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ABSTRACT 
The study explored the relationship of pay gratification and work attitude of teachers in private Christian elementary 
schools in Panabo City Division. Also, it investigated the association of the involved variables and the domains of pay 
gratification that significantly influence the work attitude of teachers. With the use of probability sampling, 150 
elementary teachers in the private Christian schools were selected as the respondents. Utilizing the descriptive-
correlational survey method, the data collated were analyzed through the use of Mean, Product-Moment correlation 
and Regression Analysis. Results revealed that there was a moderately extensive pay gratification and an extensive 
work attitude among the respondents. Furthermore, there was a significant relationship between the two variables. 
Moreover, all domains of pay satisfaction were found to have significantly influence the work attitude. Based on the 
findings, it was further suggested that higher officials in the Department of Education and school heads may identify 
means on how to help teachers to be establish positive work attitude by addressing the pay gratification of teachers. 
More so, future researchers may further explore the involved variables considering other factors and research methods. 
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INTRODUCTION 

The attitude and commitment a teacher have towards teaching and even where they work can vary from person to 

person. What motivates and drives any individual to do anything is a complex process to understand. Naturally, 

teachers should be highly involved and engaged in their job of helping young people. However, it is also equally 

important to avoid the trap of burnout. If a teacher is overworked and fatigue from being too involved with their work, 

they will not support and help students to the level they should. Apparently, teachers’ work attitude has been greatly 

affected by several factors. One of which is the satisfaction towards pay. 

 

In Pakistan, despite substantial government budget allocations for the education sector, higher educational institutions 

grapple with severe shortages of both physical infrastructure and human resources. These deficiencies manifest in 

meager teacher salaries, overwhelming workloads, and a dearth of essential school supplies. These challenges foster 

a confrontational attitude among teachers, dampen employee motivation, and impede effective teaching practices. 

Furthermore, the absence of equipment such as computers and projectors, along with inadequate office space, 

exacerbates tensions among faculty members. Consequently, the scarcity of physical and human resources in 

universities fuels conflicts among staff and adversely affects their work attitudes (Ali et al., 2019).   

In the Philippines, teachers are prone to exemplifying poor attitude towards teaching. In fact, Chi (2023) reported in 

the Philippine Star that teachers  use ineffective or weak teaching practices which translate into poorer learning 

outcomes. In particular, the World Bank study found that 66 percent of teachers observed in the Philippines had a 

“medium-low” use of effective teaching practices, 19 percent had “low” use, and only 15 percent had “medium-high” 

use of effective teaching practices. Also, it was found that 40 percent of students in the Philippines surveyed said they 

had teachers who were sometimes or often missing in class. 

 

In a study conducted by Gumarang (2021), financial constraints, mental health issues, working beyond contract, lack 

of teaching resources and poor relationship with the school administrators are common problems of public school 
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teachers. Indeed, private teachers are also encountering the same problems that need to be addressed by the national 

government. These problems affect teachers’ work attitude. As voiced out by the participants they received nothing 

from the government as compared to the public teachers during the pandemic. In the Division of Panabo City Division, 

it was observed that teachers were exhibiting poor work attitude because of work-related reasons. It was evident that 

teachers were having inadequate salaries and benefits which demotivated them and led to a poor work attitude.  

 

The current conditions were observed firsthand as no existing study on work attitude in schools, particularly focusing 

on the pay gratification of the teachers in the local context, was found. Consequently, the researcher was driven to 

delve into the status of pay gratification among teachers and its impact on the work attitude of the teachers in the  

public elementary schools of Panabo City Division. The primary objective was to scrutinize the relationship between 

these two variables. 

 

This endeavor aimed to provide policymakers with invaluable insights to inform the development of policies, 

programs, interventions, projects, and activities intended at fostering a positive work attitude among all teachers. By 

offering these insights, the goal is to inspire educators to demonstrate exemplary dedication and enthusiasm in their 

teaching roles. Additionally, the researcher aims to disseminate the findings of this study across various platforms, 

including local, national, and international forums, with the ultimate objective of publication in a Scopus-indexed 

journal. By sharing these findings widely, the study aims to contribute to broader discussions and initiatives aimed at 

enhancing the quality of education and supporting educators worldwide.  

 

METHODOLOGY 

Research Design  

In this study, it adopted a quantitative research approach, particularly utilizing a descriptive correlational technique. 

Quantitative research entails the collection of numerical data and its subsequent analysis using mathematical and 

statistical tools. This approach helps elucidate and provide explanations for specific problems or phenomena (Apuke, 

2017). In the realm of descriptive correlational investigations, the primary focus is on describing variables and 

understanding the inherent relationships that naturally manifest among them (Davis, 2021).  

   

Descriptive research adopts a non-invasive approach from the researcher, focusing on observing variables without any 

deliberate manipulation. Its principal aim is to offer a comprehensive understanding of the intrinsic characteristics of 

these variables, as emphasized by Korrapati (2016). Conversely, a correlational investigation aims to determine if an 

association exists between two variables. As noted by Kabir (2016), this involves ascertaining whether a change, be 

it an increase or decrease, in one variable is connected to a corresponding alteration in another. 

      

This study fell under the category of quantitative research as it heavily relied on numerical data for analysis and 

interpretation. It followed a descriptive approach as its objective is to assess the pay gratification and work attitude of 

teachers. Furthermore, it adopted a correlational methodology, aiming to examine the relationship between the pay 

gratification and work attitude of teachers in the Christian elementary schools in Panabo City Division. 

 

Respondents and Sampling 

A total of 150 Christian elementary teachers were invited to participate and provide their responses for this study. It 

is worth noting that according to Hair et al. (2018), a minimum of 50 samples is required for simple regression analysis, 

and generally, around 100 samples suffice for most research situations. Therefore, the inclusion of 150 respondents 

adequately addressed the objectives and requirements of this study.  

 

In selecting the study's sample, a probability sampling approach, specifically two-stage cluster sampling, was 

employed. This method allows for the calculation of the probability or likelihood of each item being included in the 

sample. Essentially, every member of the population is given an equal and independent chance of being part of the 

sample (Ragab & Arisha, 2018). In research, cluster sampling is a widely used technique that involves dividing the 

population into distinct clusters. A cluster comprises unique units that represent exhaustive and mutually exclusive 

subsets (Thomas, 2020). In the case of this study, all elementary teachers from the private schools within the Panabo 

City Division were considered.  
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Regarding the inclusion and exclusion criteria, this study focused on elementary teachers with a minimum of 2 years 

of teaching experience in the Christian schools. This criterion was set because their 2-year tenure in the Christian 

school system provides valuable insights into the impact of pay satisfaction on their work attitude. Additionally, 

participants who felt uneasy or uncomfortable in responding to the survey questionnaire have the option to withdraw 

from participating voluntarily. There was no pressure to compel them to remain part of the study, and their decision 

to withdraw will be fully respected. The well-being and comfort of the respondents were of utmost importance in 

conducting this study. 

 

Research Instruments 

For data collection, this study employed a customized survey questionnaire. The questionnaire was specifically 

designed with two distinct sets of questions. The first set concentrated on assessing the pay satisfaction, while the 

second set focused on evaluating the work attitude of teachers    

 

Pay Gratification. The pay gratification questionnaire was adapted from Judge and Welbourne (1993). The instrument 

consists of 18 items. It has four indicators, namely: salary level (1-4), benefits (1-4), raise (1-4), and pay structure (1-

6). The questionnaire was subjected to a pilot testing having a result of .75 suggesting that the items have relatively 

high internal consistency. 

 

Work Attitude. The work attitude questionnaire was adapted from Hermogeno and Dulos (2022). The tool has a total 

of 30 items. It has six indicators, namely: subject taught (1-5), superior/school head (1-5), coworkers (1-5), learners 

(1-5), school environment (1-5), and incentives/rewards (1-5). The questionnaire was subjected to a pilot testing 

having a result of .77 suggesting that the items have relatively high internal consistency. 

 

The research instruments for this study were tailored to align with the study's objectives and goals. The researcher 

carefully incorporated feedback, comments, and suggestions from the adviser, panel members, and expert validators 

to refine the tools and ensure their construct validity. 

 

Data Analysis 

For more comprehensive interpretation and analysis of the data, the following statistical tools were utilized.   

Weighted Mean. This was used to measure the extent of pay gratification and work attitude of teachers.   

 

Pearson r. This was utilized to determine the relationships between pay gratification and work attitude of teachers. 

 

Regression Analysis. This was utilized to determine the significant influence of pay gratification on the work attitude 

of teachers.  

 

RESULTS AND DISCUSSION 
Presented in this chapter are the findings based on the results of data gathered, the conclusions drawn from the findings 

and the recommendations for consideration. 

 

Findings 

The main focus of the study was to determine the significance of the relationship between pay gratification of teachers 

and work attitude of private Christian elementary teachers. The study was conducted in the selected elementary schools 

in Panabo City Division. There were one hundred fifty (150) private Christian elementary teachers who participated 

in this study. Descriptive correlational method of research was used in this study utilizing adopted research 

instruments. The said instruments were validated by the panel of experts and subjected to pilot testing before it was 

made ready for administration. Mean, Pearson Product Correlation of Coefficient, and Regression Analysis were the 

statistical tools used in analyzing the data. The hypotheses raised in this study were tested at 0.05 level of significance. 

 

The extent of pay gratification of private Christian elementary teachers is moderately extensive which means that pay 

gratification is occasionally evident among the respondents. This suggests that while private Christian elementary 

teachers generally experience a moderate level of pay satisfaction, there are moments of occasional gratification, 

highlighting the nuanced nature of their perceptions toward compensation. Recognizing and addressing these 
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fluctuations in pay satisfaction could contribute to a more consistent and positive overall work experience for private 

elementary teachers. 

 

Meanwhile, the extent of work attitude among the respondents is extensive which means that it is oftentimes evident. 

This finding suggests a generally favorable and consistent approach to work, underscoring the potential for a positive 

and productive work environment among the surveyed individuals. 

 

It was found out that there is a significant relationship between pay gratification and work attitude of teachers. The 

hypothesis of no significant relationship between pay gratification and work attitude of teachers was rejected. The 

study's findings reveal a noteworthy and statistically significant relationship between the pay gratification and work 

attitude of teachers. Consequently, the null hypothesis suggesting no significant relationship between the pay 

gratification and work attitude of teachers was firmly rejected. These results emphasize the importance of considering 

and addressing the pay gratification of teachers as it plays a vital role in strengthening their work attitude.  

   

More so, it was revealed that all the domains of pay gratification significantly influence the work attitude of teachers. 

The study's findings indicate that each domain within the pay gratification significantly affects the work attitude of 

teachers. This is evidenced by the substantial R-squared value of .473, indicating that 47.3 % of the variance in work 

attitude can be attributed to these domains.  

 

Conclusions  

Based on the findings of this study, the following conclusions were offered: 

The extent of pay gratification of the private elementary teachers implies that it is occasionally evident. In fact, all 

dimensions are occasionally evident as affirmed by the teachers, namely, salary level, benefits, raise, and 

structure/administration. 

 

Meanwhile, the extent of work attitude of teachers is extensive. Apparently, all indicators are found to be extensive 

specifically on subject taught, superior/school head, coworker, learners, school environment, and incentives and 

rewards.  

   

Based on the findings, pay gratification and work attitude are related. All domains of pay gratification are linked to 

the work attitude of teachers. This indicates that all domains of pay gratification are relevant in shaping teachers’ work 

attitude. 

Also, pay gratification of teachers significantly influences work attitude of teachers. In fact, all domains of pay 

gratification, namely, salary level, benefits, raise, and structure/administration significantly influence work attitude of 

teachers by registering a p-value of .000 which is less than .05 in the level of significance. This leads to the rejection 

of the null hypothesis. Further, the result indicates that for every unit increase in the four domains of pay gratification, 

the work attitude of teachers will increase. 

 

The notable correlation between pay satisfaction and teachers' work attitudes aligned with Herzberg’s Motivator-

Hygiene Theory. This theory underscored that employees must fulfill motivating factors such as compensation, 

recognition, and achievement to find satisfaction in their work. Conversely, according to Ficarra and Quinn (2014), 

the absence of "hygiene" factors such as working conditions, company policies, job security, interpersonal 

relationships, and management quality can lead to job dissatisfaction. To foster better performance within a company, 

employers should prioritize factors that contribute to satisfaction, such as recognition and responsibility.  

 

Furthermore, Bame (1991) highlighted the positive impact of favorable working conditions on teacher morale. When 

a teacher's salary adequately meets their family's needs, they are more likely to experience job satisfaction. Thus, for 

individuals who place importance on material possessions, salary becomes a crucial determinant of job satisfaction, 

influencing teachers' work attitudes. 
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Recommendations 

The following suggestions were offered based on the conclusions of the study:      

The higher officials in the Christian schools may consider implementing a multifaceted strategy in reinforcing pay 

satisfaction and work attitude among teachers. They may conduct regular surveys and forums to understand teachers' 

specific concerns and preferences related to compensation and work environment would provide valuable insights. 

Also, targeted interventions may be designed to address specific pain points, such as revising salary structures or 

introducing performance-based incentives. Additionally, fostering a transparent communication channel between 

educators and school administrators is crucial for building trust and understanding. In addition, a holistic approach 

that combines competitive compensation, professional development opportunities, and an inclusive, supportive work 

environment will contribute to elevated job satisfaction and a positive work attitude among teachers. 

 

Moreover, school administrators may conduct dialogues with teachers to understand their concerns, expectations, and 

suggestions regarding compensation and working conditions are essential. Additionally, School Administrators may 

advocate for fair and competitive salary structures and explore innovative ways to recognize and reward exemplary 

performance. Creating a collaborative and supportive school culture that encourages teamwork, acknowledges 

achievements, and provides professional development opportunities can significantly contribute to a positive work 

attitude. Moreover, School Heads may work towards ensuring a conducive and well-equipped teaching environment, 

addressing any infrastructure or resource-related challenges. Establishing a feedback mechanism to assess the impact 

of implemented changes and continuously adapting strategies based on teacher input will help sustain long-term 

improvements in pay satisfaction and work attitude. 

 

Furthermore, teachers may play a proactive role in enhancing their own pay satisfaction and work attitude by actively 

engaging in open communication with school administrators. Constructive feedback on compensation structures and 

working conditions can provide valuable insights for improvements. Additionally, teachers may take advantage of 

professional development opportunities to enhance their skills and contribute to a positive work environment. Building 

a supportive network with colleagues to share experiences and strategies for managing workload and stress may also 

contribute to a healthier work attitude. 

  

Lastly, future researchers may significantly contribute to the understanding and enhancement of pay satisfaction and 

work attitude among teachers by conducting in-depth qualitative studies alongside quantitative analyses which can 

provide a more nuanced understanding of the factors influencing teachers' perceptions. Exploring the dynamic 

interplay between various components of compensation, such as salary structures, benefits, and incentives, and their 

impact on work attitude may offer valuable insights. A holistic and interdisciplinary research approach will contribute 

to a more informed and effective strategy for strengthening pay satisfaction and work attitude among teachers. 
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