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Abstract 
Guided teachers in Malaysia is carefully selected by the school, district education agency and 
the state education department. The selection is based on their low teaching competency. 
The guided teachers or known as GDB will be guided through mentoring by the School 
Improvement Specialist Coach (SISC+). It is found that amongst the important element that 
determine teachers’ competency are work commitment and satisfaction. Although the guided 
teachers programme has been conducted for 6 years (2014-2020), but the current literatures 
only focusing on the mentoring and the teachers’ perception on the SISC+. There is still limited 
study that focusing on the GDB work commitment and satisfaction after receiving mentoring 
from the SISC+ even though those two elements are imperatives to be studied. Henceforth, 
the aim of this article is to provide arguments on potential solutions to tackle on the said 
problem. It is argued that motivational capacity is paramount in enhancing work commitment 
and satisfaction. This study embarks to describe and conceptualize the important of Self-
Determination Theory (SDT) in affecting both the work commitment and satisfaction of the 
guided teachers. It includes the discussion on Basic Psychological Needs (BSPN) and 
Motivational Spectrum. Initially, the article will discuss on the guided teachers work 
commitment and satisfaction and follows by the discussion and conceptualization of SDT. The 
effect of SDT including BSPN and motivational spectrum on commitment and satisfaction will 
be discussed next. The article shall contribute to the discussion and deliberation on teachers’ 
motivation, work commitment and satisfaction 
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Introduction 
Teachers and teaching profession are always in the centre of community attention. This is 
mostly contributed to the fact that teachers are directly impacted by any policy changes or 
new direction constructed by the government. Teachers are also viewed as a medium to 
implement any macro decision made in regards to education at the federal level. Scholars in 
education have been indicated that practices conducted by the teachers in the classroom 
significantly determined their teaching quality (Bassi, Meghir, & Reynoso, 2019; Glasser, 
1986). In the context of Malaysian education landscape, the teaching quality envisioned by 
the ministry of education in Malaysia Education Blueprint (2013-2015) can only be achieved 
if all the teachers throughout the country are able to carry high competency in teaching 
(Kementerian Pendidikan Malaysia, 2013b). Competency in teaching is directly associated 
with the teacher’s individual capacity and capability in the classroom. It comprises of their 
personal, professional and social skills such as personality, comprehension in pedagogical 
structure of teaching, subject-matter expert and integration with the surrounding community 
(Hatlevik, 2017; Siraj & Ibrahim, 2012). Teaching competency is also define as the capability 
of teaching effectively in the classroom (De Ketele, 1996; Hollins, 2015). Empirical studies 
have shown that teacher’s teaching competency in the classroom as one of the essential 
factors in determining student success rate (Darling-Hammond, 2000; Haycock, 1998; 
Wahyuddin, 2017). 
In a society that value education as an imperative antecedent of socio-economic 
development, the students' success is one of the crucial contributing factors.  Therefore, it is 
not surprising that every year the Malaysian Ministry of Education (MOE) continuously 
underline efforts and plans in order to improve the teaching capacity amongst Malaysian 
teachers. This can be identified in the MOE efforts to establish School Improvement Specialist 
Coach (SISC +) in 2014 to assist the teacher to improve students' academic performance 
particularly in Band 4-6 within MOE classification (Kementerian Pendidikan Malaysia, 2013a). 
The SISC + is responsible for guiding low-skilled teachers in the teaching and learning process 
in the classroom. As of 2018, a total of  28,000 guided teachers (GDBs) are placed under SISC 
+ throughout Malaysia (Kementerian Pendidikan Malaysia, 2018) This initiative by SISC + is 
seen to enhance teachers' ability to implement teaching and learning in the classroom (Izab, 
2015). Coordination and operation of SISC+ programme begin with the government 
approached senior teachers with excellent teaching performance and experience as the 
coaches. There are several different coaches in each district in each state in Malaysia. There 
will be different coaches for different subjects’ fields for both primary and secondary schools. 
These shall ensure the quality of these coaches. The selection of low competency teachers as 
participants of these programme were made by the school administration. There will be extra 
attention given on low-achieving school which were based on their performance in the annual 
public examination. 
However, after four years (2014-2018) of the implementation of mentoring and mentorship 
of the GDB, findings in the empirical studies had only focus on the impact of mentoring and 
guiding on the quality of teaching. Lack of attention is given on the impact of these mentoring 
and guiding on teachers' work commitment satisfaction. For instance, a study conducted by 
the Radhiah Said, Brahim, & Md Sabil, (2016) which examines the impact of mentoring and 
guiding by SISC+ on Malay Language GDB teachers' teaching competency in Samarahan, 
Sarawak. The study found that this program is quintessential and relevant to help teachers 
implement high-quality teaching and learning. In addition, a study conducted by Leng, (2015) 
looking at GDB teachers in mathematics by using Appreciative Inquiry (AI) theory found that 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 0 , No. 11, 2020, E-ISSN: 2222-6990 © 2020 

706 

GDB planning and practice had no difference before and after guidance and mentoring by 
SISC +. Thus, it shows that there is still huge room for study in association with understanding 
the GDB work commitment and satisfaction. There is still limited research that focuses on 
aspects of GDB work commitment and satisfaction after receiving guidance from SISC + 
despite the vitality of this aspect. Moreover, it is argued that commitment and satisfaction 
aspects contribute to teachers' achievement, absence, burnout and turnover (Kosnik, Beck, & 
Lin Goodwin, 2016; Reyes, 1992).  
Hence, to overcome the limitation, this study aims to investigate on the antecedent aspect of 
the guided the teachers. Namely, this study tries to answer two important question. First, 
does motivation has the capability to affect guided teachers’ work commitment and 
satisfaction. Second, what are the factors that could influence the teachers’ motivation. 
Answering these two questions enable a comprehensive understanding on this programme. 
Furthermore, it contributes in enhancing literatures within the realm of guided teachers in 
field of education. 
To answer these two questions, this study will be using Self-Determination Theory (SDT) as 
the underpinning theory. The study will first conceptualize Basic Psychological Need (BSPN) 
to be the underlying foundation that has influence on the teachers’ motivation. Furthermore, 
this study will scrutinize the concept of motivation into several element based on the 
explanatory capacity of SDT. Thus, discussing the elements capacity to influence the teachers’ 
commitment and satisfaction. Henceforth, this article structure is as follows: First, the article 
will introduce SDT and discuss elements within BSPN. It will then continue by discussing 
motivation elements and concept of work commitment and work satisfaction within teaching 
realms. Next, it will show how BSPN elements are able to influence motivation and how 
motivation elements would be able to influence the teachers’ commitment and satisfaction. 
Theoretical and conceptual framework towards the end of this article. It will discuss the 
concluding remarks and way forward in the final section of this article.      
 
Self Determination Theory 
Self Determination Theory (SDT) is a theory that evaluate individual trustfulness towards its 
environment. The theory itself focus on the nature of motivation which is “Why the behaviour 
occurs?” (Tremblay, Blanchard, Taylor, Pelletier, & Villeneuve, 2009). Foundation of this 
assumption is that human is an active, mentally expanding, and has a natural tendency to 
“integrate physical (action) with the sensory and integrate themselves within the larger social 
structure” (Ryan & Deci, 2000, p. 229). Besides, it is also a study on human inner-tendency 
and natural psychological needs which both turn to be foundational for integrating personal 
motivation with personality. The study also looks on the properties that enhance the positive 
process (Ryan & Deci, 2000). Based on the past empirical studies, there are three essential 
properties know as basic psychological needs (BSPN). There are autonomy, competency and 
relatedness (Deci & Ryan, 2002). These three are the foundation to optimally enhance 
individual functionality, contribute to growth tendency, integration of social constructive 
development, and individual well-being. 
There are several studies employed SDT technique to evaluate the effect of environment on 
obstructing and weakening self-motivation, social function and individual well-being. 
Nevertheless, SDT is not only meant to investigate only on positive development but also it 
tested social environment which might has contradiction value on the positive tendency. 
Besides, SDT main focus is to provide a different approach on motivation which is by 
identifying different motivation constructs with each of them will have specific effect on 
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individual performance, learning capability, experience, and well-being. SDT also aim to 
explain construction and maintenance of those motivation constructs as well as the factors 
that inhibit and hinder individual motivation. 
The SDT approach was extensively utilized to guide researchers in education discipline 
(citation). There are two important aspects within SDT which are basic psychological need 
(BSPN) and motivation element. According to SDT, fulfil BSPN will enhance individual 
motivation level. Hence, the next sections will discuss both BSPN and motivation element 
according to SDT. 

 
Basic Psychological Need 
SDT comprise of an assumption that there is a foundation on the mechanic of motivation that 
energize and dictate human behaviour (Deci & Ryan, 2010). The foundation is know as basic 
psychological need (BSPN). According to the theory, “need” refers to basic necessities that is 
requires for human development and integrity (Ryan, Sheldon, Kasser, & Deci, 1996). 
Moreover, basic psychological need is an ‘essential nutrient’ for individual which allow them 
to function at optimum level. The analogy of a plant could represent the situation. Plant 
require water, sunlight and mineral for it to growth and bloom (Ryan & Deci, 2000). Past 
empirical studies have shown how BSPN influenced work happiness through controlling and 
reducing anger, anxiety and lost of tempers (Collie, Shapka, Perry, & Martin, 2016; Fernet, 
Austin, Trépanier, & Dussault, 2013). By increasing or experiencing work happiness, this shall 
create another foundation for effective teaching and learning in the classroom (Holzberger, 
Philipp, & Kunter, 2014). Within SDT, there are three elements of basic psychology that have 
been identified. There are need towards autonomy, competency and relatedness (Deci & 
Ryan, 2010). 
 
Autonomy 
The concept of autonomy in general is self-reliance, independence and self-management 
(Deci & Ryan, 2010) However, through the SDT approach, autonomy is defined as the 
autonomous behaviour of the congruent through the process of knowing oneself and making 
the choice and deciding on one's own behaviour (Ryan & Deci, 2000). The concept of 
autonomy is contrary to controlled behaviour. In teaching, the concept of autonomy support 
is often misunderstood with the concept of laissez-faire and structural freedom. Autonomy 
does not grant full liberty but maintain structural support especially on control over adverse 
actions in order to equip student or faculty with autonomy (Jang, Reeve, & Deci, 2010). The 
need for autonomy also represents the desire of the individual to feel free and to have the 
freedom on the psychological aspects of the activity (De Charms, 2013; Deci, Olafsen, & Ryan, 
2017). Despite there are claim that associate concept of autonomy from the SDT perspective 
with the concept of autonomy from an organizational psychological perspective, there are 
clear distinctions between the two constructs (Morgeson & Humphrey, 2006).  
Autonomy from an organizational psychology perspective focuses on the process of latitude 
decision making and control over the use of skills by an organization (Karasek, 1979). It deals 
with the questions such as, “Does an employee have the autonomy to do work outside the 
job description?”. The concept is further explained by Hackman and Oldham, (1976) Hackman 
and Oldham (1976) in which they assert that autonomy is the real freedom for an employee 
in an organization to form a work schedule and to determine the procedure for performing 
it. On the other hand, autonomy from the concept of SDT primarily refers to the subjective 
experience gained from psychological freedom and choice while carrying out (Gagné, 
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Chemolli, Forest, & Koestner, 2008). This means that autonomy focuses on the characters or 
meaning in a single task. Autonomy in the context of GDB is essential as it shows that the 
guided teachers are being both supported and guided as they implement their teaching 
techniques in the school. This also means that the teachers are not asked to do just what the 
school wants but are given options to implement according to their own way. 
In addition, autonomy plays an important role for GDB when they have to handle issues or 
problems as each individual has a different response situation, issue or problem that they 
have to face. Furthermore, teaching require a higher degree of autonomy in comparison to 
other vocations as teaching techniques needs to be constantly modified and adapted to meet 
the needs of different students which were mostly comprise of different attitude and 
capability (Collie et al., 2016). In addition, teachers face a great amount of pressure, which 
will affect their well-being, motivation, job satisfaction and different work commitments. 
(Kyriacou, 2011). 
 
Competency 
In addition to autonomy, basic psychological needs according to SDTs refer to an individual's 
need for competency. Competency can be refers to the desire to feel effective when it comes 
to the environment (White, 1959; Ryan & Deci, 2000). It refer to individual tendency to stand 
out and at the same time try to explore and exploit the environment. It will allow them to 
gauge their capacity while engaging in challenging tasks and developing one's skills (Broeck, 
Vansteenkiste, & Witte, 2010). Satisfying one competency provides an opportunity for 
individuals to adapt to a complex and changing environment, while frustrating competency is 
related to one inability and lack of motivation (Ryan & Deci, 2000).  
It is almost identical to the constructs in Theory of Value Expectation (Vroom, 1964) and 
Theory of Self-Effectiveness (Bandura, 1978), but there are some differences between the 
three of them. Specifically, in accordance with Self-efficacy Theory and Expectation Theory, 
outputs from self-expectation and self-efficacy indicate that awareness of one's ability to 
achieve a specific task in the future is realized. These will turn to be positive value as they try 
to achieve their goals.  
This contrasts with the SDT perspective which refers to the sense of satisfaction that comes 
from individual ability to perform a task (Broeck, Vansteenkiste, De Witte, Soenens, & Lens, 
2010). Despite these differences, there is anecdotal evidence that shows a correlation 
between the concept of extension from the perspective of Self-efficacy Theory and SDT 
(Broeck et al., 2010). This correlation indicates that the concept of competence described by 
the SDT can be applied to the assessment of GDB's basic psychological level. The GDB will find 
themselves able to compete and provide the best services when they are able to perform 
their responsibilities well and complete challenging tasks. This shows that the concept of 
competence is fundamental to the basic needs of a teacher (Broeck et al., 2010). 
 
Relatedness 
The last component of the Basic Psychology Needs is relatedness. Connectivity is a 
psychological concept related to human social relation, which is an individual need for a sense 
of belonging (Baumeister & Leary, 1995). It enables individuals to interact in a friendly and 
pleasant environment and to feel a sense of belonging and connectedness with the others 
(Skinner & Edge, 2002). Humans need to connect and interact with others so that they can 
feel connected and maintained (Baumeister & Leary, 1995). This will make them feel 
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confident that they will receive assistance from other members of the community in the social 
structure when they faced any hindrance or problems.  
Besides, it will solidify their personal comfort. An individual personal comfort is essential as it 
prevents them from amplifying the problem they are facing (Berscheid & Reis, 1998). The 
happiness and well-being of a person depends on their interpersonal relationships 
(relatedness). This sense of well-being has an impact on emotional treatment and behavioural 
disorder (Baumeister & Leary, 1995). If we look at the application of this concept on GDB, this 
relatedness will make GDB more concerned and at the same time desire to be concerned by 
the other members (e.g. colleagues, administrators and students) of a school. These needs 
are satisfied when they feel connected to other people in their workspace.   
In conclusion, the basic psychological needs which comprise of autonomy, competence and 
relatedness are the key elements in determining the psychological function of GDB. However, 
SDT considers these basic psychological needs to not only has a capacity to influence an 
individual's behaviour but the mechanism of function is based on motivational element within 
them. Motivation in SDT is an essential element that stimulates the strengthening process of 
individual psychology. Therefore, in the next section, the discussion will continue on the 
motivational elements described in SDT and to what extent they are related to the 
commitment and job satisfaction of the guided teachers. 
 
Motivation Elements 
The key point in SDT is that it distinguishes amotivation with motivational states. Amotivation 
is an act without cause and purposes while motivation is an act involving purpose and cause. 
When an individual is in an amotivation state, the individual will either not act at all or act 
without his or her own reasons. The action is only made in order to follow the rules or orders. 
There are multiple factors that lead to amotivation. For instance, amotivation is the 
consequence of not evaluating an activity (Ryan, 1995), not feeling competent to do it 
(Bandura, 1991), or not expecting any response and results from the activity (Seligman, 1975). 
The separation of the amotivation element and the concept of motivation is important as it 
enables these two situations to be evaluated in different ways. It also helps to explain concept 
of motivation in details.  
Through the concept of motivation, SDT distinguishes between autonomous motivation and 
control motivation (Deci, & Ryan, 1985; Howard, Gagné, Morin, & Van den Broeck, 2016). 
These autonomous motivations include intrinsic motivation and internalized extrinsic 
motivation (in reference to motivational rules). Individuals who possessed autonomous 
motivation are motivated through his or her interest in an activity or because of the value and 
regulation of the activity has been integrated within them. Whereas, control motivation 
reflects the level of stress or persuasion the individual receives by external contingency or 
internal coordination such as involving the ego and guilt within the self.  
Recent studies have shown that the more autonomous a person is, the more likely he or she 
is to enjoy life. Most of these empirical studies have combined different types of motivation 
into one index (referring to autonomy) or divided them into two categories, autonomous 
motivation (combination of intrinsic motivation and identified regulation) and control 
motivation (combination of intro-ejected regulation and external regulation) (Fernet, 
Stepanie, & Vallerand, 2012; Langan et al., 2016; O’Neil & Hodge, 2019; Vansteenkiste, Lens, 
& Deci, 2006). These studies highlight the importance of autonomous motivation and control 
motivation in learning, sports coaching and organization. However, there is still limitation on 
the findings especially in showing the capability of these different types of motivation on 
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affecting individual well-being. This is important because for instance intrinsic motivation and 
identified regulation are usually classified as autonomous motivations that have different 
effects on one's well-being and performance. 
As explained earlier, SDT Theory further elaborates on the concepts of autonomous 
motivation and control motivation when it is divided into several different types of 
motivation. It includes intrinsic motivation as well as some other sub-components of extrinsic 
motivation (Deci & Ryan, 1985, 2000). Intrinsic motivation refers to an action because of his 
or her decided to do it. When an individual is intrinsically motivated, that means the individual 
is fully integrated. The individual will be able to exercise self-control, perform activities based 
on his or her interests, and be psychologically functioning on his own without the need for 
help in the form of rewards or external constraints (Deci & Ryan, 1985). This intrinsic 
motivation construct explains the self tendency for assimilation, domination, spontaneous or 
natural interest and exploration that is fundamental to individual cognitive and social 
development. It can be known as a major source of pleasure and passion in one life 
(Csikszentmihalyi, & Rathunde, 1992; Ryan, 1995). 
Although intrinsic motivation is an important element in SDT, it is not the only type of 
motivation in the theory. Furthermore, not everyone is motivated intrinsically, especially 
when they went through their childhood with high motivation and intrinsic motivation but 
are blocked or reduced by social pressure to do things that are not of interest and need to 
fulfil various responsibilities (Deci & Ryan, 2010). Thus, the next question raised is “How 
individuals who are not intrinsically motivated decided to do something and what motivate 
them to do it, and how this motivation affects their quality of behavior, sustainability and well-
being?”. In order to overcome this limitation in theoretical explanation, SDT underlines 
several other motivation elements that is associated with extrinsic motivation. 
Extrinsic motivation is an act of doing an activity or thing in order to gain results or benefits. 
It is opposite from the intrinsic motivation which emphasize individual action’s objective for 
individual self-satisfaction. According to the SDT approach, these motivational differences 
reflect the level of distinction as well as the value of the internalized and integrated 
behavioural regulation of behaviour (Ryan & Deci, 2000). Internalization refers to the 
individual adopting a value or regulation while integration refers to the process of 
transformation of the regulation or value through self-interpretation (Ryan & Deci, 2000).  
Through the SDT theory, it can project the psychological processes that are involved in gaining 
and accepting new values or goals for an individual. The process of internalization also refers 
to the active assimilation of integrated behaviour that is inherently alien to an individual 
(Ryan, 1995). Internalization does not cause extrinsic motivated individuals to change to 
intrinsic motivation but rather a tendency towards autonomous processes of a motivational 
regulation.  
Extrinsic motivation is broken down into four (4) sub-sections or elements within a continuum 
called motivational rules. This continuum as shown in Figure 1 shows that some rules are 
more likely to be motivated by the concept of autonomy while some other rules are more 
likely to be motivated by control. Intrinsic motivation and each of the motivation regulation 
in extrinsic motivation illustrate the different reasons for this behaviour and why it expresses 
different meaning to each level of motivation (Deci, Connell, & Ryan, 1989). The SDT states 
that there are four types of extrinsic motivation that are regulated relatively by external 
factors or may be relatively autonomous to each of the rules based on their integration with 
the individual's values and goals. These types of motivations are arranged along the 
continuum indicating their level of internalization as shown in Figure 1. 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 0 , No. 11, 2020, E-ISSN: 2222-6990 © 2020 

711 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Figure 1: The Self Determination Continuum (Gagné & Deci, 2005) 

 
External regulation can be considered as the lowest level of motivation and its refers to act of 
engaging in activities for rewards or avoiding punishment. For example, a teacher performs a 
task directed by the school administrator for praise or because he or she does not want to be 
confronted by the school administrator. Then, the introjected regulation can be identified as 
motivation that propagate behaviour due to individual self-contradictions such as ego and 
guilt. For instance, a teacher is involved in a program at school not because the teacher wants 
to do it, but because he or she feels it is a must for "good" teacher to do it (self-guilt). 
According to Ryan & Deci, (2000) this type of regulation is very desirable to be seen as a 
regulation within oneself, but at the same time it still consists an external value control over 
oneself. 
Next, identified regulation refers to a person performing an activity based on their values and 
their own meaning which is a product of their own assessment. For example, teachers 
recognize the importance of learning new teaching techniques as it will be useful and valuable 
for them based on their benefits and skill improvement capacity. The last regulation is 
integrated regulation in which an individual identifies the value of an activity and then the 
value of that activity becomes part of that individual's value. For example, a GDB decided to 
become the school debate team’s coach because of its deep interest in the activity. This two-
way equilibrium between activity and self-worth value constitutes an integrated regulation 
as explained by SDT. The SDT further emphasize that these theories are still within extrinsic 
motivation, however, it has undergone the process of internalization. Therefore, it has the 
freedom to influence individual actions 
In addition, identified regulation, integrated and intrinsic motivation is a prototype for self-
determination motivation while amotivation, external regulation and intro-ejected regulation 
are categorized as non-self determination motivation. However, it is important to note that 
the SDT internalization model is not part of the Stage Theory. The Stage Theory briefly 
explains that every human behaviour will change according to its level. On the contrary, the 
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SDT explains that these types of regulations converge into reference index to explain the 
extent to which individuals integrate the rules in their behaviour. Therefore, the SDT proposes 
that under any optimal circumstances, individuals may at any time integrate new or existing 
regulation that are partially internalized. In fact, a new behaviour may be internalized at any 
stage throughout the continuum depending on factors such as the organization context and 
the individual's experience (Ryan, 1995). Figure 2 shows the position of each element of 
motivation and the motivation regulation within the continuum of self-determination. 
 
Work Commitment 
Commitment is defined as a high association to an organization (Crosswell, 2006). 
Commitment is a person's attitude, which includes the intention, trust towards the behaviour 
on the job done (Cohen, 2003). Commitment is a sign for feelings reflection such as links, 
recognition and loyalty to an organization where it is the object of commitment (Geldenhuys, 
Łaba, & Venter, 2014; Morrow, 1993). Commitment can also be seen as one dimension of 
effective organization through job performance and reduction in employee turnover 
(McDermott, Laschinger, & Shamian, 1996; Miller, 2018). Moreover, according to Buchanan, 
(1974) commitment is defined as emotional commitment to achieving organizational 
objectives.  
The argument is also supported by Marthis and Jackson, (2000) who stated that employee 
commitment will be reflected by their duration of stay in the organization and at the same 
time seriously participate in achieving the organization’s goals. In addition, commitment is a 
clear benchmark for employee to show their empathy towards the organization’s value and 
therefore work commitments can be used to measure employees' desire to stay in one 
organization or move to another organization (McNeese-Smith, 1996; Munyaka, Boshoff, 
Pietersen, & Snelgar, 2017).    
Studies in the field of education indicate that teacher commitment is similar as organizational 
commitment (Graham, 1996; Huber, 1999; Louis, 1998). However, the teaching profession is 
unique in that it is complex and rich with a combination of different types of vocations and 
not just the organization (school and education system). It also involves many stakeholders 
including parents, students, and colleagues. According to Reyes (1992); and Kosnik, Beck, & 
Lin Goodwin, (2016), A committed teacher will be more diligent, punctual, not intentionally 
leaving school, willing to work outside formal school hour to achieve school’s goals, overcome 
common problems, work to impact student achievement, trust and act to achieve school 
goals, strive for no personal interest and intend to remain in the school system. In addition, 
teachers' work commitments reflects their attitudes that influence their and behaviours they 
intend to perform (Cohen, 2003). This shows that as teachers become more committed to 
their tasks at school, they are more likely to act based on the skills and knowledge they 
acquired in order to achieve their goals (Demirbolat, Ihtiyaro, & Karaba, 2017). Accepting the 
goals and values of a school is fundamental to the teacher's commitment to the school. 
In general, there are many factors that influence GDB's commitment towards the school. 
Factors influencing this work commitment will cause GDB to remain committed to their work. 
These factors will affect their level of commitment not only in teaching but also in their role 
as a teacher. Based on previous studies conducted on teachers, in general, among the factors 
often associated with job commitment are job satisfaction, leadership style, and work 
environment (Mohamad, Kasim, Zakaria, & Nasir, 2017; Saha, 2016), foundations of 
psychological needs (Collie et al., 2016), competence (Akram, Malik, Sarwar, Anwer, & 
Ahmad, 2015) and emotional intelligence (Shafiq & Akram Rana, 2016). All these factors will 
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affect work commitment and in turn will affect the performance and achievement of the 
employee. As such, the GDB is no exception to the aforementioned factors. Furthermore, they 
will possess more stress as they are the centre of focus by SISC + and school administrators. 
Thus, based on the description discussed above, it is clear that work commitment is an 
important aspect in determining success of an organization or school's goals. In addition, this 
commitment can also be influenced by many other factors that ultimately determine the level 
of commitment of an employee or a teacher. Therefore, it is very important that the GDB is 
committed to the school in determining the success of the school's goals in helping to improve 
the student’s achievement. 
 
Work Satisfaction 
Job satisfaction is defined as the individual attitude towards the job. The attitude is either a 
positive or negative feeling about their tasks and/or their work environment (Banerjee, 
Stearns, Moller, & Mickelson, 2017; Bhuian & Menguc, 2002; Dinham & Scoot, 2000). Job 
satisfaction can also be defined on how employees of an organization feel about their job 
(Janssen, 2001). Similarly, these feelings can be positive or negative feelings, where more 
positive feelings translated into higher levels of employee satisfaction. In other words, the 
workers’ positive emotion towards their place of work also explains their job satisfaction. 
Overall, job satisfaction is an individual's inner feelings that associate with his or her desire to 
succeed the job. Generally, it is also be known to be directly related to productivity of an 
individual's work. It also reflects the workers’ joy, excitement and appreciation as a product 
of the effort put into their work. Job satisfaction is the key that leads to reward, income, and 
achievement for all goals and aspirations (Kaliski, 2007; Mittal & Bhakar, 2018). 
In addition, job satisfaction also involves emotional, cognitive and behavioural components 
(Bernstein & Nash, 2006). The emotional components refer to a person’s feelings about work 
such as boredom, anxiety or excitement. The cognitive component of a person's belief in his 
or her work, for example, the mental load and the challenges he or she faces. Meanwhile, the 
behavioural component of job satisfaction connected with other person’s attitude or actions 
in the work environment such as being late, delaying work or pretending to be ill to avoid 
doing work (Bernstein & Nash 2006). Job satisfaction is a complex variable and is influenced 
by factors of the job situation including individual attitudes that cannot be changed (Judge, 
Weiss, Kammeyer-Mueller, & Hulin, 2017). It is a multifaceted concept in which the 
acceptance of each individual is different from one another. Job satisfaction is often 
associated with motivation, but it is different from job motivation. Job satisfaction is more 
about attitude and inner nature while motivation can influence it.  
There are two types of job satisfaction that are classified based on a global study of job 
satisfaction. First, the overall feeling that workers have about their job (for example, “overall 
I like my job”) (Mueller & Kim, 2008). Second, facet or aspecat satisfaction refers to specific 
job-related feelings such as pay, benefits, and quality of influence with other colleagues (for 
example, “overall, I love my job, but my work schedule is difficult to manage”) (Mueller & Kim, 
2008). Therefore, based on the meanings and types that have been classified by previous 
studies, job satisfaction can be expressed in three dimensions: first, job satisfaction is related 
to the emotional response of the worker to the job situation. Second, job satisfaction can be 
measured by expecting job performance to be in line with job description and thirdly, job 
satisfaction can be determined by job demand (Jensen & Luthans, 2006; Judge et al., 2017). 
There are many factors that can affect a person's job satisfaction. According to Buitendach & 
De Witte, (2005) job satisfaction is a complex construct and is influenced by the working 
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environment and different attitudes of individuals. These factors can be isolated by looking 
at extrinsic and intrinsic factors (Kanfer, Frese, & Johnson, 2017). Extrinsic factors include 
salary, opportunity, co-workers, and supervision. Intrinsic factors include personality, 
education, capacity and ability, age and marital status. However, these two factors often co-
occur in affecting job satisfaction (Kanfer et al., 2017). There are many recent studies that 
show that job satisfaction affects one's job performance. For example, Patrick Kampkötter, 
(2016); Platis, Reklitis, & Zimeras, (2015) found that employee performance and job 
satisfaction were related to one another. A study by (Khan, Nawaz, Aleem, & Wasim, (2012) 
found that job satisfaction leads to better performance amongst the employees. This is 
because the more workers feel positive about their work, the more productive their work will 
be. In addition, job satisfaction is also related to life satisfaction, self-confidence, physical and 
psychological health, customer satisfaction, attendance, employee productivity, employee 
performance and employee turnover (Gülnar, 2007; Shamailan, 2015). This indicates that 
employees who are satisfied with their job tend to cooperate, assist, emphatatic and perform 
well (Wilson & Frimpong, 2004). 
At the field of teaching, the main contributor towards teachers’ satisfaction is process of 
engaging with positive influence on the students, intellectual challenges in teaching, and 
autonomy and freedom decision making (Nie, Chua, Yeung, Ryan, & Chan, 2015; Zembylas & 
Papanastasiou, 2004). This is because the profession requires a high degree of autonomy from 
most other professions as method of teaching needs to be constantly modified and adapted 
to meet the needs of different students (Collie et al., 2016). This is no exception to GDB. 
Although GDB is classified as a teacher with low competencies in teaching, the autonomy 
provided by SISC + while teaching can enhance their satisfaction. In addition, teachers’ job 
satisfaction is also influenced by peers influence, administrators, and school achievement 
(Caprara, Barbaranelli, Steca, & Malone, 2006; Dou, Devos, & Valcke, 2017). It is also argued 
in the past studies that there are differences in the level of teachers’ work satisfaction 
depending on the individual and type of school (Spear, Gould, and Lee, 2000). A teacher with 
high level of satisfaction will yield better teacher and they will be happy, obedient and 
committed (Ofoegbu, 2004). This is also shown by a study conducted by Skaalvik & Skaalvik, 
(2017) who found that lack of job satisfaction can cause burnout among teachers and increase 
teachers' tendency to leave the teaching profession.   
In the Malaysian context, a study on job satisfaction by Ghavifekr & Pillai, (2016) on teachers 
in Penampang, Sabah found that the school organization climate has an impact on teachers' 
job satisfaction. This means that the relationship between administrators and teachers, the 
connectivity between teachers and colleagues, school achievement (teachers and students) 
and the influence on the community affect teachers' job satisfaction. In addition, a study 
conducted by  Abdul, Tareq, & Ling, (2015) found that psychological barriers affect teachers' 
job satisfaction. This finding shows that when teachers are given responsibilities that do not 
conflict with their values and beliefs, it will further enhance their job satisfaction and intrinsic 
motivation. Based on the examples of past research, it safe to conclude that job satisfaction 
is a very important factor in determining GDB job performance. 
 
Basic Psychological Need Influence on Motivation 
Basic Psychological Needs (BSPN) is essential as they provide a basis for predicting aspects of 
social context that will support intrinsic motivation and facilitate extrinsic motivation. These 
three basic psychological needs enable expectations and predictions to be made about one's 
behaviour in their social environment. In addition, the need for autonomy, competence and 
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connectivity will not only increase the individual intrinsic motivation, but it also promotes the 
internalization of individual extrinsic motivation through integration of new rules and 
consequently affects their autonomous motivation (referring to intrinsic, integrated, 
identified motivation regulation). In the event that not all of these requirements are met, 
these motivational regulation will only be partially integrated and have a greater impact on 
controlled motivations such as external regulation and introjected regulation (Deci, Eghari, 
Patrick, & Leone, 1994).  
There have been numerous studies in various fields showing that these three basic 
psychological needs will enhance intrinsic motivation and facilitate internalization for 
extrinsic motivation. Consequently, it will reinforce attitude change, good performance, job 
satisfaction, positive work values and psychological adjustment (Gagné et al., 2008). In the 
field of education, there are also recent findings that show relation between the two elements 
such as the study conducted by Carson & Chase, (2009; Taylor, Ntoumanis, & Standage, (2008) 
examined the effects of basic psychological needs on self-motivation among Physical 
Education teachers. The results show that the more teachers feel their psychological needs 
are met, the higher their autonomous motivation to do their work.   
In order to achieve need of autonomy, it will promote complete (Gagné & Deci, 2005; Ryan & 
Deci, 2000). The more autonomy needs are fulfilled, the higher the autonomous motivation 
will be (Deci & Ryan, 1987) which includes intrinsic motivation. Several recent empirical 
studies have been showing the importance of autonomy in influencing intrinsic motivation, 
integrated regulation and identified rules such as a study conducted (Nie et al., 2015) on 
teachers in two government schools in China. They found that there is influence between 
autonomy and intrinsic motivation, integrated regulation and identified regulation amongst 
workers in organization. In addition, there have been other studies conducted on sports 
athletes (Gagne, Ryan, & Bargmann Kelly, 2003), medical students (Kusurkar & Croiset, 2015) 
and Japanese students learning English (Oga-Baldwin, Nakata, Parker, & Ryan, 2017). These 
studies found that autonomy did influence intrinsic motivation, integrated regulation and 
identified regulation.  
In addition to the effects of autonomy on intrinsic motivation and two extrinsic regulation 
(i.e. integrated and identified regulations), the internalization process also affects other 
elements of extrinsic motivation (i.e. introjected regulation and external regulation. A study 
conducted in China for instance found that there is an influence between autonomy and 
introjected regulation, external regulation and amotivation of workers (Nie et al., 2015). 
For the needs of competency, relative internalization for extrinsic motivated acts is also 
existence function of competency. Individuals are better prepared to accept activities that are 
in line with their social group values when they feel they have the ability to perform them. As 
is the case with intentional actions, the SDT suggests that support for competencies is needed 
to assist internalization process (Vallerand, Pelletier, & Blais, 1992). For example, children 
who are asked to perform a task or cognitively unprepared task as the aim to master the task 
will only partially internalize the said process. It is due to the effect of competency as their 
basic psychological needs.. 
Furthermore, the fulfilled competency provides opportunity for the individual to adapt to a 
complex and changing environment and thus influence their motivation. In a study conducted 
by Landry et al., (2017) on workers in Greece, they found that there is a positive correlation 
between competency with intrinsic motivation, integrated and identified regulation. They 
also recognize that these positive correlations eventually affect the performance of the 
employee.In addition, a study conducted by Stupnisky, BrckaLorenz, Yuhas, & Guay, (2018) 
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on lecturers from 1671 faculty at 19 universities found that there was a significant effect of 
competency with intrinsic motivation and set of regulations and thus impact their effective 
teaching. Moreover, there are studies that show the influence of competency and elements 
in other extrinsic motivations such as introjected and external regulation. For example, a 
study conducted by Agawa & Takeuchi, 2016) on Japanese students found that by fulfilling 
the students competency needs it would have an impact on their extrinsic motivation 
(external regulation) in learning English. 
In addition, changes in the work environment lead to greater satisfaction for these three basic 
psychological needs that will also encourage internalization, thereby affecting other 
autonomous motivations (Gagné & Deci, 2005). For example, for the process of internalization 
to occur in the workplace, a person's relatedness needs must be met through interaction and 
socialization with other colleagues (Deci, Ryan, Vallerand, Pelletier, & Ryan, 1991; Gagné & 
Deci, 2005). In education, there are studies conducted to examine the influence of relatedness 
on the students' intrinsic motivation to study in college. For example, a study conducted by 
(Goldman, Goodboy, & Weber, 2017), shows that there is an effect between student 
relatedness with student intrinsic motivation. This study also shows that the relatedness 
between students and teachers affects their intrinsic motivation to learn.  
These findings indicate that social interactions are important in enhancing their intrinsic 
motivation to learn. Besides, there are also studies that show correlations between 
relatedness with other elements of extrinsic motivation. For instance, a study conducted on 
CrossFit participants (fitness training) found that relatedness affects the introjected 
regulation and external regulation of the participants involved in the fitness training (Babkes, 
Davies, & Coleman, 2016). In addition, a study by Agawa & Takeuchi, (2016) found that 
relatedness affects the amotivation of students learning English in Japan. It shows that the 
good interaction between students and teachers causes students to learn English even though 
they have no reason to learn it. Thus, it clearly shows that relatedness has an effect on the 
motivational elements within Self-Determination Theory.  
However, relatedness alone is insufficient to cause internalization process to occur as it must 
be accompanied by competency. If only the needs of competency and relatedness are met, 
then only partial internalization process occurred. Moreover, the best that can be achieved is 
identified regulation (Ryan & Deci, 2000). Nevertheless, these three basic psychological needs 
are equally important and necessary for optimal internalization process (Deci & Ryan, 1987; 
Deci et al., 1991). 
 
Motivation Influence on Work Commitment and Satisfaction 
In the earlier discussion, it has been shown that work commitment and satisfaction are very 
important in determining the quality and performance of a teacher. It is also essential to note 
that this commitment and satisfaction can be influenced by a number of factors such 
previously described motivational elements which characterize each individual's behaviour 
based on the type of motivation. Previous studies have shown that there is a positive effect 
of motivation on workers' commitment and job satisfaction (Hasanah et al., 2016; Klusmann, 
Kunter, Trautwein, Lüdtke, & Baumert, 2008; Lee, Lee, & Hwang, 2015). In addition, there 
have also been studies that report negative effects of amotivation on work commitment and  
satisfaction (e.g. Tremblay et al., (2009). 
The most frequently mentioned element of motivation that has affected on work 
commitment and satisfaction is intrinsic motivation as it stimulates behaviour, affects 
emotions and behaviours that arise after gaining autonomy and motivation (effect) (Cho & 
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Perry, 2012; Deci & Ryan, 1985; Lemyre, Treasure, & Roberts, 2006). In addition, intrinsic 
motivation also protects employees from stress as well as negative emotions (Gagné et al., 
2010; Lemyre, Roberts, & Stray-Gundersen, 2007; Xanthopoulou, Bakker, Demerouti, & 
Schaufeli, 2007). According to a study conducted by Gagné et al. (2010), they found that 
intrinsic motivation has an effect on optimism, job satisfaction, work commitment (affective 
and normative), personal-psychological health and well-being. This is also similarly founded 
by a study by Breaugh, Ritz, & Alfes, (2018) on public servants in Switzerland where they found 
that there is a positive relationship between intrinsic motivation and job satisfaction..  
For extrinsic motivation, it involves accepting contingencies such as certain incentives 
between certain behaviours and benefits  (Gagné & Deci, 2005). Workers who are extrinsically 
motivated will avoid unwanted results or consequences. They will try to seek benefit for them. 
However, this will reduce their satisfaction because when it comes to their autonomy needs, 
they will feel pressured or harassed by external contingency (Gagné & Deci, 2005). Therefore, 
extrinsic motivation is more negatively associated with work-related psychological levels and 
may result in burnout. This was also demonstrated by Gagné et al., (2010) who found that 
extrinsic motivation had a negative effect on affective commitment and had a positive effect 
on psychological stress. Furthermore, the controlled motivation (i.e. introjected regulation 
and external regulation) is considered to be unstable detrimental for performance as it 
depends on external sources (Deci & Ryan, 2002). Furthermore, based on past studies it shows 
that employees who are motivated by controlled motivation will have less engagement and 
poor performance in their jobs (e.g. Fernet et al., 2012; Guay et al., 2010). As such, it will also 
affect one's commitment and work satisfaction as Fernet,( 2011) shows that external 
regulation, amotivation has a negative effect on work satisfaction and commitment. 
There are also recent studies that prove the relevance of these motivational elements to 
teachers. A study conducted in Chinese teachers by Nie et al., (2015) found that autonomous 
motivation (intrinsic, integrated and identified regulations) had a positive effect on work 
satisfaction. Furthermore, the findings indicated that controlled motivation (introjected 
regulation and external regulation) had an effect on work stress. Although there are negative 
influences, the findings of this study clearly showed that there is a correlation between 
motivation and work commitment and satisfaction. Therefore, it presents the importance of 
motivation among teachers because if teachers are not motivated to commit to work, they 
will not be able to show good results despite possessing good knowledge and skills. 
 
Theoretical and Conceptual Framework 
The theoretical framework of this study on the theoretical discussion in the earlier section of 
this article. Figure 2 shows the theoretical framework of this study which visualize the basic 
psychological needs and motivational elements according to its divisions as stated by Deci & 
Ryan, (2010). 
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Figure 0: Research Theoretical Framework 
 

The conceptual framework for this study is shown in Figure 3 where there are three elements 
of Basic Psychological Needs (BSPN) namely autonomy, competency and relatedness. The 
BSPN influence capacity will be tested against motivational elements comprises of intrinsic 
motivation, regulation within extrinsic motivation namely integrated regulation, identified 
regulation, introjected regulation and external regulation and also the last motivation 
element which is amotivation. All three elements of this BSPN need to be tested individually 
in relation to each motivation elements. Next, each motivation elements will be tested their 
influence capacity toward GDB's work commitment and satisfaction.   
 

 
Figure 3: Research Conceptual Framework 

 
Conclusion and Way Forward 
In conclusion, this article has suggested that Basic Psychological Needs (BSPN) is the essential 
antecedent that has influence capacity in teachers’ motivation. The concept of motivation is 
also being scrutinized by including intrinsic motivation, extrinsic motivation (which comprises 
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of several regulations) and amotivation. These elements were argued to have an influence on 
guided teachers' work commitment and satisfaction. A thorough discussion of Self-
Determination Theory (SDT) has also been presented in this article and had allowed the 
formation of the theoretical framework for this study. A conceptual framework showing the 
relationship for each element was also shown at the end of this article.  
The findings from this study are essential inputs in the psychological study. Furthermore, the 
findings are useful for determining the basic psychological needs amongst guided teachers. It 
provides an alternative insight from current psychological perspectives which focus more on 
extrinsic-intrinsic dichotomy. The elaborate discussion on extrinsic motivation spectrum 
provide an important guide for future study to measure motivation factors within educational 
sectors. The future study shall be benefited from the fundamental outline developed by this 
study.  
Moreover, it is important to comprehensively discuss the construction of both theoretical and 
conceptual elements for this study as it will be the underlying foundation that describes the 
direction of future study. Consequently, the future study shall focus on instrument 
development and validation as well as constructing and testing hypotheses for each 
relationship found in this article. Henceforth, the influence capacity of both BSPN and 
motivation elements can be empirically determined. 
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