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Abstract: This study examines the relationship between EFL teachers’ quality of work life (QWL) and their job
motivation among high schools of Karaj in 2012. 137 Iranian EFL teachers currently working in high schools
of karaj were administered two questionnaires that assessed their motivation and quality of work life.
Participants' motivation to teach was assessed using a questionnaire developed by Noe and Bachhuber (1990)
which includes three major subscales: career insight (8 items), career identity (5 items) and career resilience (13
items). In addition this study used Walton’s (1973) widely used quality of work life questionnaire. This 29
questionnaire includes eight subscales: adequate and fair compensation (4 items), safe and healthy working
(3 items), continued growth and security (3 items), constitutionalism in the work organization (5 items), the
social relevance of work life (3 items), total life space (4 items), social integration in the work organization (4
items) and human progress capabilities (3 items). The results revealed that Iranian EFL teachers experience
medium to low levels of motivation and QWL. In addition a significant relationship was found between QWL
categories and job motivation. Further the best QWL predictors for teacher motivation were identified. Findings
of this study is hoped to serve as a reference for principals and educational decision makers in bringing about

higher levels of motivation for language teachers.
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INTRODUCTION

All of us have probably experienced times in our lives
when we no longer can go on. One turns to a wreck. There
is no prospect of making future progresses. This is most
conspicuous in education. Teachers may feel this way at
any point during their working life. When we tell our

colleagues that we just couldn’t face the thought of doing

a particular task in class or getting down to preparing a
lesson plan, we are describing our lack of motivation. The
principal point then would be to know what motivation is
and how we can account for this phenomenon.

In general, the concept of career motivation applies
motivation theory to understanding career plans,
behaviors and decisions. Many researchers have been
theorizing about the content of career motivation and the
association between carecer motivation, situational
characteristics and behaviors [1]. Pinder (1998), for
instance, defines work motivation as a set of energetic
forces that originate both within as well as beyond an

individual’s being, to initiate work-related behavior and to
determine its form, direction, intensity and duration [2].
Similarly, London (1983) conceived of career motivation as
a multidimensional construct which includes three major
domains: career resilience, career insight and career
identity [1].

Career resilience is the ability to adapt to changing
circumstances. It includes welcoming job and
organizational changes, looking forward to working with
new and different people, having self-confidence and
being willing to take risks. Career insight is the realism and
clarity of the individual's career goals. It also involves
having self-knowledge, specifically, knowing one's own
strengths and weaknesses. Career identity is the degree to
which people define themselves by their work and by the
organization for which they work. It involves the degree
to which they immerse themselves in activities related to
their job and the organization, work hard, view themselves
as a professional or technical expert and express pride in

their employer.
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Noe and Bachhuber, (1990) further clarify these terms.
They define career identity as the direction of motivation,
insight as the energizing or arousal component of
motivation that encourages involvement in career
planning and career decisions and career resilience as the
maintenance or persistence component. A closely related
issue to career motivation is that of the quality of work
life. It refers to conditions and characteristics of work that
contribute to motivation, performance and job
satisfaction. The difference between the quality of work
life and career motivation, then, seems to lie in the fact
that quality of work life is a contributor to motivation. In
other words, the higher the quality of work life, the more
motivated employees will be [3].

As Flippo (1998) mentions, quality of work life
programs include any improvements in the culture of the
organization that will lead to employees’ development and
growth. Studies suggest that implementing such programs
will lead not only to a reduction in employee complaints
and the number of absences from work but also an
increasing level of optimism and cooperation in work
related issues [4]. The concept of the quality of work life
appeared near the end of the 60s and according to Jean
and Dupuis (2006) it encompassed a variety of theoretical
concepts which aimed at counterbalancing the
organizational problems [5]. Walton (1973) was one of the
first to propose an influential model for the quality of work
life which is still widely applied today. He defined quality
of work life as employees’ reaction towards their job,
especially the necessary consequences in satisfying their
vocational needs and mental health [6].

Luthans (1998) believes that the concept of the
quality of work life has become an important social
issue all around the world while over the previous
decades the only focal issue was peoples’ quality of
personal lives. Today quality of work life is a dynamic
multidimensional concept that includes such concepts
as job security, rewarding systems, promotion
opportunities and involvement in decision making
processes [7]. The quality of work life represents a kind of
organizational culture and ambivalence or a management
style based on which employees feel responsible and
feel-esteem and depend upon regular attempts from
organization in order to maturing an boosting the effective
employees [8].

Akdere (2006) holds that researchers interested in the
concept of the quality of work life are looking for new
mechanisms to help the employees in order to balance
their work and personal lives [9].

Literature Review: Originally, motivational theory has
been introduced by western intellectual named Vroom. In
the organizational context, it aimed to provide interest,
motivation, encouragement and to intensify the
organization employees achieving goals [10].

To illustrate the concept of motivation, as Dornyei
(2001) states, psychologists have focused on two focal
research traditions, namely motivational psychology
which links behavior to motives stemming from human
mental processes (e.g. expectancy-value theories, self-
determination theories, goal theories, etc.) and social
psychology which looks at the action in the light of a
broader social and interpersonal context, as reflected
primarily by the individual's attitudes (e.g. the theory of
reasoned action, the theory of planned behavior, etc.)
[11].

To account for this seemingly complex construct in
the field of foreign/second language learning, previous
research has followed the same tradition as in general
psychology. Social psychology, in particular, was in the
limelight when Gardner and Lambert (1972) proposed his
influential motivation theory. Since then many studies
were carried out, especially in the 90s in relation to this
theory and on the dichotomy of instrumental /integrative
motivation with contradictory results [11-12-13]. It was
hoped that through these studies, teachers would be able
to pinpoint efficient ways of motivating their own
students. Motivational psychology components have
also been the focus of many studies. Some, for example,
have attended to value-expectancy related components
[14-15] and many have tried to provide literature on the
dichotomy of intrinsic V.S extrinsic motivation following
the main principles of self determination theory proposed
by Deci and Ryan (1980) [16]. For example, in the study by
Buitendach and Witte (2005), they state that extrinsic
motivation refers to other factors such as pays, co-
workers and work conditions [17].

However most, if not all, of the aforementioned
studies in second/foreign language learning have focused
on the concept of language learner motivation. Hence, the
amount of past research on language teacher motivation
(LTM) has been far too little relative to its importance.
“There are very few studies discussing the nature of the
motivation to teach. This seems, however, surprising
since the teacher's level of enthusiasm and commitment is
one of the most important factors that affect the learners'
motivation to learn. Broadly speaking, if a teacher is
motivated to teach, there is a good chance that his/her
students will be motivated to learn” [11].
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On the other hand, there are some studies focusing
on related issues such as teacher job satisfaction and
then discussing the results under the label of motivation.
This is, however, understandable since the two
phenomena are inextricably linked through the influence
each has on the other. Nadler and Lawler (1989) try to
clarify the terms '"career motivation" and "career
satisfaction"[18-19]. Motivation is generally taken to
mean a stimulus for behavior and action in the light of a
particular context, while satisfaction-and indeed
dissatisfaction-is usually taken to mean a product of
behavior and action in the light of a particular context or
environment. The question that preoccupied researchers
in most of studies on teacher motivation was to find the
factors that influenced language teachers ‘to do the job
well’ and not only ‘to get the job done’ [20]. This comes
as no surprise as "with such a specific professional
activity as teaching it might be realistic to expect to find
certain unique motivational characteristics-for example, to
identify some factors that have a special significance in
terms of their impact on the motivation complex
underlying teaching [11].

Freeman (1994), for example, (as cited in Johnson,
2000) claimed that the exposure to new ideas, the
availability of materials, the quality of colleagues and
supervisors as well as the types of students they have are
the factors that influence language teachers in their job
[20-21]. Similarly, Auerbach (1991) contended that
‘alienation’, as a demotivating state, occurs when some
language teachers work more than one job for economic
security and as a result they fail to sense themselves as
being part of any one institution or group [22]. Moreover,
Crookes (1997) found that teachers’ motivation is
influenced by the fact that the curriculum and textbooks’
choice are mandated from authorities above or outside the
institution because of the need to prepare students for
standardized tests. Additionally, he claimed that another
point that affects language teachers’ motivation is the fact
that they do not participate in decision making concerning
their own students [23].

Similarly, Barrs (2005) classified some of the
motivational factors identified by Pakistani teachers as
potential dissatisfies such as lack of resources to deliver
adequate levels of training and follow up and potential
satisfiers such as monitoring and accountability systems
[24]. Another studies shows that some factors such as
workplace office, education level, colleagues and family
situation (children and parents) are the most important
indexes for the efficacy of employees’ achievement
motivation [25].

In addition, Butler (2007) tried to account for
teacher motivation by adopting the goal orientation
theory as the theoretical framework. (A theory applied
to  study learner motivation hitherto). The study
mastery goals predicted positive
perceptions of help seeking, preferences for receiving
autonomous help and frequency of help seeking; ability
avoidance predicted negative perceptions and help

confirmed that

avoidance; and work avoidance predicted expedient help
seeking [26].

These findings validated the proposed structure
and measure of teacher goal orientations. In a more
study,
motivation as a key factor that has been shown to
affect the quality of education in Tanzania. At a
basic level, he asserted, teacher motivation is linked

recent Davidson (2007) conceived of teacher

to how teachers feel they are being treated and to
the way they perceive their own living and learning
conditions. The study calls for more concern for
teachers and specifically improving teacher welfare
[27]. Finally, Ciani (2007) took a “top-down” approach by
examining contextual elements of school goal structure
and teacher community on teachers’ sense of self-and
collective efficacy and classroom goal structures. Their
results indicated that teachers in highly performance-
oriented schools reported significantly less adaptive
motivational beliefs, lower community and more
performance-oriented instruction than teachers in a low
performance-oriented school. Aside from career
motivation, there has been a lot of research conducted in
some organizations to deal with the quality of work life
within the organization [28].

Generally, results suggest that the quality of work life
has a positive relationship with the other variables within
the organization such as performance, efficiency, job
satisfaction and organizational commitment [29-31].
However, there is a dearth of research when it comes to
examining the quality of work life within educational
organizations especially with regard to the specific
discipline of language education. Day, Elliot, and Kington
(2005), too, refer to that fact the relationship between
teachers” motivation, efficacy, job satisfaction and
commitment and between commitment and the quality of
their work has not been the subject of extensive research
[32]. Noe and Bachhuber’s (1990) conceived of career
motivation as a multidimensional construct which
includes three major domains: career resilience, career
insight and career identity. What follows is a description
of each domain:
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Career Identity: the degree to which people define
themselves by their work and by the organization for
which they work. It involves the degree to which they
immerse themselves in activities related to their job and
the organization, work hard, view themselves as a
professional or technical expert and express pride in their
employer.

Career Insight: the realism and clarity of the individual's
career goals. It also involves having self-knowledge,
specifically, knowing one's own strengths and
weaknesses.

Career Resilience: the ability to adapt to changing
circumstances. It includes welcoming job and
organizational changes, looking forward to working with
new and different people, having self-confidence and
being willing to take risks [3].

Walton’s (1973) model of the quality of work life was
also applied in this study to analyze the status of Iranian
EFL teachers’ working conditions. He defined quality of
work life as employees’ reaction towards their job,
especially the necessary conditions for satisfying their
vocational needs and mental health [6]. Accordingly,
quality of work life emphasizes personal growth, working
experience and the ways to improve work in order to fulfill
personal needs. Moorhed and Griffen (1998) delineate the
model as including the following items:

* Adequate and fair compensation: Equal payment for
equal work and the balance between payment and
social factors and also other kinds of work.

« Safe and healthy working: Creating physically
immune working conditions and specifying rational
working hours.

¢ Opportunity for continued growth and security:
Creating groundwork to improve personal
capabilities, opportunities to make use of what one
has learned and make progress and assure
employment and income.

*  Constitutionalism in the work organization: providing
the groundwork for freedom of speech without being
afraid of reaction from authorities and the dominance
of rules and regulations over individuals.

* The social relevance of work life: Employees’
perceptions about their social responsibility in the
organization.

* Total life space: Making a balance between working
life and other aspects of employees’ life such as
education, free time and family life.

*  Social integration in the work organization: Creating
an atmosphere in which there is a sense of
belongingness to the organization by the employees.

*  Human progress capabilities: Providing opportunities
such as having independence and self control,
access to job related information and various skills at
work [33].

Methodology: For the purpose of this study, 6 districts
from among the 22 educational districts of Tehran were
selected via the cluster sampling procedure. Later, 137
EFL teachers were randomly selected from among high
schools in these 6 districts to participate in the study.
Participants' motivation to teach was assessed using a
questionnaire developed by Noe and Bachhuber (1990)
which includes three major subscales: career insight (8
items), career identity (5 items) and career resilience (13
items). This 26 item questionnaire uses a 1 to 5 point scale
showing the extent it corresponds to the participant's
motivation to teach English. The overall reliability of the
questionnaire was found to be 0.82 for the present study
and context. In addition this study used Walton’s (1973)
widely used quality of work life questionnaire. This 29
questionnaire includes eight subscales: adequate and fair
compensation (4 items), safe and healthy working (3
items), security (3 items),
constitutionalism in the work organization (5 items), the
social relevance of work life (3 items), total life space (4
items), social integration in the work organization (4 items)
items). This
questionnaire, too, uses a 1 to 5 point scale to examine the
quality of work life. The reliability of this questionnaire
has been reported to be 0.926 where there was a chance
for all EFL teachers of that district to get together. Before
the questionnaire was administered, participants were
provided with an explanation of the purpose of the study
and assured that the results are solely for research
purposes and will be treated as confidential. Each
questionnaire was supposed to take 10 minutes to fill out.
Participants were also encouraged to ask questions and
seek clarifications if needed.

After teachers’ responses to the questionnaires were

continued growth and

and human progress capabilities (3

codified, quantitative analyses were carried out on the
acquired information. First of all descriptive statistics were
applied to describe Iranian EFL teachers’ motivation and
the quality of their work life. In addition, Pearson product
moment correlation was conducted to compare job
motivation aspects (Dependent variable) to the quality of
work life factors (Independent variable).
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Table 1: Descriptive statistics for quality of work life

Table 2: Descriptive statistics for career motivation

Variables N Mean SD Level Variable N Mean SD Level
Fair and appropriate compensation 137 1.37 57 L Career insight 137 1.83 .66 L
Work conditions 137 2.94 .49 M-L Career identity 137 2.37 .46 M-L
Chance of growth and security 137 1.26 .68 L Career resilience 137 2.90 42 M-L
Constitutionalism 137 2.55 .53 M-L Total 137 2.23 32 M-L
Social relevance of work in life 137 2.74 .50 M-L

Work and total space of life 137 3.37 65 MH On the other hand Iranian secondary school EFL teachers
Social integration in the organization 137 375 .56 MH see their job as desirable in at least two respects. First of
Use and development of capacities 137 2.66 .61 M-L all teaching in Secondary schools gives them an
Total 137 2.63 .39 M-1

Finally a step by step regression was carried out to
find about the effects of the quality of work life factors on
job motivation. The questionnaires were administered
during in-service training sessions held by the
educational office of each district. All of items will present
in Persian. The original English version of items were
translated into Persian and then back translated into
English to ensure meaning equivalence across the two
cultures.

The two versions were evaluated by two education
professors fluent in both languages and the best
translated items will selected for inclusion. To ensure that
the instruments are readily interpretable for Iranian
teachers, pilot surveys will administrate to a sample of
secondary school teachers in Karaj. Data analysis was
done in two levels of descriptive and inferential statistic
approaches (frequencies, Pearson correlation and
Stepwise regression test).

Findings
Quality of Work Life: Table 1 shows that the mean score
for the quality of work life among the participants was 2.63
with a standard deviation of 0.39. It amounted to saying
that participants perceived themselves to have a medium
to low level of quality of work life. The participants
reported the highest level of quality of their work life in
the category of social integration in the organization
(M=3.75, SD=.56) and the lowest level in the category of
chance of growth and security (M=1.26, SD=.68).
Teachers reported their jobs offer very low chance of
growth (career and personal) and security (job and wage),
unfair and inappropriate compensation and undesirable
work conditions (unhealthy physical environment). They
felt there is no prospect for future progress in their job
and that they had no chance of reviving this stagnant
situation. In addition, they saw low levels of
constitutionalism (little freedom of expression and few

right of protection) in their working environment.

opportunity to balance the total space of their lives. In
other words, they are able to allot enough time for leisure
of their families, they are not forced to change
geographically and they see the schedules of the ministry
of education as being stable. Secondly, they see
themselves as being socially integrated into the school
community. They have good relations with their
colleagues and they don’t feel any prejudice against them.

Career Motivation: Table 2 displays the participants’
perceptions on their motivation to teach. Overall, the
participants perceived themselves to have medium to low
level of job motivation (M=2.23, SD=.32). They reported
the highest level for the category of career resilience
(M=2.90, SD=.42) and the lowest level for career insight
(M=1.83, SD=.66). It seems that secondary school EFL
teachers in the study do not have any specific career
goals. They have been following the same teaching
practice for a long time and they don’t feel any need to
change or revise their goals. Although some of them
attempt to keep abreast of developments in their field,
most of them do not find it necessary to keep current of
their job affairs. That is why few of them have ever taken
time to do the best possible work possible in the
classroom.

Correlation between QWL and CM: It is found that there
is a highly significant correlation between the categories
of the quality of work life and career motivation and this
is a positive direct relationship (p<.01, r=.726). In other
words, the more categories of the quality of work life are
improved, the higher career motivation will be. However,
the causality between quality of work life and career
motivation is not defined. These results are depicted in
table 3.

Quality of Work Life Used to Predict Career Motivation:
A stepwise multiple regression analysis was conducted to
determine the most effective quality of work life predictors
of career motivation. The eight categories of the quality of
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Table 3: Correlation between quality of work life and motivation categories

Variable

Career Motivation

Pearson correlation Sig(2-tailed)

Fair and appropriate compensation
Work conditions

Chance of growth and security
Constitutionalism

Social relevance of work in life
Work and total space of life

Social integration in the organization
Use and development of capacities
Total

S1EE 0.004
79%* 0.001
70%* 0.007
53k 0.003
61%* 0.004
78%* 0.001
66** 0.001
84 0.002
2% 0.002

**_Correlations are significant at the 0.01 level (2-tailed).

Table 4: Stepwise regression: quality of work life categories to predict career motivation

Model R R Square Adjusted R Square

Std. Error of the Estimate

Durbin-Watson F Sig.

1 .726a 527 .502

.876 1.720 21.005 .000

a. Predictors: (Constant), Fair and appropriate compensation, Work conditions, Chance of growth and security, Constitutionalism, Social relevance of work

in life, Work and total space of life, Social integration in the organization, Use and development of capacities

b. Dependent Variable: Career motivation

Table 5: Coefficients: quality of work life categories to predict career motivation

Standardized

Unstandardized Coefficients Coefficients Collinearity Statistics
Model B Std. Error Beta t Sig. Tolerance VIF
1 (Constant) 1.14 0.419 0.166 2.72 0.007 0.637 1.57
Fair and appropriate compensation -0.08 0.085 0.107 -0.94 0.345 0.843 1.18
Work conditions 0.029 0.067 0.112 1.44 0.032 0.842 1.18
Chance of growth and security 0.1 0.075 0.111 2.34 0.023 0.659 1.51
Constitutionalism -0.02 0.072 0.114 -0.3 0.758 0.614 1.62
Social relevance of work in life 0.013 0.065 0.151 0.195 0.846 0.679 1.47
Work and total space of life 0.679 0.068 0.186 0.919 0.52 0.592 1.69
Social integration in the organization  0.048 0.077 0.122 2.63 0 0.717 1.39

Use and development of capacities 0.166 0.068 1.44 0.005

a. Dependent Variable: Career motivation

work life were specified as the independent variable
(predictors), with the teachers’ motivation as the
dependent variable (criterion). Preliminary analyses
were conducted to examine the assumptions
underlying a regression model. Test of Durbin-
Watson amounted to 1.720 and since this score is
within an acceptable range of 1.5 to 2.5, it is implied
that multicollinearity considerations are met and we
can make use of regression. As tables 4 and 5 show,
quality of work life categories were significantly
correlated with career motivation(F(16, 113)=21.005,
p=.000), with R 2 =527 suggesting that 52% of
variability in career motivation can be accounted for
by categories of the quality of work life according to
the regression model. The column standardized
coefficients of Beta in table 5 shows the sequence of

factors affecting career motivation. The regression model
implied that a combination of four of the quality of work
life variables (work conditions, chance of growth and
security, social integration in the organization and the use
and development of capacities) were significantly
correlated with career motivation. The multiple regression
analysis using the least square solution yielded the
following equation:

Y= 1.14240.107(x,)+0.112(x) +0.186(x;)+ 0.122(x,)

When Y represents the predicted career motivation, X,
refers to work conditions, x, refers to chance of growth
and security, x, refers to social integration in the
organization and X, is the use and development of
capacities.
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DISCUSION AND CONCLUSION

This to develop a thorough
understanding of the quality of work life and motivation
of Iranian High school EFL teachers. Several findings
were generated from the results. First of all, Iranian High
schools EFL teachers perceived themselves to have a
medium to low level of quality of work life. In other words

study set out

they perceived their jobs to offer unfair and inappropriate
compensation, undesirable work conditions, very low
chance of career and personal growth, low job security
and constitutionalism, irrelevance in life and not
developing their full capacities. Low and unfair payment
has always been a great concern for teachers in Iran.
Teachers feel that they are not paid what they deserve.
Most of them are forced to work longer extra hours
(sometimes for more than 48 hours a week) to be able to
afford their family life. This will obviously have a negative
effect on the quality of the work they do. However it
should be noted that although there is a significant
correlation between all of the factors of quality of work life
and career motivation, the relationship between fair and
appropriate compensation and career motivation is not
that high. Oshagbemi (1997) contends that in spite of the
popular belief that high salary and productivity profits are
the main reasons for creating motivation, they should
only be looked upon as maintenance factors so as to
ensure that employees are not dissatisfied [34]. In
addition Bandura (1977) holds that the intrinsic motivation
from self-evaluation is more effective than the extrinsic
reinforcement given by others [35]. Therefore, it seems to
be a misunderstanding among the public that high salary
and productivity profits are the main reasons for creating
motivation though they play an important role in
satisfying the teachers and eliminating the need to work
extra hours or adopt second jobs. In addition, EFL
teachers experience undesirable work conditions. The
physical environments in most High schools in Iran are
unhealthy and not safe. Overcrowded classes and lack of
up to date facilities may play a role in exacerbating the
situation. However, in spite of the above mentioned
difficulties, teachers rated the lowest level for the
category of chance of growth and security. They felt that
there is no prospect for future progress in their job and
that they had no chance of changing this stagnant
situation. Some teachers have been spending years
teaching the same stuff with the same approach. They
seem to have become fossilized with this regard. The most
important concern for teachers then is to have the

opportunity to work at their goals and feel purposeful
thereby reaching the highest levels of their performance.
Other issues that EFL teachers seem to complain about is
that of the constitutionalism and social irrelevance of their
job. EFL teachers feel their organization is not responsible
for students’ achievement and that they are not given the
autonomy to make their own decisions. Education
authorities and school principals usually expect teachers
to follow fixed procedures in their teaching. Textbooks are
mandated from the ministry of education and teachers are
expected to cover the material within the given time
constraints. Teachers lack freedom of speech since they
are afraid of reaction from authorities. However Iranian
High school EFL teachers enjoy their job in at least two
respects. Firstly they have an opportunity to balance the
total space of their lives. In other words, they have time
for leisure of their families and they are not forced to
change geographically. This is most probably due to the
large number of holidays in the educational system of Iran
and the conservative approach of the ministry of
education towards the educational system. Secondly,
teachers see themselves as being socially integrated into
the school community. They have good relations with
their colleagues and they don’t feel any prejudice against
each other and this is what they consider a desirable
feature of their working environment. Another finding of
the study implies that the participants perceived
themselves to have medium to low level of job motivation
suggesting that they have low career insight, identity and
resilience. Therefore Iranian EFL teachers don’t feel the
need to have specific goals, revise their current practice
and/or keep up to date with new developments in their
career. Insight is very low among the participants since
their goals are not clear to them. Having to deal with the
same stuff for years obviates the need for them to
consider their own strengths and weaknesses. It may also
be that there is no formal mechanism for
intercommunication between teachers and the authorities.
Identity, too, is low among the participants. In other
words, Iranian EFL teachers do not immerse themselves in
activities related to their job and the organization. Lack of
self image as professionals or technical experts hinders
hard work hence they don’t express pride in the work they
do. Low levels of resilience-the ability to adapt to
changing circumstances-implies not welcoming change,
low self-confidence and an unwillingness to take risks.
Finally the study found a strong correlation between
quality of work life and career motivation. Therefore, in
order to heighten the motivation of teachers creating a

1387



Middle-East J. Sci. Res., 14 (10): 1381-1389, 2013

high quality working conditions becomes crucially
important. A combination of four of the quality of work
life variables (work conditions, chance of growth and
security, social integration in the organization and the use
and development of capacities) were significantly
correlated with career motivation. Therefore it can be
concluded that these factors are stimulating and result in
higher levels of teacher motivation. In other words, for
teachers to be motivated, aside from improving their work
conditions, groundwork should be laid so that they feel
they are capable of realizing their potentials and
conditions created in which they can practically make
progress.

The present study has important implications for
Iranian EFL teachers on matters important to their
profession and can act as a guide to educational decision-
makers in Iran. Authorities in the ministry of education
should be aware of the influence of these factors on
teachers’ motivation. They should know that financial
incentives will not suffice in bringing about motivation for
teachers. Rather they should make their best to improve
working conditions, encourage social integration within
and between schools and use and develop the teachers’
capacities in such a way that they feel they are constantly
growing.

A few limitations, however, will need to be taken into
account when interpreting the results. Firstly, the study
only investigated the quality of work life, career
motivation and the relationship between them. More
studies need to be conducted to find out the other factors
affecting the motivation to teach. Secondly, the
participants were from the capital city of Karaj only. Thus,
to be able to generalize the results to wider population, a
larger scope of subjects should be included for future
study.
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