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Abstract 
Purpose: Considering the importance of job motivation in educational jobs, 
the present study was conducted to construct and evaluate the psychometric 
properties of teachers' job motivation questionnaire. 
Methodology: The present study was applied in terms of purpose and 
descriptive-correlational in terms of implementation method. The study 
population was elementary school teachers in Tehran in 2019-20, which the 
sample size was estimated 400 people based on Cochran's formula and were 
selected as a sample by multi-stage cluster random sampling. Data were 
collected by a researcher-made job motivation questionnaire (49 items) and 
analyzed by exploratory factor analysis and structural equation modeling in 
SPSS-22 and AMOS-24 software. 
Findings: The results showed that teachers' job motivation had 2 factors and 9 
components; so that the external factor of job motivation includes four 
components of school environment, payroll system, leadership style / 
managerial support and performance appraisal and reward and the internal 
factor of job motivation includes five components of in-service training, work 
and cognitive interests, effective communication, perfectionist thoughts and 
selection and the factor loading of both factors and all nine components were 
significant at the confidence level of 0.99. Also, the content validity of the 
instrument was confirmed by experts and the convergent validity of the 
instrument was confirmed by the correlation coefficient of the score of each 
factor or component with the total score of the instrument. In addition, 
Cronbach's alpha reliability for the whole instrument was 0.92, external factor 
of job motivation 0.85, internal factor of job motivation 0.89 and components 
of school environment 0.75, payroll system 0.66, leadership style / managerial 
support 0.91, performance appraisal and reward 0.65, in-service training 0.82, 
work and cognitive interests 0.90, effective communication style 0.81, 
perfectionist thoughts 0.83 and selection was 0.71. 
Conclusion: Teachers' job motivation questionnaire was a valid and reliable 
instrument. As a result, specialists and planners of the education system can use 
it to review and evaluate the current situation of teachers' job motivation and 
provide solutions to strengthen their job motivation. 
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1. Introduction 
Human resource is the most important and valuable asset of any organization and the more desirable and 

higher the quality of this asset, the greater the probability of success, survival and promotion of the 
organization (Yildiz & Kilic, 2021). It can be said that the biggest problem of today's organizations and the 
most challenging crisis that our principals face is motivation or low motivation of employees to do the job 
(Zhang, Yu & Liu, 2019). Evidence suggests that there is not any high-performance organization without 
efficient human resources, quality of human resource management and human resource development, and 
cannot function well in today's challenging and competitive environment. For these reasons, organizations 
in recent years have sought to identify factors affecting employee motivation and provide solutions to 
increase their motivation (Panahi, Momeni & Salehi, 2019). It is obvious that investing to improve the 
knowledge of existing human resources, increase efficient human resources, proper use of human resources 
and proper management of human resources are among the cases that should be considered in human 
resource management issues and human resources must be considered as the main resources of the 
organization in order to achieve goals (Adarkwah & Zeyuan, 2020).  

Education is the most important system derived from the context of society and at the same time it is 
constructive and evolutionary, and its impact on the development of society is quite tangible. In this 
organization, the role of teachers as the main implementers of the education system is very important and 
the atmosphere of the organization affects their satisfaction or dissatisfaction and the achievement of 
organizational goals (Abos, Haerens, Sevil, Aelterman & Garcia-Gonzalez, 2018). The teacher is the most 
basic factor for creating a favorable situation in achieving educational goals, and the executive and 
transcendent goals of the education system are eventually achieved by him/her. In addition to implementing 
the curriculum, they sometimes in a role beyond an executor, simply modify the curriculum, which to 
some extent indicates their willingness to play a role beyond the curriculum executor, which is necessary 
depending on the qualifications of the teaching profession and job motivation (Momeni Mahmoueei & 
Rohani, 2017). 

Motivation or need is an inner state and deficiency or deprivation that leads a person to perform a series 
of activities, and motivation is a chain process that begins with the feeling of need and deficiency or 
deprivation, then follows the desire and finally performs behavior or action and reaction in line with achieve 
goals (Angel-Alvarado, Belletich & Wilhelmi, 2020). Motivation is one of the basic concepts and issues in 
human resource management and theorists consider the effective human resource management as the key to 
organizational success and despite the rapid movement of the organization towards technology, the role of 
human beings as a vital and strategic factor of the organization has received more and more attention 
(Afandi, Zulela & Neolaka, 2021). The word “motivation” literally means dynamism and movement, and 
organizationally it is a factor that causes change in behavior and movement in the direction of organizational 
goals (Janke, Bardach, Oczlon & Luftenegger, 2019). Job motivation as one of the forms of motivation 
includes a set of effective and guiding forces that originate from inside or outside the human being and 
determine the direction, intensity and stability of behavior (Kanat-Maymon, Elimelech & Roth, 2020). In 
another definition, job motivation means the desire and interest in performing work and activity that is in 
line with the realization of organizational goals (Zincirli, 2021). Employees’ job motivation of an 
organization is different and salaries and benefits, enthusiasm in the workplace, job security, interest in the 
job and appropriate social relationships in the workplace, the nature of the job, appreciation and challenge, 
etc. are among the factors affecting job motivation. This structure is not separate from the developmental, 
social and physiological needs and these needs must be met and the reason for everyone to do a job is to 
have a stimulus to advance it and every organization needs motivated employees to achieve its goals 
(Mirzaeian & Mehdad, 2017).  

If there is no positive motivation for job and doing the work, the mental and practical abilities of 
employees are used to perform things other than job duties and divert the organization from its goals (Chen, 
Guo & Liu, 2021). Teachers need to be well-motivated to do well in their teaching and training careers. 
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Various and numerous factors, from the quality of school infrastructure to pay salary, job status, success, 
job promotion, vocational training, colleagues’ relationships, working status, employment status and 
perhaps most importantly, school management performance can affect teachers' motivation. In addition, 
teachers face a variety of stressful sources in their work, such as student overcrowding, inequality of salary 
and benefits, declining teacher status in society, and the mismatch of teachers' expectations of the 
workplace and students with the current situation, which can double the pressure caused by work stress on 
teachers and cause them to lose motivation or lack of motivation (Panahi, et al, 2019). 

Although research has been conducted on job motivation in many groups, no research has been found 
that specifically provides an instrument for measuring teachers' job motivation. The following are the 
results of the most important domestic and foreign studies on the factors and components affecting job 
motivation. Khezendar & Hamas (2021) in a study entitled motivational factors and their effect on job 
performance concluded that the five motivational factors affecting job including job satisfaction, respect, job 
benefits, communication and teamwork that all have a direct and meaningful effect on job performance. 
Panahi, et al (2019) reported the reasons for the decrease in teachers 'job motivation in professional 
activities during researching including five categories of educational issues (with five components including 
lack of good colleagues and establishing intimate relationships with them, students' lack of motivation to 
learn subjects, lack of appropriate behavior of the principal with teachers, high volume and content of 
textbooks and inappropriate and unbalanced curriculum and teaching schedule), intra-organizational issues 
(with six components including inefficiency of teacher performance appraisal system, involvement of 
principals in student evaluation, teacher restriction due to school rules, lack of attention to meritocracy in 
different ranks and the inefficiency of the system of encouraging hard-working employees and leading low-
efforts employees), economic issues (with two components including insufficient level of teachers 'salaries 
to spend a normal life and lack of benefits on teachers' salaries), social issues (with four components 
including lack of teachers’ authority or worthlessness of teachers from the parents' point of view, lack of 
positive attitude of others towards teachers, lack of teachers’ authority or worthlessness of teachers from 
the students ' point of view and diminishing social status of teachers) and personal and family issues (with 
four components including loss of interest due to the unfavorable situation, the teacher's lack of proper 
planning, the existence of family issues (such as child care, and the occurrence of family dissatisfaction due 
to the low income of the teaching job). The results of studies by Sabet, Yadolahi Khales & Razeghi (2018) 
showed that the importance of duty, duty identity, duty diversity, job independence and job feedback had a 
direct and significant effect on job motivation of faculty members.  

Alimohammadpour, Taghipour & Nemati (2017) while researching, concluded that the factors affecting 
the job motivation of sailors' combat fleets personnel include work place conditions, payrolls, special needs 
of job nature, provision of welfare facilities, organizational factors, how to supervise and leadership style 
and factors of growth and development. In another study, Azimpoor, Mesrabadi & Yarmohammadzade 
(2017) examined the factor structure of the ….. Self-Determination Job Motivation Scale in elementary 
and secondary school teachers and reported that the scale had six factors: internal regulation, external 
regulation, motivation, internalized regulation, detected regulation, and coordinated regulation. The 
results of research by Ziar, et al (2016) showed that the factors affecting the job motivation of faculty 
members were examined according to two factors: internal motivation and external motivation, which 
internal components include recognition and appreciation, job advancement and development, nature of 
work, job responsibility and job position, and external components include payroll, environmental policy 
and regulations, communication with others, job security, work place environment and supervision and 
monitoring. Wziatek-Stasko (2015) while researching, concluded that the most important factors affecting 
job motivation include basic salary, monthly bonus, annual bonus, stock and stock options, salary 
promotion, summer vacation with subsidies, theater and cinema tickets or bodybuilding club, loans and 
allowances, low-interest loans, summer holiday camp subsidies for employees' children, personal use of the 
company car, personal use of the laptop, meals or snacks, supplementary insurance, medical services, 
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kindergarten funding, financing part of the education budget, scholarships and financial grants and so on. In 
another study, Bahadori, et al (2015), while examining the confirmatory factor analysis of Herzberg job 
motivation pattern, reported that this structure had two motivational and health factors, so that the 
motivational factor includes the components of quality of supervision, salary and working conditions, policy 
and management, personal interactions, job security and reputation, and the health factor includes the 
components of identification and recognition at work, successful performance, nature of duties and 
responsibilities and opportunity for growth and promotion. Xenikou (2005) while researching the factors 
affecting job motivation include effective communication with colleagues, sincere cooperation with 
colleagues, trust of supervisor and colleagues, job duties, information exchange, job dynamics and 
increasing work experience. In another study, Franco, Bennett, Kanfer & Stubblebine (2005) reported that 
feeling proud; effectiveness, managerial honesty, job security, and financial and non-financial incentives 
were among the factors affecting job motivation. Studies show that teachers' job motivation is in an 
unfavorable situation and it seems that the lack of basic living needs of teachers, their low standard of living 
compared to other jobs and the feeling of injustice and deprivation among those who always compare 
themselves with other employees, is the main factor of their low level of job motivation, which requires the 
great efforts of education officials and staff at different levels of management to achieve the desired level of 
job motivation for teachers (Miri, Parsa & Farhadirad, 2017).  

Although previous research has sought to develop instrument for measuring the job motivation of 
employees of different organizations, the conditions of organizations are different and for instance, the 
conditions of educational organizations are completely different from non-educational organizations and 
different factors can affect the motivation of employees and many research are needed in this field to make a 
decision. One of the main pillars and elements of educational organizations, especially education, are 
teachers who their job motivation can largely guarantee the quality of the education system, ad for this 
purpose, it is necessary to first design a standard instrument for measuring teachers' job motivation, which 
the present study seeks to address. As a result, the present study was conducted to construct and evaluate 
the psychometric properties of teachers' job motivation questionnaire. 

 
2. Methodology 

The present study was applied in terms of purpose and descriptive-correlational in terms of 
implementation method. The study population was elementary school teachers in Tehran in 2020-21, 
which the sample size was estimated 400 people based on Cochran's formula and were selected as a 
sample by multi-stage cluster random sampling. In this sampling method, a number of districts were 
randomly selected from the 22 districts of Tehran and then a number of schools were randomly selected 
from each district and all their teachers were selected as a sample if they had inclusion criteria. Inclusion 
criteria included signing the consent form to participate in the study, having work experience of more 
than 20 years, no addiction and use of psychiatric drugs, living with family and the absence of stressful 
events such as the death of loved ones in the past six months. Also, exclusion criteria included refusal to 
complete the questionnaire and not answering more than fifteen percent of the items. 

The research process was as follows: after approving the proposal and reviewing the theoretical basics, 
a questionnaire was designed in two factors of internal motivation and external motivation with 66 items 
and then using the opinions of 10 experts and specialists, some items were removed due to duplication 
and some merged due to high overlap, resulting in a 49-items form. The content validity of the 49-item 
form was approved by experts and specialists after the Delphi round. Experts and specialists in the present 
study were psychology faculty members with specialized doctoral education, specialization in job 
motivation, at least 10 years of work experience, and having an article, book, or research project on 
motivation. In the next stage, it was coordinated with the General Directorate of Education of Tehran and 
selected districts and schools were sampled. Then, it was referred to schools and the importance and 
necessity of research was expressed for elementary school teachers, if they have inclusion criteria, and 
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they were assured about other research conditions, including sending questionnaires through virtual 
networks due to the Covid-19 epidemic, data analysis in general and archiving of the questionnaires. 

The instrument of the present study was a researcher-made 49-item job motivation questionnaire with 
two factors including external factor of job motivation (18 items) and internal factor of job motivation (31 
items) whose content validity was confirmed by 10 experts and specialists. Items of this instrument is 
scored using the five-point scale with the options “ completely agree (score 5), agree (score 4), neither 
agree nor disagree (score 3), disagree (2) and strongly disagree (score 1) and the score of each factor is 
obtained by summing the scores of its all constructive items; so that the range of scores of external 
motivation factor was 18 to 90 and the range of scores of internal motivation factor was 31 to 155 and 
higher score indicated more motivation (external or internal). Also, the total score of the instrument is 
obtained by summing the scores of all items if the scores of the items of the external factor of job 
motivation are reversed, and its scores ranged from 49 to 245. As mentioned above, the content validity 
of the 49-item researcher-made job motivation questionnaire was confirmed by 10 experts and specialists. 

Finally, after completing the job motivation questionnaire by elementary school teachers, the data 
were analyzed by exploratory factor analysis and structural equation modeling in SPSS-22 and AMOS-24 
software. 

 
3. Findings 

In this study, 400 teachers with a mean and standard deviation age of 8.01±41.54 years were present, 
which seven questionnaires were removed from the analysis due to incompleteness and the analysis was 
performed for 393 people; so that most of the participants were women (76.08%), married (84.99%) and 
had a bachelor's degree (60.31%) (Table 1): 

 
Table1. Number and percentage of teachers' demographic information 

Variable Dimensions Number  Married  

Gender Man 94 92/23 

 Women  299 08/76 

Marital status Married 334 99/84 

 Single 59 01/15 

education Lower than bachelor 41 43/10 

 Masters 237 31/60 

 Higher than bachelor 115 26/29 

Prior to factor analysis, KMO index with a value of 0.87 and Bartlett sphericity test statistic with a 
value of 2381.25 at the level of 0.001 were significant, indicating sufficient correlation and adequacy of the 
sample. The results of factor analysis showed that the factor loading of all items was appropriate and the 
final form of teachers' job motivation had 49 items; so that the factor loading of both factors i.e. the 
external factor of job motivation and the internal factor of job motivation and the components of each of 
them i.e. four components of school environment, payroll system, leadership style / managerial support 
and performance appraisal and reward for the external factor of job motivation and five components of in-
service training, work and cognitive interests, effective communication method, perfectionist thoughts and 
selection for the internal factor of job motivation were significant at the level of 0.99 confidence. In 
addition, the reliability rate was calculated by Cronbach's alpha method for the total job motivation of 
teachers and two external and internal factors of job motivation and the components of each of them and 
the results indicated that the reliability rate was appropriate (Table 2). 
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Table2. Results of exploratory factor analysis for teachers' job motivation questionnaire 

Factors Components 
Number of 

items 
Factor 
loading 

Statistics 
t 

Significance Reliability 

External 
motivation 

four components 18 0.64 5.44 0.001 0.85 

 School environment 6 0.81 4.93 0.001 0.75 

 Payroll system 3 0.35 5.84 0.001 0.66 

 
Leadership style / Principals 

support 
4 0.64 9.60 0.001 0.91 

 
Performance appraisal and 

rewards 
5 0.56 8.90 0.001 0.65 

Internal 
motivation 

Five components 31 0.70 3.29 0.001 0.89 

 In-service training 6 0.54 7.21 0.001 0.82 

 Work and cognitive interests 12 0.86 10.40 0.001 0.90 

 Effective communication 5 0.73 9.82 0.001 0.81 

 Perfectionist Thoughts 5 0.71 9.63 0.001 0.83 

 Selection 3 0.51 7.88 0.001 0.71 

Total motivation Nine components 49 ----- ----- 0.001 0.92 

The results showed that the convergent validity of all 9 components including school environment, 
payroll system, leadership style / principal’s support, performance appraisal and reward, in-service 
training, work and cognitive interests, effective communication, perfectionist thoughts and selection were 
confirmed through correlation coefficients of their scores with the total score of the instrument (Table 3). 

 
Table3. Mean results, standard deviation and correlation coefficients of teachers' job motivation 

Variable 1 2 3 4 5 6 7 8 9 10 

1.School environment 1          

2. Payroll system 0.31** 1         

3.Leadership style /principals 
support  

0.52** 0.18** 1        

4.Performance appraisal and 
rewards 

0.44** 0.21** 0.37** 1       

5.In-service training 0.29** 0.15** 0.21** 0.26** 1      

6.Work and cognitive interests 0.29** 0.04 0.25** 0.25** 0.48** 1     

7.effective communication 0.22** 0.06 0.18** 0.21** 0.31** 0.63** 1    

8.perfectionist thoughts 0.31** 0.03 0.22** 0.16** 0.35** 0.59** 0.58** 1   

9. Selection 0.17** 0.07 0.16** 0.21** 0.34** 0.46** 0.35** 0.31** 1  

10.Total job motivation 0.63** 0.33** 0.54** 0.55** 0.68** 0.81** 0.64** 0.63** 0.67** 1 

Average 20.89 8.30 16.22 14.55 17.07 53.99 47.22 22.79 11.18 212.21 

Standard deviation 4.13 2.81 3.40 3.81 5.68 7.67 2.98 2.53 2.83 22.66 

The results of fitness indicators of the external factor of job motivation model, the internal factor of job 
motivation model and the total job motivation model in general indicated the appropriate fit of the models 
(Table 4). 

 
Table4. Results of model fit indices of factors affecting barriers to organizational vitality in government organizations 

indices 
External factor of job motivation 
rate 

Internal factor of job motivation 
rate 

The total value of the 
model 

Acceptance limit 

χ2/df 2.38 1.88 3.04 3 < 

RMSEA 0.590 0.047 0.072 08/0 < 

CFI 0.93 0.95 0.94 80/0> 

GFI 0.92 0.89 0.96 80/0> 

AGFI 0.90 0.87 0.92 80/0> 
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According to the above results, the teachers 'job motivation questionnaire had 2 factors and 9 
components that had a proper factor loading and fit, so the 2-factor model and 9 components of teachers' 
job motivation can be observed (Figure 1). 

 
Figure1. 2-factor model and 9 components of teachers' job motivation 

 
 

4. Discussion 
Teachers 'job motivation plays an important and effective role in teachers' job performance. As a 

result, the present study was conducted to construct and evaluate the psychometric properties of teachers' 
job motivation questionnaire. The results of the present study showed that teachers' job motivation had 2 
factors and 9 components; so that the external factor of job motivation includes four components of school 
environment, payroll system, leadership style / principals  support and performance appraisal and reward, 
and the internal factor of job motivation includes five components of in-service training, work and cognitive 
interests, effective communication, perfectionist thoughts and selection, and the factor loading of both 
factors and each of the nine components were significant. Also, the content validity of the instrument was 
confirmed by experts and the convergent validity of the instrument was confirmed by its total score and the 
total reliability was confirmed by the factors and components by Cronbach's alpha method. 

The results of the present study are in line with the results of Khezendar & Hamas (2021), Panahi et al 
(2019), Sabet, et al (2018), Alimohammadpour, et al (2017), Azimpoor, et al (2017), Ziar, et al (2016), 
Wziatek-Stasko (2015), Bahadori, et al (2015), Xenikou (2005) and Franco, et al (2005), which in 
explaining them, we can say motivation refers to complex forces, drives, needs, stressful conditions and 
other mechanisms that initiates and continues the activity of the individual to achieve the goals. Thus, the 
first component is related to energizing or empowering behavior, which guides environmental signs and 
symptoms, memories, and emotional responses to a particular behavior. The second component is related 
to the goal that guides or directs the individual's behavior, and the third component pays attention to the 
durability and stability of the behavior and causes the continuation of goal-oriented behavior. Behavior 
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persists when environmental factors reinforce the direction and intensity of a person's drives and needs. 
Therefore, education is one of the organizations whose success is in the group of benefiting from highly 
sustainable and motivated forces and teachers are the most effective and important educational forces that 
support programs and measures are necessary to maintain and create sufficient and necessary motivation for 
their survival. Since teachers 'job motivation had two external and internal factors, so it is necessary to 
provide conditions to optimize the components of both factors to reinforce teachers' job motivation. 
Another important point is that providing the necessary conditions for teachers to remain motivated creates 
and increases their sense of commitment. This takes the heart and mind of teachers to encourage them to 
better understand the organization and leads to more effort to achieve organizational goals and continue to 
work with interest and motivation in the organization. 

Each research is faced with limitations during implementation and one of the limitations of the present 
study is to send a questionnaire through virtual networks and the inability to control the samples in studying 
the questionnaire items and the limitation of the research community to elementary school teachers in 
Tehran. Of course, completing the questionnaire through virtual networks, if completed after careful study 
of the items, can also be strength. Since using this method reduces the travel costs and reproduction of the 
questionnaire, and in addition, causes the samples to respond to the questionnaire at any time that they are 
not busy and have enough time. Also, one of the most important research suggestions is to normalize the 
job motivation questionnaire of elementary school teachers in teachers of other grades and even on 
principals and deputies, or to make a job motivation questionnaire for principals or deputies. Since there are 
gender differences in most psychological characteristics between individuals, which are often due to 
differences in needs and wants, it is recommended that teachers' job motivation questionnaire be developed 
separately for male and female teachers. 

Teachers' job motivation questionnaire had proper validity and reliability with two factors of external 
and internal job motivation. Therefore, this instrument can be used as a suitable instrument by future 
researchers. Also, education specialists and officials can use this instrument to measure the job motivation 
rate of elementary school teachers and even other levels, and then design and implement programs to 
increase and enhance their external and internal job motivation through the components of each. Also, the 
existence of this instrument can provide new ways to expand further research on organizational 
characteristics in the education organization, especially elementary school teachers. 
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