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Gonzalez, Jessamyn T. A Comparative
Study of Factors that Motivate
Fublic and Private School Teachers,

Colleqe Level. U.F. Manila March

1993. This study was designed to
Compar e and determine the
miztivational factors of public  and
private school  teachers in the
college level. Atenex de Manila
University and University of the
Fhilippines, Manila teachers

participated in the data gathering
o f the study. A total  of (=18)
respondents were taken. FResults of
the study revealed that intrinsic
motivators areatly affect
respondents? behavior o f both
universities much moy e than
extrinsic rewards. 8elf{-development
and growth is the primary factor

that mativates the teachers.
Intrinsically related extrinsic
rewards are likewise high

motivators., Aside from the factors
that were presented in the study, no
other motivators were  found to
affect teachers’ behavior.



TAEBLE OF CONTENTS

INTRODUCTION

FReview of RFelated Lit .c...iverensennennns

Statement of the Froblem.....civvvenns
Objectives of the Study.civeeeennnnans
Significance of the Study...ceeenennens
Conceptual Framewor k... e oeseeosssunnas
Definition of TermsS.. .. ceerunnennnnnnn

METHODOLO5Y

Fespondents........ e m e Emm e m e
Instruments. ...t rinnncrnnnsnscannnns

Frocedure. cee e e e s e EEmE s E s s E e s e

RESULTS AND DISCUSSION

Socio-Demographic Datas e esvecnnnnnancan
Main Study Findings......... cr s e
Comparison of FesponseS. ..o eess .

SUMMARY, IZONCLUSION AND RECOMMENDATION..........

BRIBLIOGRAPHY . s cuvawenas e saEssaesnsesue s an e

APFENDICES

Appendix A (Data Gathering Questionnaire)

Appendix B (Interview Schedule).......

Page

.. 18
.. 18
.13
.. 20

g |

|
Y

Appendix C (Socioc-Demographic Datal)eeeeeeannanea V



CHAPTER 1

INTRODUCTION

It is difficult to talk about the teaching prafes-—
sion on a general scale without being subjective. Conflicting
opinicns and emotions have sur faced over time about what was once
the nablest job. For saome, teaching remains to be a demanding
and exciting job, where the primary commitment is to educate the
youth (Holt, 1957). According to Siever (19573, teaching is not
a personal gainj; it is a way of life for those who are suited to
it and are prepared for it such that the decision to teach must
be made with the wel fare of the children in mind.

The determination of choasing this prafessiaon
invalves a long and tedious process, which is cantinuocus  and
never-—-ending. In addition, it promises little in terms of finan-
cial benefits but a lot more in terms of work. This is the first
and foremaost occupational hazard that teachers experience, and
may well explain the shortage in the number of competent and
qualified teachers we have at the present. To increase the
supply of good teachers, Buford (1957) proposed three basic
considerations: 1. Prestige and status of teaching must be
comparable to other professions within the community.

2. Balary Structure must be high enough and



flexible to compete effectively with other fields bidding for
quality manpower.

3. The teacher’s job must be so defined as to
challenge and attract the interest of talented people.

But how can this be possible when teachers have
become the much sacrificed and abused group in the service of the
government? The high status associated with this job has signif-
icantly deteriorated. Lopez (1983 added that the teaching
praofession is dying.

In a study done in 1987, teachers of UPM expressed
their dissatisfaction with their socioc-economic condi tions.
Roque (1987) stated that professors in the different colleges of
U.P. Manila find it necessary to have ather sources of income.
They acknowledged the need for improving the working conditions.

In a more recent study, Azucena (1991) investigat-
ed the working conditions of public elementary school teachers.
She came up with the conclusion that the teachers in  Seneral
Licerio Geronimo Elementary School have poor working conditions.
They complained of the heavy academic and non-academic wark load
given to them throughout the schoclyear. Aside from this, they
also brought up the issue of their salaries, which is the most
persistent and complex of all the problems they experience in
their profession. These clearly demonstrate some of the occupa-
tional hazards facing our teachers today.

It would be quite impossible to envision any
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rational being who would go into or are alrveady in the teaching
profession. As of the schoolyear 1'3930-13991, there are 353,838
public and private school teachers in the elementary and high-
schoaol levels registered with the Department of Education, Cul-
ture and Sports. However, these teachers' qualifications of being
competent are questionable.

Teachers’ actions and mental processes, like any
individual 1is influenced by the pleasure or reward derived from
it, whether it be something as basic as eating or as complex as
choosing a profession. Teachers’ decision of entering and/  or
staying in the teaching profession is motivated by several fac—
tors. The dirvection of their behavior is towards the gratifica-
tion of a need or the attainment of a goal. Costley and Todd
(1987) illustrated that there is always a cause for humans to
behave in a particular manner when fulfilling unsatisfied needs.
They added that people cannot always identify the reasaons for
their actions which explains why motives are not always deter-—
mined. The behavior of the teachers towards their profession may
be an example of such a case. The difficulties they encounter in
their profession are reasons enough to seek a better job.

The Encyclopedia of Psychology by Harriman (19700
defined the process of sustaining an activity and channelling it
inte a given course as Motivation. Baron (13986) further ex-—
plained it by determining the cultural values prevalent in the
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work setting and is the set of psychological processes that
energize a person’s behavior and direct it towards attaining some
goal. White and Bernard (1986) simplified motivation as the
interrelationship of a felt need within an individual that initi-
ates a behavior toward a goal.

In his book, Madsen (1968) compared the modern

theories of motivation. Among them were:

Terence Young

Motivation includes the energy-release and the
energy regulation of behavior. The energy-release is caused by
internal or external stimuli and is a release of chemical eneraqgy
in the organism. When the release is determined by stimuli from
the internal organs, the energy-release or motivation is pro-
duced, -alled a primary drive. The release of energy can alsoc be
caused by external stimuli, which then most often have an ac-—

quired connection to internal stimuli.

Henry Murray

Each episode or theme in an individual’s life is
characterized by the existence of a need, most often in rvelation
to a certain stimulus—situation, which has a potential influence

upon the life of the organism.



Donald Hebb

Hebb refers motivation as the existence of an
organized phase sequence to this direction or content and to this
persistence in a qgiven direction or stability of content. This
means that motivation is not a distinctive process, but a refer—

ence in another context to the same processes to which insight

refers.
Masserman

Behavior is actuated by the physiclogical needs of
the worganism and is directed toward the satisfaction of those
needs.

David McClelland

A motive is an affective assaciation manifesting
itself as purposive behavior and determined by previous associa-—
tion between signals and feelings of pleasure or pain. According
toce this theory, all motives are acquired and all motivation is
based upon emotions, not identical with emotions but rather an
expectation of change in the affective condition. Two motives
become possible: 1) positive or approaching which is an expecta-
tion of pleasure or satisfaction, and 2) negative or avoiding
which is an expectation of displeasure ar pain.

In defining maotivation, Steers and Parter (1975
named three of its components: enerqizing, direction, and mainte
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nance of behavior. A force stimulated within the individual for
a .behavior to be elicited is needed. His behavior is then di-
rected towards certain situaticons and is maintained. Thus moti-
vation is a condition which influences the arousal, direction and
maintenance of behaviors relevant in work settings (Steers and
Porter, 1375).

In addition to the theories listed above, other
perspectives on motivation have likewise been praposed;
Paul Muchinsky

Muchinsky (1989 discussed two perspectives of
motivation, namely, the Trait and Environmental theories. The
Trait theory asserts that motivation is a trait people are born
with. It is an enduring characteristic that makes some people
highly motivated while others are not. The alternative thecory
states that environmental forces influence the behavior of  an
individ&al. It assumes that pecple can become motivated with the
right set of circumstances.
Abraham Maslow

Presumably, the most popular and simple theory of
motivation is Maslow’s Need Hierarchy theory. His theory catego-
rized man’s needs into five levels: physioleogical needs; safety
needs; social needs; esteem needs; and sel f-actualization.
Maslow’s theory claimed that the basic needs have to be satisfied
first before a person can be motivated to progress to the next
level (Frank and Brownell, 1989).

(=



Alder fer

The ERG theory, designed by Alderfer (1972),
explained the theory of motivation from another view. Instead of
Maslow’s five categories, Alderfer shortened his theory into
three levels. These include the existence, relatedness and
growth (Muchinsky, 19839). The existence need is relatively like
the physinological need of Maslow which includes material aspects
like food, water, pay and working conditions. Eelationships with
significant others such as co-workers, family and friends are
involved in the relatedness needs. Lastly, the agrowth needs
include the desire for unique personal development.

Like Maslow’s needs, the ERG theory has a number
of faults. It does not present a realistic approach on motivated

behavior.

Herzberq
Another theory similar to both Maslow’s and Alder-—
fer's theories is Herzberg’s Motivation theory. According  to

e

Herzberg, there are Z groups of activities that satisfy a per-—
son's needs. These activities may either be related to job
satisfaction or job dissatisfaction.. The latter contains factors
identified as hygiene factors, such as job security, working
conditions, organizational policy, interpersonal relationships
and supervisory style (Frank and Brownell, 1983). Hygiene fac-
tors are said to be vital but not sufficient in the achievement

7



of high motivation.

Herzberg mentioned that motivators affect job
satisfacticon. These may stimulate an individual’s higher needs,
where a sense of achievement, reccgnition, responsibility and
the paotential for advancement and personal growth become one’s
concern.

The theory stated that an employee attains high
per formance only if a job has certain characteristics which fit
his needs. It should have (1) autonomy, (2) feedback, (3) task
identification, and (4) task variety (Frank and Brownell, 1983).
This model, however, canncoct be related universally. Since it
centers only on motivation applied to managerial, professional
and white—-collared employees, its use is limited.

The theories of Maslow, Alderfer and Herzberg on
motivation are based on thinking and feeling and are all subsumed
under the Cognitive theories. They similarly discuss a person’s
inner self and how that person’s internal state of needs deter-
mine his behavior (Davis and Newstrom, 1383). Each theory
presents a problem in observing the concreteness of the needs of

the individual.

Adams

Adams’ €1965) apprcach, called Equity theory
involves the comparison of two persons’ per formance and attitudes
toward work. He perceived man as a being who constantly compares
himsel f with others with respect to the inputs and assets brought

8



to the job. 1In return for the inputs and services, one would
naturally expect an outcome, which may include financial bene-
fits, working conditions, status symbol, etc. As long as the
outcomes are equally distributed, an equity is maintained.

Motivation sets in when there is an inequity or
unfairness in the distribution. Feelings of inequity as per-—
ceived by an individual cause tension which the person will
become motivated to redusce (Muchinsky, 1383). The areater the
inegquity between outcomes, the greater the tension of the person
and the agreater the determination to lessen the tensicn  thus
increasing cne'’s motivation. The process of motivation will not
materialize if an individual sees himself as an equal among oth-
ers.

There are two types of inequity that cause motiva-
tion to intensify. Underpayment refers to a person’s perception
of herself or himself as deriving fewer cutcomes from a job than
athers when they have contributed comparable inputs. Overpay
ment, on the other hand, refers to a person’s perception of
herself or himself as deriving more outcomes from a job than
others when they have all contributed comparable inputs (Muchin-—
sky, 1983).

The existence of inequity in an organization
induces its employees to adjust their inputs or their perception
of the inequality within the system. Regardless of whether they

will input more or less, they will receive the same outcome.
9



However, this feeling of inequity is just a product of a person’s
mind, his perception of others’ inputs and'outcmmes. It also
focuses on the outcomes to be financial, signifying the the
motivation to be external. This Equity Theory by Adam holds aonly
when an inequity within an organization is present.

During the 60's, a theory formulated by Vroom
depicted motivation as the decision of an individual to expend
effort ("rank and Brownell, 1983). Here, man is seen as a ra-
tional being who will expend effaort on activities that 1lead to
desired rewards. This theory, known as Vroom's Expectancy theory
is based on five concepts:

1) job outcomes — organization provides for its employees,
such as pay, promotions, vacation time (positive rewards); get-
ting fired, demotion, transfer (negative rewards); or feelings of
recognition, or accomplishments (intangibled.

2y wvalence — employees’ feelings about outcomes (Muchinsky,
1989), usually associated with the attractiveness or desirabili-
ty of a particular cutcome. It may either be a strong valence to
signify high desirability or weak valence, which means the out-
come is unimportant.

3) instumentality — perceived deagree of relationship be-
tween per formance and cutcome attainment (Muchinsky, 1'983). It
is determined by subjectively assessing the probability that a
particular outcome will result from a particular action made
(Frank and Brownell, 1989).

10



4) expectancy - perceived relationship between effort and
per formance: The greater the effort exerted the better the
per formance.

) force — amount of effort or pressure within the persan
to be motivated. Hence, the larger the force, the greater the
hypothesized motivation (Muchinsky, 1989).

T simplify Vroom’s theory, people are mativated
when they believe that a particular behavior of their will lead
to a particular ocutcome.  This ocutcome should have a  positive
valence for them and can only be achieved with the amount of

effort they are willing to exert (Frank and Brownell, 1983),

B.F. Skinner

The behaviorists like B.F. Skinner formulated the
Reinforcement theory. Basically, this is concerned in condition-—
ing adults through a simple method of drawing desired ocutcomes by
establishing appropriate contingencies. Behavior then that
results in positive consequences is rewarded or reinforced and
therefore, tends to be repeated (Cyruz, 1983). Pace (1383) as-
serted that the behavioral approach is firmly rooted in  the
assumptian. that «changes in Human beings can be produced more
efficiently by focusing on observable behavior, rather than on
ways =of thinking. In addition, attitudes and other internal
states can be understood only through their manifestation on  an
individual’s overt behavior.

The Reinforcement theory considers three key

elements, i.e. stimulus, response and reward. A stimulus is
11



described as any variable or condition that elicits behavior
response. The response, applied in an industrial setting would
be some measure of job performance, like productivity, absentee-
ism, or accidents. The last element, reward ,is something of
value aqaiven to the employee on the basis of the elicited behav—-
ioral reponse; it is meant to reinforce the desired reponse
(Muchinsky, 1989).

According to Framk and Brownell (1983), an indi-
vidual expends effort in return for reward contingencies. Effort
is best characterized by the element that links rewards to per-
formance. Rewards should be clearly defined by the management in
order to motivate its employees. With this kind od procedure, it
can (1) reinforce the desired behavior with meaningful conse-—
quences called positive reinforcement, or (2) reduce the unde-
sired behaviar by withholding reQards or negative reinforcements,
or through (3 punishment (Frank and Brownell, 19893).

There is another method by which management can
motivate its workers. A schedule of reinforcement is designed to
détermine the frequency of the rewards to a particular response
or behavior. It is categorized into four types:

1) fixed interval - subject (employee) is rewarded at a
fived time interval, such as every hour.

2) fived ratioc - subject is rewarded as a function of a
fixed number of responses.

3) variable interval - subject is rewarded at some time

12



interval, which varies.

4) variable ratic - reward is based on behavior, but the
ratico  of reward to respanse is variable. The sub ject would be
rewarded on the basis of the response but the schedule of reward
would not be constant (Muchinsky, 1989).

If an organization knows how to manage the rein-
forcement schedule, its emplayees will be highly mativated.
Nevertheless, this theory fails to discuss individual differences
on the understanding of rewards. It also is only interested in
the quantity of production and not in the quality of performance
of an individual and his attitude toward such incentive methods.

In identifying employee’s motivational values in
an organization, a research was administered at the Metropolitan
Museum of Manila. The aobjective was to find out the motivational
values of employees in a museum organization, specifically that
of a dynamic and successful art museum. The results showed that
the increase in productivity or good performance was  highly
attributed to compliments or recognition from supervisors, which
were forms of rewards for correct or good behavior. Other moti-
vational values of employees included supportive supervision,
participative management practiced by the organization, and
supportive cultural factors.

Another survey, which studied the communication
and motivational patterns of female executives was completed by

Opena in 1989. She chose 16 subardinates and 7 female managers
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from the Fhilippine Trade Training Center of the Department of
Trade and Industry as her respondents. It was concluded  that
female executives frequently communicate with their subordinates.
They provide rewards, such as bonuses, pay increases, job securi-
ty, promotions, challenging and interesting jobs to their inferi-
ors. Aside fraom the external rewards, they also give enough
opportunities for  advancement and  achievement, and adequate
recagnition of their performance. which are internal motivators.
Locke (1968) supported the view that human actiaons
are aimed at achieving aobjectives and goals, and based his Goal
Setting Theory of Motivation. He claimed that goals are the
basis for motivation and direct behavior (Muchinsky, 19890, It
helps measure the degree of effort an individual exerts, which in
turn influences task performance. The theory contends that  the

individual must be aware of the goal and know what must be accom-—

plished. Furthermore, the individual must accept the goal  as
something he or she is willing to work for (MocCormick and  Ilgen,
1380).

The source of motivation in Locke's theory is
simply the desire and intention to attain the goal (Muchinsky,
1989), which implies that the difficult goals will aobtain a
greater commitment to their attainment. Terborg (1974)  looked
into the specifity of goals, wherein the more specific the goals
are, the more dedic-ated the behavior will be. Hence, the diffi-
culty and specificity of a goal determine the dedication of an

individual in achieving his or her goal.
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ual in achieving his or her goal.

The study conducted by'De Jesus (13985) on the
Filipina workers'! performance and satisfaction aimed to under-—
stand the Filipino industrial workers’! woark behavior and to  find
out  the determinants of their work performance and jobsatisfac-
tion. The author focused on three pairs of factors in establish-
ing work performace and job satisfaction: individual difference
variables against situational factors; management controlled
factors or worker characteristics and; ability versus motivation.
These set of factors would alsc ascertain the quality of the
Filipino workers’ innate character ar the efficiency or ineffi-
ciency, or competence or incompetence of management. The results
revealed that performance and satisfaction level can be managed
or are attributable to management controlled factors, and that
Management can affect the workers’! productivity and job satisfac-
tion.

Roque’s survey of U.F. Manila college praofessors
enumerated the reasons for staying in  the university. These
included prestige, loyalty, academic growth, academic freedom and
ful fillment from teaching. The respendehts experienced no prob-
lem on the rules on hiring and appointing, although they believed
that the basis for promotions should be questioned.

The Beer Division of San Miguel Coarporation did a
survey on the values, motivaticonal needs and ather factors that
affect the work performance of its employees. The research

showed that maintenance of interpersacnal relationships, job
15



work were the factors that affected work performance. When asked
to rank the degree of satisfaction, benefits and interpersonal
relationships received the highest rating. Recognition rewards
came out as moderately satisfying.

Azucena (1991), likewise pointed cut that teachers
in a public elementary school claimed that teaching for them had
a deeper value, cne beyond the material aspects. Despite the
poor working conditions, they were satisfied and highly involved
in their job. Furthermore, they believed that sel f-actualization
can be achieved only through teaching.

A study conducted by Lawler and Hall (1970) at the
Yale University studied the relationships of job chracteristics
to job involvement, satisfaction and intrinsic motivation. In =a
test administered to 291 scientists, it was found that  job  in-—
volvement attitudes, higher order need satisfaction attitudes and
intrinsic motivation attitudes were separate and different kinds

of work attitudes. gSatisfaction was naot related to self-rated

effort or performance but was related to some job  characteris-—
tics. Job involvement, unlike satisfaction, was invalved in
sel f-rated effort and also to rcertain Jjob characteristics.

Intrinsic motivation was more strongly related to effort and
per formanze than satisfaction and invaolvement.

Motivation is indeed a broad a complex phenomenon.
There is not one definition that can best explain it. Too many
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rence of a behavior. It may depend on situational factors, a

person’s internal state, or even a combination of both.  Motiva-

tion of each human being is relative: A particular behaviar may

not create the same mativation for all.
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STATEMENT OF THE PROBLEM

Noo other job can be more tedious, more unglamorous
and more abused in the public service than the teaching profes-—
sion. The high status once reagarded with this career has dramat-
ically changed over the years. As established earlier, this job
requires ability, ingenuity, patience and alertness, cbviously
not an easy, ordinary way of living. Yet despite the hard work,
low pay, and low status condition, there are still pecople who
remain in this professicn. What then motivates these profession-—

als to stay and continue teaching?

OBJECTIVES OF THE STUDY
In seeking the motivational factors of teachers,
this study aimed to compare the motives of the faculty members of
the Atenec de Manila University, a private university with the
University of the FPhilippines, Manila, the premiere state univer—
sity. Specifically, the study intended to answer the following:
1y Dnes the type of university (whether public or private)

affect teachers’ motivation?

2) Which of the two motivational patterns - intrinsic or
extrinsic — has greater influence on one’s teaching behavior?
37 What other motivational factors are involved in the

teaching praofession?

18



SIGNIFICANCE OF THE STUDY

This study is significant as an additional source
of information about job motivation of teachers. Although there
are articles written about motivation in general, only a few are
centered on mativational factors of employees, and even less  on
the motivation of teachers. The findings may serve as a guide
for other educational institutions, both public and private in
maintaining and improving the performance of their faculty. In
addition, it may also help schools and universities in uparading
their system so as to attract and/or persuade qualified profes—

sional to stay and work with them.
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CONCEPTUAL FRAMEWORK

Fecple are motivated by many factars. These same
pecple can be motivated by different factors in different situa-—
tions. They are motivated when they believe that a particular
behavior of theirs will lead to a particular outcome by exerting
an amount of effort. Muchinsky (1983) stated that motivation is
the individual’s desire to demonstrate the behavior and reflect
willingness to expend effort. The effort a person is intending
to expend is said to be contrnlled by an external or internal
conditian. Behavior that is aroused externally is rewarded by

goals ocutside. In a wark setting, these may include the material

aspects, promotions, working conditions, pay, Job  security,
supervision, interpersonal relations, company policy and adminis-—
tration. An individual’s performance directed by external re-

wards are extrinsically motivated.

On the other hand, Deci (1975) postulated that
rewards from within are intrinsically motivated. If stimulated
as such, pleasure from the performance of a behavior is derived.
Peaople who believe in this framework like to be responsible  for
their own actions, as opposed to believing something external is
-dmne to them (Deci, 1975). Thus, jobs should be created so as to
give people feelings of competence and pleasure and at the same
time make them feel they are in control of their actions. These
ronditions would induce intrinsic motivation.

20



Some intrinsic factors enumerated by Herzberg are
the realization of potential from wark, achievement, possibility
for sel f-growth and develcpment, advancement, recognition, status

and enjoyment from the job.

Motivational patterns are believed by some
researchers to be additive. Although either condition may be
present without the other and still produce the behavior. There .

can be an interaction of both factors, where peocple will make an
effort because a task is enjoyable and because it offers external
rewards (Muchinsky, 1983). In this occurvence, both intrinsic
and extrinsic factors are present.

The «concepts theorized by Deci on  extrinsic and
intrinsic motivators shall serve as basis in categorizing  the

factors to be used in the study.

DEFINITION OF TERMS
Work motivation includes mainly the incentives or
goals  that sustain an employee’s work. It simply is the reason
for working. An individual’s behavior may be initiated by an
interrelationship of a felt need. Effort that is expended may be
intrinsically or extrinsically motivated. To idéntify this, the

researcher shall use job attitudes in measuring motivation.

1. Intrinsic motivation — feeling derived from tasks that are
per formed for the inherent pleasure of engaging in those

21



behaviar. These factors are:

a. Sel f-develcpment - this is felt when the individual
experiences intellectual,

psychological, spiritual grawth, et:c.

b. Sel T-Esteem - perception of competence, a stable

and high evaluation of oneself.

c. Sense of Achievement— to do one’s best, to be successful,
to accomplish tasks requiring skill
and effort, to be a recognized

autharity, to accomplish something of
great significance, to do a difficult
Jjob well.
d. Enjoyment - the inherent pleasure derived from

cne'’s behaviaor.

Evtrinsic motivation - peocple perform tasks because of  the

evternal rewards provided by the behavior. Such motivators

are:

a. Pay - monetary value received by an
employee for services rendered.

b. Financial Benefits - include christmas bonus, housing

facilities, car or salary loan, sick

i
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h.

Academic Freedom -

Frestige -

Working Conditions —

Promotion -

Loyalty -

Jaob Security -

leave with pay, maternity leave,

allowances.

extent to which teachers are given
leeway on how a subject is to be
taught, what topics in a particular
field are instructed and the liberty
enjoyed in expressing opinions.
unwritten definition oof the
reputation and influence derived from
past achievements and assocciations.
physical set-up which includes hours
of work, rest periods, equipment,
temperature, ventilation, location of
work place, etc.

advancement to a position higher than
thé present one, which is based on
the level of performance, length of

service and educatiocnal attainment.

faithful and true in allegiance, may
be measured by the length of service
rendered ta the organization.

feeling of stability generated by an

individual's profession where cne



cannot be removed from the job

without due process.

i% Interpersonal Felationship - association or interaction
that exists among the group or  work

force.



CHAPTER 1I1I

METHODOL.O5Y

Fespondents:

The resgpondents for the study were randomly chosen
from a private university in Metro Manila and from the state
university of the Fhilippines. A total of sixty (60) full-time
faculty members were asked to participate. Thirty were taken
from the College of Arts and Sciences of the University of the
Fhilippines, Manila and the other half included teachers from the
Departments of Fhilosophy, English, Filipino and Business Manage-—

ment of the Ateneo de Manila University in Querzon Zity.

Instruments:

In gathering the data, Likert type questionnaires
were distributed to the respondents (see Appendix A). It «con-
sisted of 40 items, 27 of which measured extrinsic motivators.

The remaining 13 items described intrinsic rewards. A fallow-up
interview was scheduled by the researcher with some respondents
=f both universities after collecting the questiconnaires. The
interview schedule included questions designed to probe the
teachers' responses to the questicons and to get an in—depth  view

of the subject matter (see Appendix B).
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FProcedure:

The Likert type questiocnnaires were first pre-—
?ested to 11 college faculty members. Five teachers of the De La
Salle University in Manila participated in the pre—test, while &
were taken from the University of the Fhilippines, Manila. Items
that had neutral responses indicating confusion or misunderstand-
ing were deleted.

The revised form of the cquestionnaires were then
distributed to the teachers of the Ateneo de Manila University
CADMU) and to the College of Arts and Sciences of the University
of the Fhilippines, Manila (UFM). Fallow-up interviews were
scheduled after the questiconnaires were gathered. Seven teachers

each from ADMU and UPM took part in this session.
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CHAPTER IfI
RESULTS AND DISCUSSION
A. Socic—Demographic Data:

The teachers' socio—demoaraphic characteristics
are shown in the tables below. These are categorized inta  the
following: educational attainment, gross annual income from  the
university and from other sources, length of teaching, length of
teaching in the university, current position, length of teaching
in current position, nature of appointment, and average teaching
load per semester.

Majority of the teachers aof the University of the
Fhilippines, Manila attained BA/RS degrees (46.7%4). Most of them
belong to the annual income bracket of PF40,000 to P80,000
(73.37%). Majority have other sources of income (66.7%4). Those
that receive income outide the university are paid P40,000 to
PS0, 000 annually (40.0%). On the number of years in the teaching
profession, majority have been teaching for 6 to 8 years (20.0%).
Most have been rendering 3 to § years of service to the universi-
ty (43.3%). Majority that participated are instructors (36.77%).
On the length of their appointment, majority are in their current
position for 6 months to 3 years (60.0%). Most UFM teachers have
an average teaching load of 12 units per semester (40.0%).

Most of the ADMU respondents that participated
have MA/MS degrees (43.3%). Majority belong to the annual income
bracket of P40,000 to PB0,000 (40.0%). Majority alsoc have other

sources of income (63.3%). They are paid P40,000 to  F30,000
27



annually (30.0%). On the number of years in the teaching profes-—

sion, most of the faculty have been teaching for 3 to 5§ years
(30.0%4) and have been with the university for €& months to 2 years
(36.772). Majority are instructors (53.3%Z). On the length of the
appopintment, majority of the respondents are in  their current
position for 6 months to 3 years (60.0%). Majority are given an

average teaching lead of 12 units per semester (36.7%).

Frequency Distribution of the Soucic—Demographic
Characteristics

Table 1

Table 1 Educational Attainment

: i ADMU : UFM : Total |
i i\ Fregq @ % ! Freq ! % | Fregq @ Z |
i  BA/ES i 1z + 40.0 1 14 IV 46.71 26 143.30
i MS/MA : 3 1 43.3 1 12 0,00 25 1 4071
i FhD H 5 1 16.7 1 4 113,31 9 115.01%
! Total : 30 1 100 30 {100 1 60 1100 4
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B. Main Study Findings:

In measuring the data obtained, values were

assigned to  the scores given by the respondents. Positively

stated items were assigned a score of 5 when the subject strongly
agreed with it. On the other hand, when the subject strongl&

agreed with a negative item, a score of 1 was assigned to it (see

Table &).

Table &

: Scale : Score H
: ] Positive : Negative '
; : ~~_____m_________"_______~_____?
: Strongly Agree ' S 1 H
H Aaree i B 2 H
H Neutral H 3 3 H
i Disaqgree : 2 4 :
i Strongly Disagree i 1 S i
H i H

The scores agiven by the teachers of bath
universities on each item were added separately to aobtain  the
mean. Each factor’s mean was also computed by averaging all the

means of the items pertaining to that specific factor. A factar
with a low mean may not be considered as a possible motivator for
the teachers. A moderate mean may indicate that the respondents
may or may not be motivated by the factor. However, a high mean

may denote a strong possibility that the teachers are motivated

(see Table 7).
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)

! Scale ! Mean Fating i
: . T
1 ' .
i liow H 1.0 - 2.5 :
: moderate H 2.6 - 3.5 H
i high ' 3.6 - 5.0 :
1

! | :

Table 8

A. SELF - DEVELOFMENT

' ' ' ; i '
! 6. Teaching contributes to rd.4310 . 3814.571 .5014.571 .46
i my intellectual growth. ] ' H ! : : H
: : i ! ! ! : '
! 28. Thraough teachina, 14,230 L6314,.371 .6014.301 .62)
: learning be-omes a H : i H H ! '
i continuous process. H H : i ' ' H
1 ] ] ] ] ] N 1
! 28. Teaching gives me the 14,831 .3814.80! .4014.821 .33
i cpportunity to become & i d i ' i i :
d well-rounded person. : d i g d ' '
! i i i : H i i
U A A SO A ,
4,50 .2514.5981 .1814.541 221

_.._....._..___.__..___._.._.....___—....—-.—_.._.—_.._...___.__.__.__..._..___......_....—.....-——-——.——_..__._.._..._._..._—__._._

There is a high level of motivation for teachers
of both universities for this factor. Intrinsic rewards such as
sel f-development and growth areatly motivate professors of  both
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ADMU and UFM.

Individuals who experience self-development and
growth  in their chosen profession are said  to be re@arded
intrinsically. Such rewards flow divectly from one’s per formance
of the job and may be considered as a form of sel f-reward (Steers
and Forter, 13975). Teachers of both universities share the
common view  that the teaching profession contributes to  their
sel f-devel opment and advancement. There is an increased
responsibility involved and may lead to maturity in the job  and
towards the self.

Continuous learning is a form of  sel f-development
where one’s intellectual growth is increasing. As menticned by
an ADMU professor, this profession becomes a constant  learning
process because of the interaction with students. He stressed
that it is not only the students who learn from the interaction;
teachers gain new insights too from the former. Often, ideas
presented by students are very stimulating to a professor’s
intellect.

According to a UF professor, the responsibility to
educate the youth challenges her to do her best. She always
prepares hersel f for her next lesson and sees to it that both she
and her students learn from her sub jezt. Another interviewee of
university stated that his intellect and personality

the same

have developed through his  interactions with different types

of students and teachers, and this has made him a well-rounded

ne
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person. He also has acquired emoticnal, psychological
physical stability, which he believes resulted from and

significant to one’s self-development.

Table 9

B. FRESTIGE ATTACHED TO THE UNIVERSITY

and

are

: : : H ' H :
! S. 1 am proud to be part of 14,57 .6814.57! .9614.571 .6Z1
: this university. H i i i : : i
! ; H ! : ' | i
¢t 16. I am  honoured  to be 14,170 .5314.3200 L4614.231 .53
: teaching in this i : d : H i i
i prestigious university. i i g g : : '
V238, 1 feel that this 1,931 . 4714.230 .8414.301 .82
i university is the best d i i ' i : ]
: in the country. i i | i ! d :
b e e e e o e e e e e e S !

4.39 .16

Prestige attached to the university does play an

important role in the respondents’ behavior. It has a pos

itive

effect on their actions. As an extrinsic reward, this factor

promates a feeling of pride and sel f-importance. This mot i
shows resemblance to intrinsic rewards which may explain its
rating as a motivator for teachers of both universities.

The prestige attached to a person ar

36
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organization is conferred by the society. It is sort of  an
unwritten definition of the reputaticn and influence derived fraom
past achievements and associaticons (Feader’s Digest Dictiocnary,
1378). It is evident that this factor is a strong influence  and
a high motivator for the professionals of ADMU and UFM.

In an interview with an ADMU teacher, he vaoiced
how  privileged he feels to be teachinag in Ateneo because of the
high status associated with the school (item 16). He believes
himsel f fortunate to be qualified as an ADMU professor. However,
he expressed that he would not mind  teaching in other
prestigious universities in the Philippines.

A UPM instructor declared that great national
leaders are products of the University of the Fhilippines. He is
proud  to be part of the academe which produced such  influential
individuals (item 5). As part of the premiere state university,
it is the teachers responsibility to offer the best education  to
the youth. According to him, this would ensure the maintenance

of the quality of educaticon UF is known for.



Table 10

g, My war k is very 14.60
: challenging. H

20. I enjoy teaching. 14637 .43
22. T an bored with my work. 14,3070 .3414.10) . 4714.200 .51
.19

The pleasure derived from this profession is  a
relatively high intrinsic motivator. An individual stimulated by
such experiences gratification in his job. Feeling good  about
his jmb makes him want to continue doing it as long as  he is
happy. Enjoyment from the teaching profession intrinsically
motivates the respondents of the study. This factor attained a
high mean implying that teachers are highly motivated by this
variable.

Teacrhers of both universities do not experience
baredom in  their work and in fact find their work challenging
(item 4 and Z2). They find their work very interesting and
stimulating. The enjoyment acquired from it greatly motivates
them. A faculty of the ADMU views her job as challenging (item
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) = = g 3
1), and for her this means more  enjoyment with her job. Ancther

interviewee philoscphised that the ultimate goal  in life is tao
be happy. Happiness, however is relative. Far him, teaching
brings happiness and enjoyment (item Z0).

The UFM respondents agree that there is delight in
the teaching profession. According ta an instructor, an
individual will not stay in his job if he is bored with it. In
his case, he sees his present profession as a stepping stone for
occupational advancement. Since he still enjoys teaching he will

not leave it vyet.

Table 11

D. ACADEMIZ FREEDOM

[]

' 12, I am free to conduct my 14,400 J6814.071 .8514.231 .79
] classes in any way I : : ' : i : :
: want to. : : : ; H ! !
: i : ; : : ! :
1 3. The university gives me 14,330 .6114.53) .4914.371 .85
: the liberty in handling i H i : : ] !
i my classes. i i i { : ! '
' 4.331 .17

The academic freedom practiced by professors o f
ADMU and UPM highly motivate them in their profession. The

freedom given to them may show the administration’s confidence
39



and belief in the capabilities of each one. In turn, the
teachers feel honored to be entrusted with such a responsibility,
hence increasing their sel f-esteem. This extrinsic motivator may
be interrelated with intrinsic rewards which may explain the high
rate accorded to it. |

Teachers are aware of the authority they exercise
over their wark. They are bass of their own time and experience
relative freedom in organizaing and conducting theiv work. As
noted in the table above, the respondents enjoy academi
liberalization C(item 12) and do not suffer from monotony.

An  ADMU teacher explained his manner of teaching
as unconventiconal where he often conducts his classes outside the
classroom. He innovates and uses his uoreative mind in his
classes to refrain from boring his students. Usually, at  the
beginning of each semester a curriculum or syllabus is  presented
to the department head or committee of the sub jects to be taught.
He -oncluded that teachers have their own styles in meeting their
cb jectives at the end of the semester.

The same degree of academic freedom is shared by
UFM professors. As recounted by one teacher, when students are
not interested with the sub ject matter, they become bored easily.
Hence, it is up to the teacher to devise techiniques to liven up
the class. It stimulates his mind to think of improvisations to
make his students interested, which is very much supported by his
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department. He stressed that although the department is lax in

the system (item 23), the standard of educaticn is still

preserved.

Table 12

E. SELF ESTEEM

)
g : : ! : i H :
D W S | find personal 14,501 .eB14.231 .5014.371 .611
: fulfillment in my work. : i d d i i ]
] ] 1] 1] 1 1 ] )
! 14, Teaching agives me the 12.901 .6614.107 .5414.001 .61]
: confidence I need. d ' : : i i g
i : d : ] H : :
! 37. When 1 am teachinag, I 14,571 .9014.371 .4814.471 .501
: feel good. H : g i ; : H
: d : d i H H :
i 33. I take the evaluation of 14.301 .6014.371 .6014.371 .61
d my students on my i i i : H : '
i per formance sericusly. 1 i b : : i :
1 e e e e et e e e o o e e e e e S e e e e St e et ot B Bt Bt e o e o e e i S e e e o e =
Taotal 4,320 J2614.270 111040290 L2010

Most of the peocple who have a high level aof self-

esteem feel qood, feel they are competent, and have a stable and

high evaluation of themselves (Muchinsky, 1989). In the

teaching profession, one of the rewards received by the teacher

is the intrinsic motivator self-esteem. For the respondents of

both schools, self-esteem is & factor that highly motivates them
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in their profession. The teachers agree that sel f-esteem results
from the nature of the Job.

An interviewee from the ADMU narrated that her
profession enhanced her sense of worth, and this contributed to
the satisfaction of her self-esteem needs. Another instructor
Justified that a person’s decisiaon in entering the teaching
prafesion must be made voluntarily and wholeheartedly and not
because there is no ather job left. When one’s acticon is greatly
impelled by such factors, the individual will feel good (item 37)
about  his job  and experience a sense of fulfillment from it.
In this light, the teacher will stay on in his professiaon.

UPM professors maintained that through teaching
their self-confidence 1is significantly developed. A teacher
proudly boasts of his ability in comfortably relating with
cothers. He is able to project himself better and can handle any
situation  that may arise. Another teacher finds fulfillment in
his work where he readily sees the fruits of his labor in  the
skills and knowledge of his students (item 110. According  to

him, he feels good knowing that he is useful to society.

£
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Table 13

F. BMOOTH INTERFERSONAL RELATIONSHIF WITH CO-WORKERS

advice.

1]

: 1 ] 1 ] ] [}
v 7.1 have a harmonious 14.4310 .eBi4.271 . 7314.351 .71
: relationship with my i i ' i H : :
: col leagues. : : H : H ! :
: ! ' H : : : :
i 17. I «can relate well with 14,4310 6314131 .6e714.281 .67
: my colleaques. H ] } g i } i
H ! ' : ' ! ' :
i 26, I ask my co—-teachers for 14.3010 .7913.731 31
: : ' i i i
: ]

Intrinsic factors are closely related to this
factor. The sel f-development and sel f-esteem of the respondents
are improved through their interacticon with their colleagues.
Smooth interpersconal relationship with co-workers was found to be
a strong extrinsic motivator.

There exists a harmonicus relationship between
teachers of each university. This type of atmosphere ensures  a
prosperous working environment. According to Maslow’s Social
Need an individual has a desire to exist in harmony with others
(ﬁuchinsky, 1989). This need causes the person to seek
affiliatieon, companicnship and camaraderie among his co-workers.

An  ADMU teacher described the working atmosphere
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in his department, where his colleagues cansult each other on
professiconal as  well as on personal matters. A goood  working
relationship may be gbserved among his co-teachers. 0Often, they
engage in activities where they share ideas and exchange insights

that contribute to their personal and intellectual growth, such

as seminars, talks and workshops. According to anacther
praofessor, assistance is readily given to anyone who seeks it.
Fraises come easily from his superiors and co-—workers. This

shows that each one is regarded as a professional in which his

skills and knowledge in the field are acknowledged. Furthermore,

he concluded that the recogniticon given by his peers agreatly
increase his sel f-esteem and sel f-confidence in his job.
Frofessors of the UPM are likewise highly

motivated by this factor. A slight difference however is noted
between the mean of the UPM and ADMU. This may be attributed to
the kind of relaticnship that exists. A professional of the UFM
relates well with her colleagues only on a professional level.
It deoes not go deeper into a personal one.  Anocther interviewee
cited that the difference of ideas among teachers broadened his
perspective on certain things. This exchanging of ideas
contributed to his ability to relate better with others by

respeczting whatever differences of opinions they have.

44



Table 14

5. ACHIEVEMENT

g i H : ! : :
P 32, I feel that students .37 L 6214.371.48 14,371 .S551
H learn from my course. ' H H i ! ' g
H H : ! ' : i i
1 36. At the end of each 14,0310 .7214.300 .6414.171 .69
: semester, the objectives ; i i ! ' ' H
: of  the courses [ teach g H : ] : H H
H are met. ! i H i i H :
[] ] ) 1 1 ) } :
i 40, 1 view my profession  as 14,130 .6814.001 .8B214.071 761
H a success in my life. g : ' : ' : i

Individual who are motivated by the achievement
factor spends time thinking about doing a better Job,
accomplishing something unusual and important to advance their
career (Steers and Paorter, 1975). They will seek the opportunity
to accomplish something worthwhile wherein perscnal likes and
dislikes are set aside. For boath universities, this factor

presents a relatively high mean to signify a good motivator  to

the respondents.

ADMU teachers view their profession as a success
in their lives (item 409. According to an interviewee, he

considers it an achievement to be qualified as a teacher, more so

as a member of the ADMU faculty. At a more specific level, when
i} ) 45



he perceives that his efforts are productive in the sense that

his students learn from his course, he regards it as  an

achievement.

A UPM professor set his simple goal at  the
beginning of each semester. He stated that his behavior is
guided by his goal, which is to see that the ab jectives he
presents to his students are realized. It is an achievement for
him when this happens. He alsoc menticoned that he views his work
as a success in his life. He feels a sense of achievement

because not all are capable of being good teachers.

Table 15

H. SMOOTH INTERFERSONAL RELATIONSHIF WITH STUDENTS

H i ADMU ' UFM ! Total |
? iMean! SD {Mean! SD I!Mean! SD |
! 2. My students challenge me 14.301 .7613.971 .6614.151 .731
: to do my best. i i H .: ll -: '!
; 31. I can relate well with 14,300 .9914.2310 42014270 .48)0
i my students. i ] ! : ' : :
——————— 4. 30 .13

A relatively high mean was obtained far this
factor to siagnify the existence of a smooth interpersonal

relationship between teachers and students. A smooth
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interpersconal relaticnship with students promotes a feeling of
well-being among teachers. This may facilitate a speedy learning
process. Extrinsically rewarding far professors of both
universities the factor SIR with students. This student teacher
relaticnship is not confined within the classroom walls.

An interviewee from  the ADMU maintains a
professional and a personal association with her students. There
is willingness to work with students (item 31). Ancother teacher
of the same university shares his joy and pleasure in getting to
know and being friends with his students. He feels glad when
his students do not hesitate to come to him for consultation,
whether arcademically or personally. He sees himself as a father
and teacher to his students. An  instructor who has @ just
graduated menticned that he treats his students as  friends
because of the minor difference in their age. He does not mind
being rcalled by his first name cutside the classroom.

& faculty of the UFM observes a harmonious
relaticnship between her and her students. She is challenged by
her students to present an interesting class discussion (item 2).
She has high expectations of her students which she helps them
Meet. She assures them of her enthusiasm in helping them with

their arademics and/or personal problems.
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Table 16

I. JOR SECURITY

teacher, I am entitled
to a security of tenure.

13. The university 4,00 .8613.871 .76 i
terminates empl oyees : i ! i H : i
without due process. i ! ! : ] } i

] ] ] ) 1 ] 1

4. 1 am confident of 1170 L5914.200 L7504.120 L7710
keeping of my job. i i H H | : :

33. As one of my rights as a 194,031 .7814.200 73040120 .77

d Total 14,071 .0813.431 .88i3.74: .71}

: : : ! : : d !
Feeling of security in one’s job is generated by

the stability of that job where there is a steady incame. The

teaching profession offers job security but not in terms of
monetary compensation. The teacher’s job is secured by the Civil
Service -rules on tenure, which indicates that qualified/eligible
employees may not be removed without sufficient cause.

ADMU results show a high mean to indicate that the
faculty are relatively motivated by this factor. A teacher
explained that the only security obtained from this profession is
the knowledge of having a job and the confidence of keeping it

(item 34).
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However, a UFM teacher expounded that saving for
the futqre is not feasible in this profession. Fetirement from
teaching would not ensure a comfartable way of living afterwards.
This explains the average mean calculated for this factor  from
UFM. The respondents of UFM are only slightly motivated by this
extrinsic reward. Their behavior on their Jjob may or may not  be

influenced by the security offered by their profession.

Table 17

J. WORKINS ENVIFRONMENT

1

H H H ! H !
H 8. It is convenient for me 13.8711.1412.8711.4313.3711.391
: to go to my place of : : H H : : :
H wor k. H : H H H ] :
! ! ] H ] H ! !
' 25, The classrooms where I 14,437 L6813.0011.0313.7211.14"
i hold my ~classes are H : H : : ' ]
' well-1lit. ! : ! H H : :
! ! H ' H H ' :
1 33, The classrooms are well- 14,400 L T7212.8311.2113.6211.281
: ventilated. H ' d | H H :
1 e e e e e e e e o e o e o e e e e o S o e B S S S e e e ) St Bt B S s e B %t e ot i e o i e e :

Tatal 4,231 J2612.900 .07

A worker's preference for good working conditions
greatly influence his performance on the job. He favors working
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= iticns e _
conditions  which are not dangerous and uncomfortable, one claose

to home, clean, and has adequate tools and equipment. However,
an individual's perception of a good working environment s
sub jective; conditions pleasant for one may be unsafe for others.

The working conditions for ADMU professors are  highly

motivating. An instructor boasts of the schoolgrounds, which s
very conducive for learning. He describes the classrooms as
well-ventilated (item 33) because aof the trees that surround the
buildings. The huge windows of the classrooms permit sunlight to
enter, thus «classes are not disrupted in  the ooocurvence of
brownouts (item 25).
A marked difference may be noted between UFM  and
ADMU assessment of the working environment. A moderate mean  was
calculated for this factor in UPM. Teachers in this university
constantly complain of the stuffy and dark classrooms. When the
brownouts take place, a teacher laments that no light and air
enter the small and crowded classrooms.  She also relates of the
outdated and shortage of equipment in her department. Anather
teacher frets that the university is situated in a very unsafe
area. Since most of her classes are held at night, .the more
endangered it is.
War king envircnment varies from person  to person.
Physical camfort is given prime importance based on the needs of
the individual. ADMU professors are highly motivated by their

ronment because of several factors (i.e. quality of

woarkin envi =
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illumination, ventilation, proximity of work place, etc.). For
UFM  teachers, the working environment only slightly motivates
them. This may or may not act as a motivating factor for the UPM

faculty.

Table 18

K. PROMOTION

iMean! SD iMeani SD IMeani! SD |

university.

) 1 ' ]

3. I have an equal chance 2.8311.21132.4011.2013.6211.22)
of  promotion as my  co-— i i : : :
teachers. i : : ! !
12.1310 .7612.5811.09]

promotion in this : i :

4., I should be promoted for

1 ]

18. It is difficult to get a 13.0311.18
1 ]
H :

my per formance. i :

The rate of promotion of an  individual may be
based on the level of performance. This is the advancement to &
positicon highér than the present one (Feader's Digest
Dictimnary, 1978). It may also be based on seniority and merit.
The difficulty in advancing cne’s career in the teaching
moderately motivates teachers of  both universities.

profession
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Several factors are aiven attention which some teachers lack

(i.e. higher educaticonal attainment, longer years in service,

etc.). This factor’s strength in motivating the respondents  is

only average.

In ADMU, promoticns of the teachers observe the
same criteria. Fromotion takes considerable time to be
approved. It would mean an increase in teacher's salary. Hence,
the slow process is due to budget constraints. According to a
professor, it is difficult to get promoted because of personal
biases. Favoritism is subtlely practiced by his superiors in
choosing the candidates focr promotion (item 18).

The promotional system in UPM is as slow  as  a
turtle’'s pace. A professor narrated that he has been in his
position  for 3 years and was due for pramoticon last year. As &
public university, he complained about the red tape practiced in
the institution. He insisted that the administration should
review the aguidelines regarding this process.

Aside from deliberating o the teacher’s
per formance, the number of years in service is also considered.
Another factor to be weighed is the educational attainment, where

the higher the dearee of education the faster the promoticon.

w
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Table 19

L. EBENEFITS

i 9. I am entitled to sick 14,071 .3113.6511.1513.8611.06!
: leave with pay. ' i H H : ] ]
i : ' H H H H d
121, My empl oyer of fers 14,131 .e8B1Z2.6311.0213.3811.15!
H health insurance. i : | i H i H
i 13, I am contented with the 13.0011.1412.300 .9912.7011.12}
: benefits I get from the ! ' H : i i '
H university. : : } : H : H

3.301 .70

Aside from the salary teachers receive from their
Jjob, they are rewarded with fringe benefit<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>