows: 

 1. To determine the Teachers’ Perception on the School’s Climate at Assumption 

College Samutprakarn. 

 2. To determine the degree of Teachers’ work motivation at Assumption College 

Samutprakarn. 

 3. To examine the relationship between the Teachers’ Perceptions of the School’s 

Climate and their work motivation at Assumption College Samutprakarn. 

 In order to shed light on the above objectives, the analysis, results, and interpretation 

of the data consisted of four parts, namely: 
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 1. Demographic data of respondents including their gender, age, educational level, job 

tenure, and teaching level as mentioned in the survey questionnaire; 

 2. Analysis of the school climate as perceived by the teachers; 

 3. Analysis of degree of motivation as perceived by the teachers; 

 4. Analysis of the relationship between the school climate and motivation of the 

teachers. 

 

Demographic Profile of the Respondents 

 The following data and tables represents the demographic profiles of the research 

participants from the target school, Assumption College Samutprakarn in Samutprakarn 

Province, Thailand. Each item of the teachers’ demographic factors were collected and are 

described, analyzed and summarized below. As previously mentioned on the summary of this 

chapter, a total of 160 survey questionnaires were gathered but as it shows on the figures 

regarding the demographic profile of the participants, the total number of data collected 

shows varied results as this measure was optional and participants has the right to withdraw 

their information on this part of the survey. Nevertheless, this does not affect the result for the 

research objectives in which statistics were based from the total of 160 accumulated surveys.  

 

Table 8 

Frequency and Percentage of Teachers’ Gender Distribution 

Gender Number Percentage 

Male 52 32.5 

Female 99 61.9 

Total 151 94.4 
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 Table 8 presents the gender distribution of the teachers who have participated in the 

study. It shows that majority of the Thai teachers’ population were comprised of female 

teachers at 61.9% while male teachers are at 32.5%. Nine entry data were missing which 

gender are unknown and comprised of about 5.6% of the total population.  

 

Table 9 

Frequency and Percentage of Teachers’ Age Range 

Age Range (in years) Number Percentage 

24 – 30 31 19.4 

31 – 36 25 15.6 

37 – 42 32 20.0 

43 – 49 29 18.1 

50 above 37 23.1 

Total 154 96.3 

 

 Table 9 illustrates that to some extent, there is an even distribution of age range 

among the teachers who participated in the research. The majority of the respondents were 50 

years old and above which represented 23.1 %, followed by 37 to 42 years old at 20%, then 

24 to 30 years old at 19.4%, next is 43 to 49 years old comprising 18.1 %, and finally is 31 to 

36 years old at 15.6%.  
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Table 10 

Frequency and Percentage of Teachers’ Educational Qualification  

Educational Level Number Percentage 

Bachelor’s Degree 109 68.1 

Master’s Degree 45 28.1 

Doctor’s Degree 2 1.3 

Others 0 0 

Total 156 97.5 

 

 Table 10 reveals that the respondents’ mainly holds a bachelor’s degree which 

constitute to 68.1% of the population followed by master’s degree holders at 28.1% while 

1.3% of them has a doctor’s degree. For some reasons, four entry data were missing 

accounting for 2.5% of the total accumulated statistics and which educational qualification is 

unknown. 

 

Table 11 

Frequency and Percentage of Teachers’ Job Tenure 

Job Tenure (in years) Number Percentage 

Less than 1 year 6 3.8 

1 – 3 25 15.6 

4 – 6 24 15.0 

7 – 9 16 10.0 

10 and above 86 53.8 

Total 157 98.1 
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 Table 11 indicates that more than half of the teachers at Assumption College 

Samutprakarn have been rendering its service at the school for more than ten years already, 

followed by those who have been working between one to three years which represented 

15.6% of the respondents, another 15% of the respondents were working between 4 to 6 years 

while 10% have been working at the school between 7 to 9 years now. Only 3.8% of the total 

population were determined as new teachers who has been teaching at the school for less than 

a year. For some reason, three entry data were missing accounting for 1.9% of the total 

accumulated statistics and which job tenure was undetermined. 

 

Table 12 

Frequency and Percentage of Teachers’ Teaching Level  

Teaching Level Number Percentage 

Primary 72 45.0 

Secondary 84 52.5 

Total 156 97.5 

 

 Table 12 indicates that among the Thai teachers who participated in the survey, 84 of 

them are secondary teachers accounting for 52.5% while 72 were primary teachers 

comprising 45%. For some reason, four entry data were missing accounting for 2.55% of the 

total accumulated statistics. 
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School Climate Data Analysis 

 As stated previously, the first objective of this study was to determine the teachers’ 

perception on the school climate at Assumption College Samutprakarn, Thailand. It was also 

iterated that school climate was consisted of four dimensions namely; collegial leadership 

which was measured by questions 1, 3, 5, 10, 13, 20 and 27, professional teacher behavior 

measured by items 8, 18, 21, 23, 25, 28 and 29, achievement press measured by items 7, 11, 

15, 16, 17, 19, 22 and 24, and institutional vulnerability which was measured by questions 2, 

6, 9, 12 and 26. The survey to which self-perception of the school climate as defined by these 

four dimensions were gathered from 160 teachers who took part in the data collection where 

they had to  choose from the following range of indicators: (1) “never occurs”, (2) “rarely 

occurs”, (3) “sometimes occurs”, (4) “often occurs”, and (5) “always occurs”. To answer this 

objective, mean and standard deviation of each dimensions as well as each item comprising 

them were calculated and analyzed as shown on the tables that follows. 

 

Table 13 

Means and Standard Deviations of School Climate in terms of Collegial Leadership (n=160) 

Number Survey 

Items 

Item Questions Mean SD Interpretation 

1 1 The administration explores all sides 

of topics and admits that other 

opinions exist. 

3.52 .81 High 

2 3 The administration treats all faculty 

members as his or her equal. 

3.26 1.01 Moderate 

3 5 The administration is friendly and 

approachable.  

3.76 .85 High 
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Number Survey 

Items 

Item Questions Mean SD Interpretation 

4 10 The administration lets faculty know 

what is expected of them. 

4.13 .71 High 

5 13 The administration maintains definite 

standards of performance.  

3.97 .83 High 

6 20 The administration puts suggestions 

made by the faculty into operation. 

3.63 .81 High 

7 27 The administration is willing to make 

changes.  

3.82 .83 High 

Overall 3.74 .55 High 

 

 From table 13 it shows that the total mean score of teachers’ perception of the school 

climate in terms of collegial leadership was 3.74 in the scale of 3.51 – 4.50. This mean score 

was interpreted as high which means that the teachers’ perception towards school climate in 

terms of collegial leadership at Assumption College Samutprakarn was at a high level. Out of 

all the seven items under this dimension, item 10; “The administration lets faculty know what 

is expected of them” gained the highest mean score at 4.13 while the lowest was item 3; “The 

administration treats all faculty members as his or her equal” with mean of 3.26 and was at a 

moderate level. 
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Table 14 

Means and Standard Deviations of School Climate in terms of Professional Teacher Behavior 

(n=160) 

Number Survey 

Items 

Item Questions Mean SD Interpretation 

1 8 Teachers help and support each other.  4.15 .73 High 

2 18 Teachers accomplish their jobs with 

enthusiasm. 

4.17 .64 High 

3 21 Teachers respect the professional 

competence of their colleagues.  

4.14 .70 High 

4 23 The interactions between faculty 

members are cooperative. 

4.17 .73 High 

5 25 Teachers in this school exercise 

professional judgment. 

4.01 .77 High 

6 28 Teachers “go extra mile” with their 

students. 

4.36 .71 High 

7 29 Teachers provide strong social 

support for colleagues. 

4.12 .71 High 

Overall 4.17 .52 High 

 

 On table 14, it illustrates that the total mean score of teachers’ perception of the 

school climate in terms of professional teacher behavior was 4.17 in the scale of 3.51 – 4.50. 

This mean score was interpreted as high which means that the teachers’ perception towards 

school climate in terms of professional teacher behavior at Assumption College 

Samutprakarn was at a high level. Among these seven items under this dimension, item 28; 

“Teachers go ‘extra mile’ with their students” had the highest mean score at 4.36 whereas the 

lowest was item 25; “Teachers in this school exercise professional judgment” having a mean 

score of 4.01. 
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Table 15 

Means and Standard Deviations of School Climate in terms of Achievement Press (n=160) 

Number Survey 

Items 

Item Questions Mean SD Interpretation 

1 7 The school sets high standards for 

academic performance. 

4.34 .66 High 

2 11 Students respect others who get good 

grades. 

3.61 .74 High 

3 15 Students seek extra work so they can 

get good grades. 

3.93 .87 High 

4 16 Parents exert pressure to maintain high 

standards. 

3.73 .81 High 

5 17 Students try hard to improve on 

previous work.  

3.73 .72 High 

6 19 Academic achievement is recognized 

and acknowledged by the school. 

4.27 .64 High 

7 22 Parents press for school improvement.  3.99 .74 High 

8 24 Students in this school can achieve the 

goas that have been set for them.  

4.02 .68 High 

Overall 3.95 .44 High 

 

 With regard to teachers’ perception of the school climate in terms of achievement 

press, from table 15, it indicates that the total mean score for this dimension was 3.95 in the 

scale of 3.51 – 4.50 which was interpreted as high which means that the teachers’ perception 

towards school climate in terms of achievement press at Assumption College Samutprakarn 

was at a high level. Among the eight items on this dimension, item 7; “The school sets high 

standards for academic performance” gained the highest mean score (4.34) while the lowest 

was item 11; “Students respect others who get good grades” with a mean score of 3.61. 
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Table 16 

Means and Standard Deviations of School Climate in terms of Institutional Vulnerability 

(n=160) 

Number Survey 

Items 

Item Questions Mean SD Interpretation 

1 2 A few vocal parents can change school 

policy.  

3.39 .88 Moderate 

2 6 Select citizen groups are influential 

with the board.  

3.69 .93 High 

3 9 The administration responds to 

pressure from parents.  

3.79 .72 High 

4 12 Teachers feel pressure from the 

community. 

3.11 1.04 Moderate 

5 26 The school is vulnerable to outside 

pressures. 

3.44 .88 Moderate 

Overall 3.48 .56 Moderate 

  

 From table 16, it illustrates that the teachers’ perception of the school climate in terms 

of institutional vulnerability gained a mean score of 3.48 in the scale of 2.51 - 3.50. It was 

interpreted as moderate which means that the teachers’ perception towards school climate in 

terms of institutional vulnerability at Assumption College Samutprakarn was at a moderate 

level. Among its five items, the respondents scored item 9; “The administration responds to 

pressure from parents” with the highest mean score of 3.79. On the other hand, they scored 

item 12; “Teachers feel pressure from the community” with the lowest mean score of 3.11. 
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Table 17 

Summary of Means and Standard Deviations of Teachers’ Perceptions of School Climate at 

Assumption College Samutprakarn (n = 160) 

School Climate Mean SD Interpretation 

Collegial Leadership 3.74 .55 High 

Professional Teacher Behavior 4.17 .52 High 

Achievement Press 3.95 .44 High 

Institutional Vulnerability 3.48 .56 Moderate 

Overall 3.84 .38 High 

 

 Table 17 shows that the overall mean score of the teachers’ perceptions of the school 

climate at Assumption College Samutprakarn based on the four dimensions was 3.84 which is 

in the range of 3.51 – 4.50. The research finding showed the total mean scores of school 

climate for each dimensions were; the mean score of collegial leadership received 3.74, the 

mean score of professional teacher behavior had 4.17, the mean score of achievement press 

resulted to 3.95 and the mean score of institutional vulnerability was 3.48. Based on the 

criteria of interpretation, the overall perception of teachers towards school climate comprising 

with the four components as stated was deemed as at a high level. 

   

Teacher Motivation Data Analysis 

 The second objective of this study was to determine the degree of teachers’ work 

motivation at Assumption College Samutprakarn, Thailand. As mentioned previously, the 

data were collected from 160 accumulated survey questionnaires and in order to analyze the 

teachers’ degree of work motivation, they were asked to indicate their level of perception by 
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choosing from the following range of indicators: (1) “not at all”, (2) “a little”, (3) 

“moderately”, (4) “strongly”, (5) “very strongly”. In order to understand and recognize the 

teachers’ level of work motivation, the mean score and standard deviation of their perception 

regarding their degree of motivation were quantitatively examined as presented on the tables 

that follows. 

 

Table 18 

Means and Standard Deviations of Teachers’ Perception on their Degree of Work Motivation 

in terms of Extrinsic Regulation (n = 160) 

No. Survey 

Items 

Item Questions Mean SD Interpretation 

1 1 To get others’ approval (e.g. supervisor, 

colleagues, family, clients…). 

3.85 .77 High 

2 2 Because others will respect me more (e.g. 

supervisor, colleagues, family, clients…). 

3.54 .73 High 

3 3 To avoid being criticized by others (e.g. 

supervisor, colleagues, family, clients…). 

3.58 .95 High 

4 4 Because others will reward me financially 

only if I put enough effort in my job (e.g. 

employer, supervisor …).  

2.73 1.14 Moderate 

5 5 Because others offer me greater job 

security if I out enough effort in my job 

(e.g. employer, supervisor …). 

3.42 .84 Moderate 

6 6 Because I risk losing my job if I don’t put 

enough effort in it.  

3.40 1.10 Moderate 

Overall 3.42 .65 Moderate 
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 Table 18, shows that the teachers’ perception on their degree of motivation in terms of 

extrinsic regulation garnered a mean score of 3.42 in the scale of 2.51 - 3.50. This is 

interpreted as moderate which means that the teachers’ perception towards their degree of 

motivation in terms of extrinsic regulation at Assumption College Samutprakarn was at a 

moderate level. Among its six items, the respondents scored item 1; “To get others’ 

approval (e.g. supervisor, colleagues, family, clients…).” with the highest mean score of 

3.85. On the other hand, they scored item 4; “Because others will reward me financially only 

if I put enough effort in my job (e.g. employer, supervisor …).” with the lowest mean score of 

2.73. 

 

Table 19 

Means and Standard Deviations of Teachers’ Perception on their Degree of Work Motivation 

in terms of Introjected Regulation (n = 160) 

No. Survey 

Items 

Item Questions Mean SD Interpretation 

1 7 Because I have to prove to myself that I 

can. 

4.16 .88 High 

2 8 Because it makes me feel proud of myself.  4.35 .75 High 

3 9 Because otherwise I will feel ashamed of 

myself.  

4.13 .95 High 

4 10 Because otherwise I will feel bad about 

myself.  

4.17 .90 High 

Overall 4.20 .73 High 

 

 With regard to teachers’ perception on their degree of motivation in terms of 

introjected regulation as shown on table 19, it gained a mean score of 4.20 in the scale of 3.51 
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– 4.50 which was interpreted as high. It pertains to the teachers’ perception towards their 

degree of motivation in terms of introjected regulation at Assumption College Samutprakarn 

as being at a high level. On the four items it consists, item 8; “Because it makes me feel 

proud of myself.” had the highest mean score of 4.35 while item 9;“Because otherwise I will 

feel ashamed of myself.” got the lowest mean score of 4.13. 

 

Table 20 

Means and Standard Deviations of Teachers’ Perception on their Degree of Work Motivation 

in terms of Identified Regulation (n = 160) 

No. Survey 

Items 

Item Questions Mean SD Interpretation 

1 11 Because I personally consider it important 

to put efforts in this job.  

4.31 .75 High 

2 12 Because putting efforts in this job aligns 

with my personal values.  

4.13 .74 High 

3 13 Because putting efforts in this job has 

personal significance to me.  

4.01 .77 High 

Overall 4.15 .67 High 

 

 On table 20, it demonstrates that the teachers’ perception on their degree of 

motivation in terms of identified regulation acquired a mean score of 4.15 in the scale of 3.51 

– 4.50 which was interpreted as high. It means that the teachers’ perception towards their 

degree of motivation in terms of identified regulation at Assumption College Samutprakarn 

was at high level. Amongst the three items under this dimension, the respondents scored item 

11; “Because I personally consider it important to put efforts in this job.” with the highest 
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mean score of 4.31 however, item 13; “Because putting efforts in this job has personal 

significance to me.” had the lowest score of 4.01. 

 

Table 21 

Means and Standard Deviations of Teachers’ Perception on their Degree of Work Motivation 

in terms of Intrinsic Regulation (n = 160) 

No. Survey 

Items 

Item Questions Mean SD Interpretation 

1 14 Because I have fun doing my job.  4.16 .79 High 

2 15 Because what I do in my work is exciting.  3.99 .85 High 

3 16 Because the work I do is interesting.  4.03 .85 High 

Overall 4.06 .77 High 

 

 From table 21, it shows that in terms of intrinsic regulation, the teachers’ perception 

on their degree of motivation scored of 4.06 within the scale of 3.51 – 4.50. This was 

interpreted as high meaning that the teachers’ perception towards their degree of motivation 

in terms of intrinsic regulation at Assumption College Samutprakarn was at a high level. The 

respondents scored item 14; “Because I have fun doing my job.” the highest mean score 

which was 4.16 among the three items on this dimension whereas item 15; “Because what I 

do in my work is exciting.” was scored the lowest mean score of 3.99. 

 

 

 

 

 



65 
 

 

Table 22 

Summary of Means and Standard Deviations of Teachers’ Perceptions on their Degree of 

Work Motivation at Assumption College Samutprakarn (n = 160) 

Degree of Work Motivation 

(based on Regulatory styles) 

Mean SD Interpretation 

Extrinsic regulation 3.42 .65 Moderate 

Introjected regulation 4.20 .73 High 

Identified regulation 4.15 .67 High 

Intrinsic regulation 4.06 .77 High 

Overall 3.87 .55 High 

 

 Based from the result as shown on table 22, it revealed that the overall mean score of 

the teachers’ perceptions of their work motivation at Assumption College Samutprakarn was 

3.87 which is in the range of 3.51 – 4.50. This mean score was interpreted as high. In 

addition, the data can be interpreted as introjected regulated motivation being the type of 

motivation that mostly drives them at work as they gave it with the highest mean score of 

4.20, followed by identified regulated motivation which mean score was 4.15, next was 

intrinsic regulated motivation with mean score 4.06. Finally, extrinsic regulated motivation 

still drives them at work but only at a moderate level.  

 

School Climate and Motivation Correlation Data Analysis 

 The research’s third objective was to examine the relationship between the teachers’ 

perceptions of the school climate and their work motivation at Assumption College 

Samutprakarn, Thailand. It focuses on the accumulated result from the 160 returned survey 
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questionnaires from full-time Thai teachers which eventually resulted to a 91 percent return 

rate from the target total population of 175. For data analysis of the determined variables, a 

statistical software program known as Statistical Package for the Social Sciences (SPSS) was 

utilized and the Pearson Product Moment Correlation Coefficient was used to analyze the 

relationship between the teachers’ perceptions of the school climate and their work 

motivation at the chosen institution.  

 

Table 23 

Pearson Correlation between the Teachers’ Perceptions of the School Climate and their 

Work Motivation at Assumption College Samutprakarn (n = 160) 

 Work Motivation Conclusion 

School Climate 

Perception 

Pearson Correlation  .559** There is a significant 

relationship between 

the two variables 

Sig. (2-tailed) .000 

**.Correlation is significant at the 0.01 level (2-tailed). 

 Table 23 above illustrates the correlation between the teachers’ perceptions of the 

school climate and their work motivation. The relationship between these two constructs 

were found to be moderately positively correlated, r = .559, p < .05. This meant that there is a 

significant relationship between the teachers’ perceptions of the school climate and their 

degree of work motivation at Assumption College Samutprakarn, Thailand and therefore, the 

research hypothesis was accepted and the null hypothesis has been rejected.  
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Table 24 

Summary of Statistical Method used for Data Analysis of the Research Objectives 

Research 

Objective 

Research 

Hypothesis 

Variables Statistical 

Methods 

Results 

Research 

Objective One 

None School Climate Means and 

Standard 

Deviations 

The teachers’ 

perception of 

the school 

climate was at a 

high level. 

Research 

Objective Two 

None Work 

Motivation 

Means and 

Standard 

Deviations 

The teachers’ 

degree of work 

motivation was 

at a high level. 

Research 

Objective Three 

There is a 

significant 

relationship 

between the 

teachers’ 

perceptions of 

the school 

climate and 

their work 

motivation 

School Climate 

and Work 

Motivation 

Pearson Product 

Moment 

Correlation 

Coefficient 

H1. There was a 

significant 

relationship 

between the 

teachers’ 

perceptions of 

the school 

climate and 

their work 

motivation 
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CHAPTER V 

 

CONCLUSION, DISCUSSION AND RECOMMENDATIONS 

  

 This chapter briefly summarizes and discusses the result and interpretation of the data 

collected. It enlightens information regarding the study which includes a brief summary of 

the objectives, hypothesis and research methodology, an intricate clarification of the research 

findings, conclusion and discussion, as well as the research recommendations for the target 

school, its stakeholders, and for future researchers.  

 

Summary of the Study 

 As stated in the previous chapters, this study’s main objective is to determine whether 

there is a correlation between the teachers’ perception of the school climate and their degree 

of motivation at Assumption College Samutprakarn, Thailand. It focuses on quantitatively 

explaining the result and analysis of the research data and in order to do such, a scale-type 

questionnaire was implemented where respondents need to express their perception according 

to a range of indicators. Furthermore, to analyze the data gathered from the survey 

questionnaires, a statistical software program known as Statistical Package for the Social 

Sciences (SPSS) was used for both the descriptive and quantitative statistical analysis of the 

data. Moreover, researches from other countries focusing on the relationship between school 

climate and motivation as mentioned in the review of literature and studies of this study have 

been learnt however, no previous research has been conducted for Assumption College 

Samutprakarn, Thailand. 



69 
 

 

 This study focused on the 175 full-time Thai teachers who were currently rendering 

service at Assumption College Samutprakarn, Thailand in the academic year 2020-2021. 

Nevertheless, from the target total population of 175, 160 survey questionnaires were 

successfully returned with 91 percent return rate.  In addition, it gives emphasis on three main 

research objectives to which the researcher has deemed to investigate and answer. The 

research objectives were as follows;  

 1. To determine the teachers’ perception on the school climate at Assumption College 

Samutprakarn. 

 2. To determine the degree of teachers’ work motivation at Assumption College 

Samutprakarn. 

 3. To examine the relationship between the teachers’ perceptions of the school’s 

climate and their work motivation Assumption College Samutprakarn. 

  Likewise, the research hypothesis of the study was that there is a significant 

relationship between the teachers’ perceptions of the school climate and their work 

motivation Assumption College Samutprakarn, Thailand. 

 

Summary of Findings 

1. Teachers’ Demographic Profiles 

 The demographic profiles collected in the study consists of the Thai teachers’ gender, 

age range, educational qualification, job tenure, and teaching level which were collected from 

160 fulltime primary and secondary teachers at Assumption College Samutprakarn, Thailand. 

This chapter sums up the research findings of the demographic profiles collected from the 

returned survey.  
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 According to gender distribution, findings showed that from the accumulated data of 

the Thai teachers at Assumption College Samutprakarn, majority of the teachers were female 

accounting for 61.9% while 32.5% were male. Regarding the age distribution, it revealed that 

23.1% were 50 years old and above, followed by those aged 37 to 42 (20%), next are those in 

24 to 30 years old at 19.4%, then 18.1% are from those at age of 43 to 49 years old and 

finally are the 31 to 36 years at 15.6%. With respect to educational qualification of the 

teachers, it showed that majority of them holds a bachelor’s degree constituting to 68.1% 

followed by those who holds master’s degree at 28.1% while those that holds doctor’s degree 

comprised 1.3% of the total gathered statistics. According to job tenure, data analysis 

illustrated that more than half of the teachers (53.8%) have rendered service for 10 years and 

more followed by the teachers working between 1 to 3 years at 15.6%. Next are those who 

have been teaching between 4 to 6 years comprising 15.0% then, those who have rendered 

service between 7 to 9 years consisting of 10% and finally are those considered new teachers 

which accounted for 3.8% and have been teaching at Assumption College Samutprakarn for 

less than one year. With the majority of the teachers rendering service at the school for more 

than 10 years now, it shows that the teachers are committed to the school which could be a 

result of good leadership and administrative support as well as good relationship and 

collaboration among their colleagues and students. Lastly, the result on teaching level stated 

that 84 of the respondents were secondary teachers which are teaching grades 7 to 12 and 

accounted for 52.5% while 72 were primary teachers who are teaching grades 1 to 6 and 

comprised 45%.  
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2. Teachers’ perceptions of the School Climate  

 On the subject of school climate at Assumption College Samutprakarn, the teachers’ 

perception were gathered through survey questionnaires in four different dimensions which 

are collegial leadership, professional teacher behavior, achievement press, and institutional 

vulnerability. The result from these collected survey questionnaires were quantitatively and 

statistically analyzed in order to represent a general perception of the Thai teachers’ 

perception of the school climate.  

 Regarding the teachers’ perception on the school climate in terms of collegial 

leadership, the result showed that the total mean score was 3.74 which was interpreted as 

being at a high level. The result also showed that the teachers’ perception on the 

administrator lets faculty know what is expected of them had the highest mean score of 4.13. 

This is due to the regular meetings employed by the school which provides information to the 

teachers as to what is expected of them and the goals to be achieved together as well as the 

planning process in which teachers are directly involved. With these reasons, the teachers 

illustrated that the administration lets them be aware of what are to be achieved by them, by 

the students, as well as the school in general. On the other hand, the administration treats all 

faculty members as his or her equal gained the lowest mean score of 3.26 which was at a 

moderate level due to the fact that even though the school implements a democratic type of 

organization, it follows a bureaucratic system within the organization. This hierarchical type 

of organization may have affected how other teachers view their stand and role in the school.  

 On the subject of teachers’ perception of the school climate in terms of professional 

teacher behavior, the teachers perceived themselves as going ‘extra mile’ with their students 

since they gave it the highest mean score which is 4.36. One possible reason for this is that 

the school’s vision of providing the best quality education at an international level so teachers 
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are quite pressured to provide the best teaching pedagogies and learning methodologies they 

could cater for the students to achieve their utmost capability in accordance to the schools’ 

expectation. This outcome is aligned with the result from another school climate dimension 

which is similarly at a high level which is achievement press. On the other hand, their 

perception on the teachers in this school exercise professional judgment had the lowest mean 

score of 4.01. Nevertheless, it is still interpreted as high. Over-all, the teachers’ perception of 

the school climate in terms of professional teacher behavior was 4.17 and was at a high level.   

 On the subject of the teachers’ perception of the school climate based on achievement 

press, its total mean score was 3.95. The data gathered also revealed that the teachers 

perceived that the school sets high standards for academic performance as it gained the 

highest mean score (4.34). It is supported by the regular academic meetings set by the school, 

the continuous study programs abroad both for the students and teachers, the uncountable 

professional development trainings and programs, as well as the numerous MOU’s and 

affiliations with other school institutions overseas to ensure that quality of education will be 

provided for the students. On the other hand, their perception on students respect others who 

get good grades gained the lowest score of 3.61. Nevertheless, this item still generally had a 

high perception outcome. 

 For the teachers’ perception of the school climate in terms of institutional 

vulnerability, it had a mean score of 3.48. Overall their perception towards institutional 

vulnerability was at a moderate level. It implies that the school doesn’t just simply ignore 

external pressure coming from the parents and the community. They are entertained to some 

extent to be able to make fair judgment and keep all stakeholders at a harmonious 

relationship while at the same time, keeps its integrity and supports its teacher at all cost. 

Research findings also showed that the teachers perceived that the administration responds to 
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pressure from parents as it gained the highest mean score of 3.79. This was consistent with 

their perception of the school climate towards achievement press as being high which 

eventually could also be due to the pressure coming from parents in ensuring that their 

children are given the best learning opportunity that they could get which eventually leads 

them from having high expectation from the teachers. Conversely, the teachers perceived that 

the feeling of pressure from the community was at the moderate level as it has the lowest 

mean score of 3.11. Pressure coming from within the community could arise especially with 

the physical location of the school. The school is located in a residential area which could 

bring both advantages and disadvantages to the community. It generates income for the 

residents yet, it causes traffic, noise pollution, and improper waste disposal to some degree. 

As much as the administrators are pressured, the teachers may also feel this pressure not just 

from the community but also from the parents with high expectation from their child and the 

teachers.  

 The overall findings with regard to the teachers’ perception of the school climate at 

Assumption College Samutprakarn, Thailand was 3.84 which is in the range of 3.51 – 4.50 

and having an interpretation of high. This means that the teachers’ perception towards the 

school climate was at a high level and ranking the school climate dimensions that were 

analyzed, the one with the highly positive result was professional teacher behavior at 4.17, 

followed by achievement press at 3.95, next is collegial leadership at 3.74, and lastly at a 

moderate level is institutional vulnerability at 3.48.  

 

3. Teachers’ perception on their degree of Work Motivation 

 To be able to quantitatively analyze the teachers’ perception on their degree of work 

motivation, they were asked to give their insight on a range of indicators which categorized 
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their motivation to different levels according to their regulatory styles such as extrinsic 

regulation, introjected regulation, identified regulation and intrinsic regulation.  

 According to the findings regarding teachers’ perception on their degree of motivation 

in terms of extrinsic regulation, it resulted to a mean score of 3.42 which was interpreted as 

moderate. The teachers recognized that it is significant to get others’ approval (e.g. 

supervisor, colleagues, family, clients…) as it was given the highest mean score (3.85) while 

they viewed financial reward as something that motivates them the least as they had given the 

item “Because others will reward me financially only if I put enough effort in my job (e.g. 

employer, supervisor …).” with the lowest mean score of 2.73. Teachers in this school 

believes that aside from the financial support they receive from their job, they are mostly 

motivated with the approval and support that they get from the school and its administration. 

They think that getting others approval and being recognized for their accomplishment gave 

them the confidence to work better.  

 The total mean score for the teachers’ perception on their degree of motivation in 

terms of introjected regulation was 4.20 which was interpreted as at a high level. It had also 

shown that teachers were motivated because it makes them feel proud of themselves as it had 

the highest mean score of 4.35. In contrary, the feeling of being ashamed of themselves had 

the lowest mean score of 4.13. Teachers were more motivated when they feel satisfied and 

proud of the outcome of the work that they’ve done or any achievement that they have 

attained. Not being able to achieve their highest potential affects their self-confidence. They 

are motivated to always do the best they can in order to satisfy their self-worth. 

 For the teachers’ perception on their degree of motivation in terms of identified 

regulation, the total mean score was 4.15 which was interpreted as high. The teachers were 

motivated at work mostly because they personally consider it important to put efforts in their 
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job with the highest mean score of 4.31 however, the significance of putting efforts in their 

job because it has personal significance to them had the lowest score of 4.01 yet it was still in 

the scale of high which means than they still recognize it as something that motivates them. 

Teachers at the target school were personally motivated at work because they personally 

believe that exerting effort in their work is significant as its significance is related or aligned 

with their personal values. Working on something personally important to them motivates 

them to work harder and put more effort in their work. 

 Finally, based on intrinsic regulation, the teachers’ perception of their degree of 

motivation attained the scored of 4.06 which was deemed as being at a high level. The 

teachers are motivated to work because they have fun doing the job with the highest mean 

score (4.16) and also because what they do at work is exciting although it was scored the 

lowest mean (3.99) yet, it is still at a high level. Generally, the teachers at Assumption 

College Samutprakarn were intrinsically motivated to work. The school provides them with 

the opportunity and freedom on their job which made them enjoy working and that they 

personally believe that what they do is enjoyable and stimulating.  

 To sum up the overall data regarding the teachers’ perception on their work 

motivation at Assumption College Samutprakarn, Thailand, the total mean score for this 

variable was 3.87 which is in the range of 3.51 – 4.50. This meant that the teachers’ 

perception on their degree of work motivation was at a high level. It had also shown that 

based from the mean scores in each category of motivation along a continuum, the highest 

mean score was gained by introjected regulation (4.20), followed by identified regulation 

(4.15), next was intrinsic regulation (4.06), and lastly extrinsic regulation (3.42). 
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4. Correlation between the teachers’ perceptions of the School Climate and their Work 

Motivation 

 For the correlation between the teachers’ perceptions of the school climate and their 

work motivation, it was examined and described using the Pearson Product Moment 

Correlation Coefficient. The statistical data revealed that the correlation between the two 

variables was 0.000 which was less than .05 of significant level and therefore suggests that 

there is a significant relationship between the teachers’ perceptions of the school climate and 

their work motivation at Assumption College Samutprakarn, Thailand. The statistical result 

also revealed that the Pearson correlation r was .559 which implies that the correlation 

between the two variables examined was positive at a moderate level.  

 Furthermore, it also showed that the teachers’ perception of the school climate in all 

its dimensions had a positive relationship with their work motivation. Specifically, all factors 

(collegial leadership, professional teacher behavior, achievement press, and institutional 

vulnerability) had a correlation with work motivation at 0.00 level which was less than .05 

level of significance. This meant that all the dimensions understudy which comprised the 

school climate variable had a significant relationship with work motivation.  

 

Conclusion 

 During the conduct of the recent study, the mean score of the teachers’ perception of 

the school climate at Assumption College Samutprakarn in the academic year 2020-2021was 

at a high level as it gained an over-all mean score of 3.84. Examining the components in 

detail, it was discovered that there were differences in the higher-level occurrences of its four 

dimensions where Professional Teacher Behavior gained the highest level of the teachers’ 

perception (4.17), followed by Achievement Press (3.95), next is Collegial leadership (3.74), 
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and lastly is Institutional vulnerability (3.48). All findings with regards to the three 

components namely, Professional Teacher Behavior, Achievement Press, and Collegial 

leadership resulted to a high level of perception whilst Institutional vulnerability’s outcome 

was viewed and interpreted at a moderate level.  

 As regards to the teachers’ perception on their degree of motivation at Assumption 

College Samutprakarn, Thailand in the academic year 2020-2021, its mean score was 3.87 

which therefore meant that the teachers’ motivation was at a high level. The data gathered 

also showed that there were differences in the higher-level occurrences among its degree of 

motivation based on regulatory styles. In detail, it was discovered that the teachers motivation 

were highly introjected (4.20), identified (4.15) and intrinsically regulated (4.06). However 

their extrinsic regulated (3.42) motivation was interpreted as being at a moderate level. 

 On the correlation between the teachers’ perception of the school climate and their 

work motivation, data analysis have shown that at .05 level of significance, the significant 

value between the relationship of the two variables was 0.00 which was less than .05. It 

meant that there was a significant relationship between the teachers’ perceptions of the school 

climate and their work motivation at Assumption College Samutprakarn, Thailand. It also 

showed that the Pearson correlation r was .559 which implied that the correlation between the 

teachers’ perception of the school climate and work motivation was positive.  

 

Discussion 

 Based from the statistical result of this study and as supported by other previous 

researches of similar concepts discussed in the review of related literature, it revealed that the 

teachers at Assumption College Samutprakarn, Thailand had a positive perception of the 

school climate. Their perception was also determined as being at a high level in which 
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therefore the target school must be able to retain among their teachers. As stated by Freinerg 

(1999), school climate represents the heart and soul of the school in which its essence leads 

all stakeholders to appreciate it. It embodies the lasting quality of the school as described and 

experienced by its stakeholders which directly affects their behavior within it (Hoy et al., 

1998). Hence, school climate is a significant factor both on the administrative and 

educational process within the school as a whole and must not be disregarded. The data also 

illustrates that three of the school climate components; professional teacher behavior, 

achievement press, and collegial leadership gained a high mean score suggesting that there is 

a good and professional relationship among the teachers, students, and administrators at 

Assumption College Samutprakarn, Thailand. It also demonstrates that the teachers respect, 

support, and trust the leadership of the school administration and that they are given the 

opportunity and autonomy at work. The school also was deemed to have high but achievable 

goals which the teachers are aware of and collaborates together in order to achieve them. 

However, in the area of institutional vulnerability, the result had shown that it is at a 

moderate level.  

 It also revealed that among the four components of the school climate investigated, 

the teachers were most satisfied with professional teacher behavior as it gained the highest 

mean score. This indicates that the teachers at the target school have virtuous and 

professional relationship among each other. There is a healthy and respectful work 

competition, high commitment to students’ achievement, autonomy at work, and shared 

collaboration, camaraderie and support among colleagues and with the administration. As 

stated by Ahmad, Said, Zeb, and ur Rehman (2013) teachers with positive professional 

teacher behavior is significantly related to their performance in the instructional process as 

they are more enthusiastic in their profession itself and this reflects to the respect they share 
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with their colleagues and students in addition to their enthusiasm and active participation in 

school activities. 

 Likewise, the teachers also had a positive perception of the school climate based on 

achievement press. This implies that despite the school’s high standards and goals, the 

teachers had a positive stance on it and believes that it is attainable. As mentioned by Hoy et 

al. (1998) in his in-depth research on school climate, teachers who have a high perception on 

achievement press shows confidence in themselves and their students and sets high but 

attainable goals for their students while the students work hard and shows respect towards 

academically inclined peers. The teachers also displays support and commitment to the 

students in achieving their utmost academic potential. Academic pressure among parents, 

colleagues and administration are recognized by the teachers so, students who meet the 

school’s standards are respected by other students and teachers in addition to the mutual 

respect given among all. Moreover, according to a study conducted by Smith and Kearney 

(2013), achievement press significantly and independently contributes to school success. Van 

Houtte (2005) also stated that the acknowledgment and application of achievement press had 

shown to augment opportunity for quality and effective education.   

 The teachers also had a positive insight regarding collegial leadership since it was 

also at a high level. It indicated that they have a clear understanding of their role within the 

institution and the goals set for them which they must achieve. This also reflects that the 

leadership was viewed positively and the administration satisfy the teachers’ social needs and 

is cooperative to them in achieving the established goals. Many studies have proven that the 

principal’s leadership style is significantly related to teacher’s motivation. On a study 

conducted by Eyal and Roth (2011), it was cited that collegial leadership is a vital factor in 

school climate since the leadership styles of school leaders play an important role in teacher 
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motivation and welfare. They also found out that the type of leadership implemented towards 

the educational staff facilitates that type of motivation. An autonomous type of leadership 

will promote autonomous motivation, satisfaction, and well-being. Since the result showed a 

positive outcome, it suggests that the administration at Assumption College Samutprakarn 

demonstrated a democratic type of leadership which in turn conveyed a high degree of 

independence, relatedness, and competence among the teachers.   

 However, the teachers’ perceived the school’s institutional vulnerability as being at a 

moderate level which was slightly lower, different from their perception towards the other 

three components of school climate. However, this does not pertain negatively towards the 

school as having this factor at moderate level means that the school entertains external stress 

and pressure at a reasonable value but at the same time retains its honor and equally supports 

its teachers and other stakeholders. It may entertain some external concerns but weighs in its 

importance and accordance towards the school in order to make justifiable, harmonious, and 

rational judgments. 

 In the subject of work motivation, the study had shown that the teachers at 

Assumption College Samutprakarn, Thailand were positively and highly motivated. In depth 

analysis of the result regarding the teachers degree of motivation indicated that their degree 

of motivation were highly introjected regulated, identified regulated, and intrinsic regulated 

whereas their extrinsic regulated motivation was at a moderate level. By category, they had 

the highest mean score for introjected regulated motivation followed by identified regulated 

motivation and then by intrinsic regulated motivation. This meant that the teachers at 

Assumption College Samutprakarn’s degree of motivation were highly controlled by internal 

pressure such as ego and humiliation as well as internal rewards and internal punishments. In 

addition, they are also highly motivated by the personal value of their work and their passion 
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for their profession along with finding their work interesting and enjoyable. As suggested by 

Reaves and Cozzens (2018), teachers have higher intrinsic motivation and self-efficacy in 

safe and supportive schools which the target school must possess with this study outcome. 

Additionally, Ahn (2014), from her research, advised that autonomous motivation, support, 

and structure must be stimulated among teachers in order to facilitate students’ autonomous 

motivation which infers that intrinsically motivated teachers correspondingly motivates 

students learning intrinsically. 

 As a final point, based from the statistical outcome of the study, it was evident that the 

research hypothesis was correct and thus was accepted as the result revealed that there was a 

significant relationship between the teachers’ perceptions of the school climate and their 

work motivation at Assumption College Samutprakarn, Thailand. Furthermore, as the end 

result have shown, the researcher believe that Assumption College Samutprakarn has an open 

and healthy school climate where teachers are highly motivated. Moreover, as the study 

suggests, school climate dimensions understudy; collegial leadership, professional teacher 

behaviour, achievement press, and institutional vulnerability are important aspects that affects 

teachers’ degree of work motivation. High perceptions and satisfaction on collegial 

leadership, professional teacher behaviour, and achievement press results to highly motivated 

teachers. These factors are deemed vital to maintain in a school climate as collegiality among 

teachers provides teachers the professional growth that they need (Darling-Hammond & 

McLaughlin, 1995) and which has the ability to modify their teaching pedagogy (Martin, 

2008). Besides, it is significant for it is proven that it decreases the emotional stress and 

burnout among teachers (Abdallah, 2009; Nias, 1999). It has also a great impact on teachers’ 

motivation and job commitment and greatly influences their willingness to amend their 

instruction (McLaughlin & Talbert, 2001). As to the result where teachers deemed 
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themselves as going ‘extra mile’ for the students, studies have revealed that teachers who had 

shown confidence and supported their students’ capabilities made the students display 

positive changes and strengthen their beliefs towards their own academic capabilities (Roeser 

& Eccles, 1998). Further, Ryan & Deci (200) also cited that students were found to be more 

intrinsically motivated towards learning when the teachers are compassionate and supportive. 

 Subsequently, sufficient level of achievement pressure from the school either student 

or teacher centered is a source of motivation for they strive for a variety of ways to help the 

school accomplish the set goals may it be through professional development, advance studies, 

expert consultations, and collaboratively working together (Sia-ed, 2016). Additionally, on a 

study led by Yao et al. (2015), they concluded that school leaders must unceasingly work on 

maintaining a high-quality working atmosphere so teachers will toughen their sense of 

obligation in dedicating themselves to their profession. 

 

Recommendations 

 

 Based from the findings of this research, the following recommendations are proposed 

by the researcher to the respondent school, its administrators and its teachers, as well as to 

other future researchers.  

 

Recommendations for the School and School Administrators of Assumption College 

Samutprakarn, Thailand 

 As cited on this study, the school climate variable focused on four components in 

which one gives emphasis on the administrators’ leadership therefore, the administrators must 

recognize the significance of school climate as a major factor in keeping the relationship 
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among the school’s stakeholders strong, intact, and in harmony in order to preserve not only 

the teachers, but the entire stakeholders’ motivation at a high level. In addition, based from 

the findings of this study, it had shown that the overall mean score for school climate was at a 

high level and although overall means for collegial leadership, professional teacher behavior, 

and achievement press were high, there were certain items that received lower scores, which 

in the researcher’s opinion merits attention which includes the lowest mean score on the 

question “The administration treats all faculty members as his or her equal” under collegial 

leadership. With its result, it is suggested that the administrators must work on making the 

teachers feel that there is equality among them regardless of the job roles. There are certain 

ways to which this can be improved such as clarifying their role and its importance without 

the input of building a gap due to hierarchal position but instead bridge this gap between 

them to foster comfortability, harmony, and a more democratic atmosphere. It can also be 

improved by opening more opportunities for growth like putting them in charge of some 

responsibilities and events to discover more potential among the pool of teachers.  

 An increase in professional development programs among stakeholders could also 

strengthen and deepen their understanding as well as further maximize professional teacher 

behavior. The school must provide a variety of internal professional development programs 

and activities in which individual or small groups of teachers will be given the opportunity to 

share their teaching pedagogy and techniques to other teachers to fill in gaps and 

shortcomings that other teachers encounter in their lessons. This will not only help and 

provide more knowledge among them, but also develop collaboration. It will also offer 

privileged towards the teachers for their potentials to be recognize which will eventually 

intensify their self-esteem and motivation. Finally, the school must also discover ways on 

how to develop the intrinsically regulated controlled motivation among teachers as it is the 
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highest degree of motivation and will surely benefit them and the students in all ways 

possible.  

 

Recommendations for the teachers of Assumption College Samutprakarn, Thailand 

 With regard to the teachers, it is strongly recommended for them to work on 

developing their work motivation at the intrinsic level so as to appreciate their profession 

more and be able to transmit this positivity to the students. Many studies have stated the 

direct relation between teacher motivation and students’ motivation and achievement hence, 

to be able to inspire students to further achieve their utmost potential, in addition to standard 

academic pressure on a certain level, the teachers’ motivation must transcend beyond 

themselves and reflect it on their teaching style so students will have in depth understanding 

of every lesson. They can also provide students with activities that would further develop 

their intrinsic motivation towards academic achievement. The teacher must also develop 

tolerance beyond pressure and also help to preserve the school’s integrity to prevent it from 

being vulnerable from external pressure.  

 Moreover, since the data had shown that they had a high mean score for introjected 

regulated motivation which meant that their motivation is driven by internal pressure such as 

ego, guilt, or humiliation as well as internal rewards and punishments, they can openly 

suggest ways to show their potential to further be recognized by the school. They can suggest 

activities where they can showcase their capacity but with students’ achievement as the main 

priority and not self-interest.  

 Since the teachers had the lowest mean score on the question “The administration 

treats all faculty members as his or her equal” under collegial leadership, it is recommended 

that they must have liberal understanding and thoughts on bureaucratic types of organization 
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and the importance of hierarchal structure in an organization and that this does not equate to a 

biased organization. They must learn how to share their expertise with others so as to fill-in 

gaps and strengthen the capability among all and preserve the quality of the school in general.  

 

Recommendations for future researchers 

 The main objective of this study was to investigate the correlation between the 

teachers’ perception of the school climate and their of work motivation at Assumption 

College Samutprakarn, Thailand. As the study doesn’t generalize all schools established by 

Saint Gabriel’s Foundation, the same study can be conducted in various branches so as to be 

able to determine and associate each school’s climate and their teachers’ degree of work 

motivation as well as enlighten them with the strengths and weaknesses of these other 

schools. The study can also be adapted and employed in other schools nationwide or 

internationally, private and international or public schools, and/or in other multifaceted foci 

for a more diverse scope and well-founded evidence as to the relationship between these 

mentioned variables. As the current research focused on four school climate dimensions 

alone such as collegial leadership, professional teacher behavior, achievement press, and 

institutional vulnerability and its relationship to work motivation founded from Self-

determination Theory of Motivation, it is advised that future researchers must consider other 

theories of school climate and motivation in the future for a more extensive and varied scope 

on this topic.  

 In relation to the scope of this study, it was mentioned that the foreign teachers’ were 

not included in data collection which is why it is recommended to feasibly conduct a study 

with foreign teachers as the respondents in order to have an idea on their perception with 

school climate in Thailand in comparison to their own country as well as in relation towards 
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their work motivation to further understand their preferences as well as cultural differences. 

Furthermore, it was also stated that the data gathered from this study focuses on the teachers’ 

perception and doesn’t represent other stakeholders’ (i.e.; administrators, principals, students, 

parents, non-teaching staff) view so it is advised for future researchers to consider taking 

other stakeholders’ viewpoint of the school climate and their work motivation for it may have 

a different result as well as for a more generalized perception of the variables.  
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June ______, 2020 

 

 Good morning/ afternoon! 

 I am Ms. Vanessa Kay L. Melecio, a post-graduate student who is currently taking up 

M.Ed. Educational Administration and Leadership at the Graduate School of Human 

Sciences, Assumption University of Thailand. I am kindly inviting you to take part in my 

thesis project which investigates the correlation between the teachers’ perception of the 

school climate and their degree of work motivation.  

 All information that will be gathered in this investigation will be exclusively used for 

thesis completion and academic publications. Your personal information will be kept private 

during the dissemination process as well as after the completion of the study.  

 All you need to do is complete this questionnaire which is consist of three parts 

namely, Demographic Information, School Climate Survey, and Work Motivation Survey 

which takes approximately 15 minutes to complete.  

  Your participation in this research is completely voluntary however, choosing to 

participate will be highly appreciated. 

 

Sincerely,  

 

Vanessa Kay L. Melecio 

Master’s student, Educational Administration and Leadership, Human Sciences Department, 

Graduate Studies Assumption University of Thailand 
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 If you have read and understood the information on the previous page and is willing 

to participate in the research project described above, please follow the instructions below to 

proceed.  

 

Part I. Demographic Information. 

Please shade the circle according to your personal information.  

 

1. Gender:  Male   Female 

 

2. Age Range:  24 – 30  37 – 42  50 up 

   31 – 36  43 – 49 

 

3. Educational Level:  Vocational Training   Master’s 

    University    Doctorate / PhD 

    Others, please specify _________________ 

 

4. Job Tenure: Less than 1 year  4 – 6 years  10 or more years 

   1 – 3 years    7 – 9 years  

  

5. Job position/role:  Primary teacher   Secondary teacher 

 

Part II. School Climate Survey 

The following are the questions and scale system used. Please read each item carefully and 

completely. Tick in the box that best describes your perception of the current school climate 

as a whole.  

 

 

School Climate Questions 

N
ev

er 

O
ccu

rs 

R
arely

 

O
ccu

rs 

S
o

m
etim

es 

O
ccu

rs 

O
ften

 

O
ccu

rs 

A
lw

ay
s 

O
ccu

rs 

1 2 3 4 5 

1. The administration explores all sides of topics and admits 

that other opinions exist. 

     

2. A few vocal parents can change school policy.      
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3. The administration treats all faculty members as his or her 

equal. 

     

4. The learning environment is orderly and serious.      

5. The administration is friendly and approachable.      

6. Select citizen groups are influential with the board.       

7. The school sets high standards for academic performance.      

8. Teachers help and support each other.       

9. The administration responds to pressure from parents.      

10. The administration lets faculty know what is expected of 

them. 

     

11. Students respect others who get good grades.      

12. Teachers feel pressure from the community.      

13. The administration maintains definite standards of 

performance. 

     

14. Teachers in this school believe that their students have 

the ability to achieve academically.  

     

15. Students seek extra work so they can get good grades.       

16. Parents exert pressure to maintain high standards.      

17. Students try hard to improve on previous work.      

18. Teachers accomplish their jobs with enthusiasm.      

19. Academic achievement is recognized and acknowledged 

by the school. 

     

20. The administration puts suggestions made by the faculty 

into operation. 

     

21. Teachers respect the professional competence of their 

colleagues.  

     

22. Parents press for school improvement.       

23. The interactions between faculty members are 

cooperative. 

     

24. Students in this school can achieve the goals that have 

been set for them. 
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25. Teachers in this school exercise professional judgment.      

26. The school is vulnerable to outside pressures.       

27. The administration is willing to make changes.      

28. Teachers “go extra mile” with their students.      

29. Teachers provide strong social support for colleagues.      

30. Teachers are committed to their students.      

 

Part III. Work Motivation Survey 

The items below describes your perception of the level of your work motivation. Please read 

each item carefully and completely and tick the box that best describes your work motivation 

as you perceive it.   

 

 

 

Stem: 

 

“Why do you or would you put efforts into your current job?” 

N
o

t at all 

A
 little

 

M
o

d
erately

 

S
tro

n
g

ly
 

V
ery

 stro
n

g
ly

 

1 2 3 4 5 

1. To get others’ approval (e.g., supervisor, colleagues, 

family, clients …). 

     

2. Because others will respect me more (e.g., supervisor, 

colleagues, family, clients …). 

     

3. To avoid being criticized by others (e.g., supervisor, 

colleagues, family, clients …). 

     

4. Because others will reward me financially only if I put 

enough effort in my job (e.g. employer, supervisor …). 

     

5. Because others offer me greater job security if I put enough 

effort in my job (e.g. employer, supervisor …). 

     

6. Because I risk losing my job if I don’t put enough effort in 

it. 

     

7. Because I have to prove to myself that I can.       

8. Because it makes me feel proud of myself.      

9. Because otherwise I will feel ashamed of myself.       
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10. Because otherwise I will feel bad about myself.      

11. Because I personally consider it important to put efforts in 

this job.  

     

12. Because putting efforts in this job aligns with my personal 

values.  

     

13. Because putting efforts in this job has personal 

significance to me.  

     

14. Because I have fun doing my job.      

15. Because what I do in my work is exciting.      

16. Because the work I do is interesting.      
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APPENDIX III 

 

Survey Questionnaire 

 

School Climate and Work Motivation (Validated Thai Version) 
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