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THE CONCEPTUAL BENCHMARKS OF THE RESEARCH

The research theme relevancét the turn of the millennium the educational
system is incessantly confronted with new chakesngmpelling it to re- innovate
itself in order to adapt itself to the dynamic weise which keeps developing in
front of our eyes. Accordingly ,teachers as kewifigg of the educational system
are forced to continuously adjust themselves éortbw reality and seek ways of
developing themselves in order to realize themselmfessionally and fit the
needs of their pupils who look up to them as medéio are in charge to supply
them adequate support to become themselves smmifibuman beings. The
phenomenon of teachers' lack of motivation whiohld must be re-considered
and new solutions must come into the field. A mestently emerging approach
considers teachers' burn-out phenomenon whichrasigly related to the gradual
decrease in motivation, as an expression of d@appent which is often
experienced being unexpectedly faced with thelggtween initial expectations
for professional success and the harsh crash wuwdticrete context of the
educational organization culture

More than in other demanding professions the buitnppocess increases in
time within teachers when the wishful professiongbeccable functioning crash
and the employee is left with a hurtful sensdaifk of confidence, frustration and
despair, feelings that might finally lead actuaitythe known gap between "the
expected" and "that what is practically been oles#' [22, 26, 29,30].

As to teachers' burnout, the burnout issue had lesated from different
angles, involving impacting factors within theuedtional system both in Israel and
across the world. Nevertheless, this wide spreabl@m has been usually dealt only
in connection with the didactic process of leagnéhallenges and its disparity has
mainly been mentioned when it has a devastatifegtedn students ,while its direct
devastating effect on teachers themselves as maiits suppliers, had been usually
ignored. Hence, the current research comes toe settlserious but poorly
acknowledged problem which might constitute aaaltdamaging problem amongst
teachers as systemic key factors when keepirgntwre it [21, 33, 36, 38, 45, 50].

Actually, the phenomenon of burnout amongst tea;hesiuses concern not
due to that group of teachers who leave teachinglbe to those who choose to
stay despite the lack of satisfaction and hurtghality of the educational services
delivered by them

Since teachers’ burnout can have far-reaching itsplaehind their practical
defective professional functioning ,affecting #msence of the whole educational
system reaching pupils who are in their charge ted learning motivation,-
,addressing the phenomenon and its preventionfeyirng them valuable tools to
early identify burnout components and translatingese realizations into
practical empowering strategies by implementihg ttaining program.

The description of the situation in the research dmain and the
identification of the research problemsAn examination of teachers’ burnout
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phenomenon in the research literature with itsoisctind way of prevention, can
shed light on the issue of motivation for theirfessional development since many
of the factors that might lead to burnout of teastmnstitute, in fact, motivational

factors for the professional development of no smainber of teachers.

Most recent research points out that teachers'vatain level is an unstable
element which tends to decrease over years aratdsynimpacted by burnout [29,
30]. The permanent contact with the harsh reafityver-crowded classes, endless
discipline problems and lack of mental and finahc@mpensations including the
fact of low status and salary, let alone the dueden of additional tasks due to
the frequent "reforms" that are enforced every mow then by each new education
minister may also contribute a great deal to thisvelcome phenomenon. The
burnout phenomenon which begins at the very moraey young idealistic
teacher enters the educational system territogyeases drastically over years so
that many of the older teachers feel unchallengedmhaving to confront once
and again the same dull monotonous hours. Conetguteachers start doubting
whether their initial professional choice is stilight for them while their
pedagogical performance becomes less and lessiedfend the option of leaving
the educational profession does not seem unreasonaby more [29].
Nevertheless, the critical implication of the teach'burnout as it has been proved
by this study, is not only the hurtful decisionléave teaching which had been
until recently a pride source, but the even wddwice" of those teachers who
decided to keep staying within the educational esystcausing damage to the
quality of the educational services that are inirtleharge, including frequent
unmotivated non-attendance, limited significapntact with pupils or even
hostile patterns. When burnout prevails, teachexsdapraising competent or
striving pupils let alone those ones who are mdwadlenging, being less sensitive
to their emotional and physical needs, tending dopa a total critical strict
approach. As a result, pupils self-image as cormpééarners, their trust in their
teachers and the whole educational system undevsgeodevastating decrease.
Eventually, the decrease in intrinsic motivatioresimot stop here but may impact
their future academic process including initiatarel creativity avenues.

Self-development which is concretized by self- imgdion can turn teaching
into a more significant satisfying role whichturn can return the lost motivation
into the educational system. Although the streseintgachers' risk of burnout and
the implication of enhancing their motivation forofessional development is
recognized and discussed by several authors ndfisagm research in this
direction had been yet elaborated. Hence, sincecameclaim that empowering
teachers to opt for self- development has becomédispensable must which
cannot be ignored any more, we consider that offfeda practical program for
connecting teachers to their motivation to profasai development can be a
benefic outcome of the current research.

— The complex problem of dealing effectively with btout had been addressed
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by several leading authors at its different aspda¢sirick, C.V.L. & Raschke,
D. B.[18]; Eilon, E. & Lahad [20]Friedman I. A. [29]Sova T. [53]; Borozan
M. [8].

— The issue of motivatioinas been researched by: Carlson [10], Bar HaimgiVa
& Hofstater, [5], Ryan & Deci [46], Ministry of Edation [41], Budden, [9],
Ofoegbu [43], Wagner & Manor [56], Malach-Pines ][38zabar Ben
Yehoshua [55], Friedman & Gavish [29], Maslow [3®]cClelland [40],
Alderfer [1], Locke [37]), Adams [1], Bandura [4Ryan & Neta [47], Katz
[35], Eilon & Lahad [20], and Harpaz [33]; @uVI. [32]; Posan L. [44] .

— The issue of careervas studied by Bar Haim, Vardi, & Hofstater [5]hité
[58], Aviram [3], Lavi [36], Nahman [42], Fuller {8, Super [54], Driver [19]
and Schein [48]; Dandara O. [ 14, 16].

— Personal developmemntas researched by Maslow [39], Rogers [45], Frenkl
[27], Glazer [31], Seligman [49], Ben Shachar [&hplan [34]; Dandara O.
[15]; Cojocaru V. [11-13].

— These three concepts entail differentiation in egbgalization as regards their
historical and epistemological development.

Motivation for professional developmeifitas been studied by researchers who
connected motivation for personal development amuhdut, noting a connection
between the lack of opportunity for professionavaatte amongst teachers and
burnout, and the existence of a connection betweefessional advancement and
teachers' motivation due to the fact that profesdi@dvancement is perceived as
one of the significant factors that offer teacteesense of self-realization.

The premises and contradictions mentioned aboveudeth the formulation of
the research problem the need fordetermining the epistemological aspects of
lack of development motivation within teachers angrojecting an applicative
model of coping with the issue of advancing ingbdagogical career.

The research goal:consists in providing the theoretical and methodimal
foundation of the teachers' motivational modeltFair career development.

In order to realize this goal, the followidpjectives havebeen proposed
1. to elucidate the concepts of the employees motiméti the educational system

on their career development,

2. to identify the factors of teachers' lack of matien to develop within the

organizational environment and its outcomes,

3. to reflect teachers’ motivational characteristib&ir predisposition to stagnate

in their initial status,0

4. to examine the impact of the organizational esvinent at its various levels-

policy makers, supervision, administration on thmpiyees professional

development.

5.to find preventive ways of development stagnationd suggest alternative

advancing avenues for teachers,

6. to elaborate, experiment and validate the teathmddivational model for
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career development and maintaining high degrepsdaégogical motivation.

Methodological aspects of the research

We have made use of the following methods in thesmof our research:

1. Theoretical — scientific literature, analysis o tphenomenon of burnout and of
professional advancement, correlations, verifyiagables and systemic analysis.

2. The research section entailed questionnairesrbhtded closed and open items
and an in-depth questionnaire.

3. The experimental stage entailed paying attentiorat@bles, training, evaluation
and assessment, the experiment itself, beginnirdy @amcluding evaluation
guestionnaire (use of the “impressions of a pradeas career” [106], collecting
findings, evaluation and self-assessment of th&stmp participants.

4. Interpretation — the scientific methods, quantiatiand qualitative analysis,
analysis of the data using diagrams

The research novelty and innovatiorlie in conceptualizing the professional
burnout phenomenon and its prevention, identifyiegchers’ characteristics and
unmet needs within the existing educational systeestablishing the outcomes
related to their resulting stagnation in initialsatisfactory positions, examining
ways to equip teachers with motivational toolsdareer development, suggesting
systems and alternative ways for enhancing thevatidn to develop.

The scientific problem solved in the research: determining the
epistemological aspects of lack of development vatibn within teachers and
projecting an applicative model of coping with tlesue of advancing in the
pedagogical career.

The theoretical significance is marked by the elucidation of scientific
arguments concerning the importance of motivatieachers to pursue personal
career development, the identification of factorsl andicators of pedagogical
career development, the generalization of expeegrd self-fulfilment through
advancing in the pedagogical career .The modeloedddd within the current
research can be used by the educational systenvanmls teachers' training
contexts as a psycho-pedagogic prototype for:

» Developing more empowerment workshops in the spiritRoots& Wings"

« Evaluating and improving the impact of the orgatimaal environment on
taking strategies for professional development

 Make use of the theoretical principles underlyirge tworkshop "Roots&
Wings"

« ldentifying suitable training tools and activitiessuit the different contexts and
personal needs of teachers for implementing empowstrategies

The practical value of the researclkconsists in:

e ascertaining the correlation between teachers' viatitnal factors and the
concrete advancement indicators,

* projecting, implementing and validating the teashenotivational model for
career development,



formulating recommendations for teachers, schoanagers, Ministry of

Education, targeted towards enhancing the pedagiogaceer nourishing,

« Providing a basis for transition strategies throtigh empowerment workshop
"Roots& Wings"

« Providing a basis for the strategy of trainingdlski

« Providing a system of components that can be usebtain feedback regarding
the impact of the workshop on attitudes to persatelelopment is applied
through theoretical and experimental studies, coaip@ analysis of the
experimental values.

Statements offered for defense
1. There is a positive correlation between the orgditnal environment and the

motivation for personal development

2. There is an impact of self- ability awareness andtivation for personal
development

3. Teachers that have advanced in their professicmaec experience a greater
self- satisfaction than their colleagues that ditladvance.

4. The indicators of the teachers' attitudes abousqred development : such as
acquired available self-efficacy, intrinsic motiwat for personal development
and occupational aspirations enable to monitor ehgowerment process
within the educational environment

5. Integration of the professional development methagio model of ROOTS&
WINGS workshop for preventing burnout, elaboratet theoretical and
practical levels, in correlation with burnout factp principles and forms of
education, factors of education and burnout preve strategies and methods,
create the premises for the self-acknowledgindeafcher's hidden abilities and
transform them into available competence indicatehich can be constantly
accessed and improved.

The implementation of the scientific findingswas conducted in a voluntary
framework. | addressed teachers | knew who had thare eight years of seniority
in the education system and asked for their agreene participate in the
workshops. Thereafter | asked them to direct mether teachers with at least
eight years of seniority as teachers and askethéir agreement [77].

Publications on the research topic There have been published 4 scientific
articles in specialty journals, 2 articles as parthe materials for international
conferences organized in the Republic of Moldova.

The volume and structure of the thesisintroduction, three chapters, general
conclusions, intervention and recommendations. Bitdiography includes 143
sources, 24appendices, 13 figures, and 12 tables.afinotation is presented in
English, Rumanian, and Russian.

Key words: Motivation, career, personal development, intenmattivation,
external motivation, organic environment, careévedr, career opportunity, career
guide



THESIS CONTENTS

The introduction to this study presents theoretical benchmarksatffatd the
relevance and the importance of the subject agdedhe goal and consequential
research objectives. The degree of research, th&achictions and the research
problem are illuminated Similarly, the theoretiéamportance of the study is
explained , transferring the consequences intatipedctrategies by implementing
the Motivational Model into the ROOTS& WINGS worlkgh .Eventually the
practical value of the experiment was estimatedlisyributing again the initial
guestionnaires after which the results were obthiverified and validated he
scientific novelty ,the theoretical and applicativalue as well as the main theses
for defense were also carefully presented in thigext.

Chapter 1, The epistemological benchmarks of motivation on pressional
development presents the historical and epistemological kigweent of the term
motivation ,depicting its conceptual delimitations in vasoperiods and its
changing direction till the post- modern era, désing the emergent implications
in general and eventually the way it may impaatker's motivation in particular;
Studies [21; 24; 26; 31; 32; 33, 35, 44] indicalte tpositive implications of
teachers’ motivation on the education system

Teachers' motivation has been found to affect aehient in school, their
desire to participate in the educational procesd @& promotion, and their
behavior [2; 17; 8]. Highly motivated teachers careate a good social,
psychological and physical climate in a class anegrate professional knowledge,
knowledge of content in the field of knowledge giptersonal knowledge and intra-
personal knowledge [8, 9, 10]. High motivation ftgaching leads to high
motivation for learning by pupils and vice versa & 7]. The research literature
[19, 24, 25] presents a scenario according to wthieHevel of teachers' motivation
is a changing component throughout their profesdioareers. In the course of the
teaching career there is a decrease in their mimtivalhis phenomenon arouses
an extensive public and professional interest imyndifferent countries and is
termed in the research literature as 'burnout

On the basis of these considerations, we decidezkptore the motivational
premises in the teachers' career evolutional ga®e focusing on the heart of the
term career in the post-modern period ,which Hagomsly been the individual -
in our case the teacher, including his experiemegds and occupational
aspirations. Presently, the conceptualization oéeais done from the standpoint
of an individual, his experience, needs and ocdopakt aspirations for
development and progressing at work [15]. Careeidéntified with personal
success that is expressed by either progress argheizational scale of ranks, by
advancing and acquiring a reputation in the pradessr by self-development
through various experiences. From this percepti@an be seen that an individual
is the driving force of career and he is the orspoasible for its maintenance and
evolvement [14, 24; 25]. He must adjust career rigirenmental changes and
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adopt high adjustment ability and constant improeetrof personal skills [13].

Thus, the characteristics of career in the postemoderiod are: uniqueness,
dynamism and change throughout life. Career is ahamism whose origin is in

choice and autonomy and whose purpose is selzedaln and fulfillment.

It can be said that the difference in conceptutimaof career, as in the
conceptualization of motivation, stems from thet flhat in each reality flourishes
a different world view, as each reality has itsqu& characteristics.

Finally the premise of personal development as w d¢@ndition of career
evolution had been therefore analyzed, ascertaitiiegenhancing and blocking
elements of this phenomena. This reality led uthéonecessity of conceptualizing
innovative training coping strategies to enablechiess in identifying their
unconscious personal difficulties that are conmktddack /unsatisfactory degree of
motivation for professional development by acces#eir hidden inner resources.

Considering the two key conceptual paradigms ofivation-the traditional
stable paradigm and its contemporary dynamaugon and the fact of the
educational system urge to advance step in stdp thit new challanges, we can
infer the premise referring to career developmengéneral and to pedagogical
career in particular. In strong concordance with pnesent dynamic reality ,the
employment issue is a matter of choice and intea@st not just a matter of
obligation and thus it is legitimate and warmlygested by career counselors to
make changes even in the middle of the career stdide and permanent career
format that was characteristic of the traditiopalradigm is considered today
anachronistic since it is unfit to the challengpare of changes that continuously
impels people to opt for on-life development .

As a result of these considerations we can dedheé teachers' career
development is an ultimate must which demands re»oretical and practical
solutions. Like any other professional employeeschers will not see themselves
complete their pedagogical career in the idenpeaition in which they started as
young unexperienced practitioners but will probalalgpire to advance. The
motivation for personal development can be expthimg the fact that professional
advancement is usually followed by a reinforcingsge of self-accomplishment
and full potential exploitation. Hence , it can bencluded that the educational
system has to focus more than ever on the issygeisonal development as a
legitimate need so that teachers would be enaldegkdlize themselves by the
means of professional advancement. Starting frora #bove mentioned
considerations, we were faced with the need to @e&the role of the pedagogical
environment in the process of teachers' profeskideelopment and as a result,
appeared the need to conceptualize adequate #satfeg teachers training in
order to enhance their potential and hidden atdlitand translate them into
concrete steps for professional development.

Chapter 2, The conceptual context of the teachers' motivationfor
professional development examines the historical and epistemological

9



development of the conceptareerandpersonal development of teachefsreview

of the issue of motivation for teachers' persomaletbpment is presented from the

perspective of the two defined eras, namely theemodnd the post- modern one,

concentrating on the challenges and disparitiethefpost-modern era; similarly,
theoretical and practical benchmarks of researchmmdivation for professional
development are identified and analyzed, tryingleborate adequate strategies for
enhancing coping with the burnout phenomena. Weiragd by delimitating the
correlation between personal conditions of cargetudion and the perspective that
the wishful process would take place, examining ttagious approaches of
employees motivation and finally concentrating ogachers' motivation for
professional development which is the core of lmeent research. From the analysis
of the various motivational theories ,Locke's [3fal setting theory ,Vroom's
expectancy theory [57], Adams'[1l] and Malach-Pij@8] fairness theory, we
identified the transformational leadership styke the key paradigm behind the
training program formulation in order to enable the adoption of an accurate
structuring strategy. Additionally, from the theticel review we derived the main
teachers' motivating factors in their teaching petion as those interests they seek
to realize, such as goals, expectations and gjrifor fairness in the work
environment. We were led by the assumption thathiergd who actually opt for
professional development would seek a work enviemtnin which they would find

a possibility to realize their interests that hde=n lacking in the previous work

environment. In actuality, different teachers wosgek different environments as the

needs they wish to fulfill are also different. Tésychological conditions have been
identified in the on-the-job enhancement theorgt tlesult in high motivation for
work, according to Hackman, Oldham, Johnson, andlyP[83], as well as high
performance quality, great satisfaction and loweabe amongst teachers; meaning,
responsibility and knowledge of outcomes. Theseclpsipgical conditions are
expressed in the teaching occupation as follows:

1. Teachers would have a significant and esseintflaience over their lives or
the work of other people (meaning of mission);

2. Teachers would have substantial freedom, intdgece and direction in
determining the order of their work and in decidarganization and teaching
procedures in the class (responsibility-autonomy);

3. Teachers receive direct and clear information tbe outcomes of their
performance (knowledge of outcomes-feedback);

4. The teaching work includes various activitiesl aequires a wide variety of
talents and skills of a teacher (meaning).

From these theories, transformational leadership style that adopts atumal
cohesive strateghiad been derived. According to this the schoolagean and the
teachers are supposed to mutually take upon thees¢hecommitmentto an
array of ideas and values that unite and unify th@ma united group that operates
as one person. Teachers have #hgonomyto manage their business by
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themselves, teaching is perceived as significanttliem as it influences their
personal lives and/or the lives of other people.

Thus, it can be assumed that teachers who pertiedre teaching work as
meaningless would seek alternatives by professidesélopment in their career
and search for another occupation that would benmgéul for them.

The external axis of the model in figure 1 représen connection between
motivational theories for professional developmantl professional pedagogical
career. Since motivation is known to be the hebpeosonal development [46], the
current study was preoccupied with identifying gaeticular type of motivation -
external or intrinsic, which is mostly correlatedthwsuccess in teachers' career
development. The intrinsic type of motivation,egumes an inherent developed
sense of self-awareness which promotes self- gravittiout considerate external
intervention and therefore it was excluded from thain purpose of this study;
consequently, we decided to focus on the extetypk to which the majority of
teachers belong as our findings indicated (80%hefteachers lot), which highly
depends on the ability of the environment to supplglequate needed
empowerment since we found here a vast platform ifidgrvention and an
opportunity to reach concrete conclusions by thgesof the final evaluation of the
experiment.

The impact of environmental organization on teactissenabled by the
application of adequate transitional strategiesmt®ans of-individual couching ,
elaboration of tailored made empowerment progréamsuit teachers emotional
and academic needs and paying special attenticthetocreation of supportive
containing empowering environments. These apprasdbased on the idea of
increasing teachers' self-ability awarenessithairn will bring to an increase in
motivation for professional development. When temshdemonstrate a high
degree of motivation for professional developméris the right time to adopt the
needed strategies in order to attain the goal oafishing the professional career
It is obvious that the above discussed modelldesh used as the practical basis
for the' Wings and Roots' program which had beeabahted through the
experimental stage of the current study .Since he@ac who operate in a
challenging educational environment are continupushpelled to cope with un-
expectable changes having to access motivatismalces within or without
them, there appeared the need for identifying atcurate source of motivation
and empower those teachers who are externallyvatetd by helping them to
access their self- direction and self —ability sers that they will further opt for
professional pedagogical development.

Regarding the issue of motivation for teachers’fggsional development,
which constitutes the center of the current stitdlgan be stated that there is a
reciprocal relationship between the three termmofivation, career and personal
development. Teachers with motivation for profesalodevelopment would
manage to motivate their career, and career came dégachers for professional
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development regarding the motivation they possess.

Because teaching contains the specific elemeriteoflission, even more than
other occupations, it entails the potential of wasgmotivation. The assumption
underlying the current study is that teachers imoak environment that does not
satisfy their needs and/or does not allow for thhievement of their interests,
and/or that the teaching occupation lacks the piadefor motivation, would
develop professionally in favor of a position whehey would be allowed to
satisfy their needs and/or achieve their interast§or be in an occupation that has
a potential of motivation for them. These princgpalonstitute the core of the
experimental phase of the research as it will lowgut in the further chapter.

The impact of environmental organization on teactissenabled by the
application ofadequate transitional strategidy means of-individual couching ,
elaboration of tailored made empowerment progrémsuit teachers emotional
and academic needs and paying special attenticthetocreation of supportive
containing empowering environments. These appraadiased on the idea of
increasing teachers' self-ability awarenessithairn will bring to an increase in
motivation for professional development. When temshdemonstrate a high
degree of motivation for professional developméris the right time to adopt the
needed strategies in order to attain the goaloafishing the professional career

It is obvious that the above discussed model reehhised as the practical
basis for the' Wings and Roots' program which heehtfurther elaborated through
the experimental stage of the current study .Sileeehers who operate in a
challenging educational environment are continupirsipelled to cope with un-
expectable changes having to access motivatemates within or without them,
there appeared the need for identifying the at¢eusaurce of motivation and
empower those teachers who are externally motivdigchelping them to access
their self- direction and self —ability sense, $mttthey will further opt for
professional pedagogical development.

As there are reciprocal relationships between ampleyge and an
organization, each of the two is both affecting dradng affected: employees’
motivation affects the achievement of organizatigmals and it is affected by the
work environment and vice versa. The derived insfgbm this relation is that
there is a force in the work environment that dbotes both to the organization
and the employees. This means that a work envirahthat supplies the factors
which motivate its employees brings about a hightiivation amongst them —
which leads to the achievement of organizationalgo

The understanding that the creation of a warm apgative work environment
in school followed by a sincere sympathetic atéttmvards teachers is practically the
key to their potential, gradually accessing andblemg the fulfilment of the natural
hidden need to reach achievements, assume resptnsilventually express their
newly accessed ability and gain appreciation ledtaisthe elaboration of the
pedagogical model and eventually to the Roots &Wimmgpgram.

12
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Figure 1 The model of motivation for professionatelopment

Chapter 3, The experimental validation of the pedaggical model of
motivation for career advancement amongst teacher3.he practical stage of the
experiment was based on the conceptual benchmdribeostrategic training
model (fig.1). The target group contained veteracthers with more than eight
years of teaching experience, who presumably pssdes high degree of starting
retrospective abilities to enter the training psseln order to enable the
identification of motivational factors that impingeachers to opt for personal
development within the pedagogical career, a twd gaestionnaire had been
distributed to two groups of teachers:

1. Teachers who remained in their initial role as beas in the same classes
where they started their career and
2. Teachers who had advanced.

The questionnaire included two definite parts: Tingt part contained close
items which had been further analyzed by quant#atbols had been designed to
compare the two groups of teachers in terms ofbilmmout dimension and the
motivation dimension. In order to capture the depthteachers attitudes which
could not be otherwise realized in the quantitafneet of the questionnaire, an
additional qualitative part had been elaboratediimmplemented ,which contained
open items that had been evaluated by means dfativa tools.

The aim of this part was to evaluate the degrematfvation for professional
development and the degree of satisfaction fromptiesent professional status of
each of the two groups of teachers.

Individual potential

Self transformative strategies
salbarens aAirewlojsURI |
JUBWIUOJIAUD [RUOISS3J0.1d
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The contradicting findings of the two parts of tipgestionnaire led us to the
decision to further explore the researched aspctslding a new tool in the form
of in depth interviews- which would provide a widerspective to the ascertaining
stage of the resarche and clear up the above medticontradictions.

Through the analysis of the interviews findingsoagnteachers who advanced
in their career we found three definite types oftiwadion for professional
development.

It should be mentioned that motivation for professil development had been
found in the whole lot of teachers. A surprisingding was the fact that only 20%
of the teachers were intrisincally motivated wtile majority of teachers-80% of
the whole lot were extrinsincally motivated.

Table 1.Initial assessment results

Group statistics

Group N Mean |Std. Deviation
Remained 27 2.57 .956
Advanced 17 2.56 1.272
Remained 27 2.67 .994
Advanced 18 3.17 1.031
o Remained 27 3.11 .846 -
3 Depersonalization Advanced o1 263 T57 2.24
Remained 27 1.97 1.256
Advanced 18 1.84 1.116
Remained 27 2.97 .938
Advanced 19 2.74 1.197
. Remained 27 3.17 1.018 .
6 Exhaustion Advanced |19 [3.68  |L.057 1.60
Remained 27 2.40 1.273
Advanced 16 2.06 1.174
Remained 27 2.60 1.022
Advanced 18 2.91 1.323
Remained 27 2.83 1.852
Advanced 26 2.54 1.746
Remained 27 2.60 1.567
Advanced 18 2.61 1.560
- Remained 27 2.97 1.027 .
11 Depersonalization Advanced 18 350 1051 1.79
Remained 27 2.57 1.111
Advanced 17 3.06 1.256
Remained 27 2.67 1.503
Advanced 18 2.56 1.361
Remained 27 2.87 1.196
Advanced 15 2.56 1.256
a. Sector = independent + religious

1 Exhaustion

2 Exhaustion

4 Non-realization

5 Depersonalization

7 Non-realization

8 Exhaustion

9 Non-realization

10 Non-realization

11 Exhaustion

11 Depersonalization

11 Non-realization
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Three patterns have arisen from the study: caredivation, career driven and
career opportunities. These three patterns arerdiif from one another in the
factors that have driven a teacher to professi@usancement throughout the
career. Underlying each pattern, there is a mai/e result of which the teacher
has advanced in his/her professional career.

1. Career driver- a pattern characterized by career being thealentitive. These
are position holders whose professional careeriv&nl by them rather than by
another external factor. In this pattern, two posiholders were found

2. Career motivated -a pattern characterized by the career being drivgen
external factors. These are position holders whaseer is not driven by them
but rather by external factors. In this patterne¢hposition holders were found

3. Career opportunities- a pattern characterized by the career beingemrivy
opportunities occasioned on their path. Positioddrs are those whose career is
not driven by them but rather by various opportasithat have motivated them
for professional development. In this pattern, pmsition holders were found

It should be said that despite the fact that there distinction between
motives of teachers, no differences have been faniribe realizations they have
reached regarding professional advancement. Thbhdes from all three patterns
have reached the following realizations

a. There is a positive correlation between profesdiodavelopment and
satisfaction. Teachers who advance in their caaeeisatisfied with their work.
The study data reveal that all the teachers expsasisfaction with their
advancement

b. A positive correlation has been found between pifmal development and
motivation. Teachers who advance throughout theieer have high motivation
for work. It appears from the study that all thedeers report having high
motivation for work

c. In examining the factors of high motivation, it hlasen found that there is a
correlation between work and motivation. The chimastics of work that
encourage motivation are

1. Responsibility

2. Autonomy and leeway

3. 3. Systematic impact

It appears from the study that the existence okdheharacteristics in a
position raises the level of motivation of teachiersvork. It should be mentioned
that there is a positive correlation between eathhese characteristics and
motivation, meaning that the higher the resporigibibutonomy, or systematic
impact, the higher is motivation

d. A negative correlation has been found between psideal advancement in the
educational system and motivation for teaching.chees who have advanced,
have a low motivation for teaching in comparisonthe high motivation for
work.
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e. Fulfillment with a position has been found to besignificant motive for
professional development; a sense of fulfilmenthwa position has led most
teachers to advance in their career
The issue of professional development has promatintives and dampening
motives. Motives that promote teachers to advamgeadfessional career are

. The need of change and renewal

. .The need of personal/professional development

. The motives that dampen advancement of teachem®fassional career are

. Fear of changes

. .Convenience in remaining in the familiar and knaene

. Consequently, the reality in which teachers do detelop has significant
negative implications, which are
*  Burnout
» Dropping out of teaching

The issue of motivation and professional develognfeas been examined
from two different aspects: one, the level of mation for professional
development and the second, the level of satisfastith current status. The scene
has emerged in light of perceptions of teachers maw@ remained in their position
as teachers and in light of the perception of teexlwho have advanced in
teaching career to the questionnaire deliveretigmt

The data of answers of teachers reveal a sceneldébatibes clear differences
between the two groups of teachers both regardieg tevel of motivation for
professional development and regarding their le¥shtisfaction with their current
status

In the issue of motivation for professional devehgmt, low motivation for
professional development can be distinguished astongachers who have
remained in their position as opposed to high nadibn for professional
development amongst teachers who have advancedhein teaching career.

Teachers, who have remained in position, reveaisirelto remain in their position

and have no motivation beyond their current stalhe. motives behind a desire to

remain in position are

1. Sense of satisfaction from teaching work followilnye for the profession,
perception of teaching as a mission and pleasuna fhe teaching work in
general and love of children in particular

. Sense of realization and self-fulfillment from tie@aching work

. Work conditions in teaching are convenient for theamd fit them

. Finding interest and challenge in teaching work

. Sense of significance they feel at work as a resfilthe impact upon an
individual pupil

6. Sense of motivation for teaching

In contrast, teachers who have advanced in teacbarger, reveal high
motivation for professional development. The matineehind an aspiration for

-
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professional development are

1. Desire for diversification and renewal

. Desire to develop professionally and personally

. Sense of high self-capability beyond the positiba teacher

. Sense of fulfillment of a teacher’s position

. Desire for leading and managing processes

. Finding interest and challenge in [professionaleaabement

. Sense of significance they feel at work followinge teffect upon school,
teachers, etc

. Sense of burnout from teaching and the desire sm@h in order to arouse
motivation

9. Desire to be more satisfied

In the issue of satisfaction with their currentfpssional status, it can be said
that there is a distinction between the levels aifsfaction with current status
amongst teachers who have remained in positiorppesed to the satisfaction of
teachers who have advanced in teaching careergt s$atisfaction with current
status is expressed in a substantial rate of teaetieo have advanced in teaching
career as opposed to teachers who have remaimpedition.

Another point of distinction existing between thég® groups of teachers is
that in a group of teachers who have remained Bitipa, a low satisfaction is
expressed amongst a substantial rate of teacherenagared with teachers who
have advanced in position, where no expressionowf $atisfaction has been
present at all. These findings could be made eablorated only by addressing
the two completing parts of the research-the maamijtative data obtained in the
analysis of the questionnaires which had beeniloliged at the beginning and at
the end of the formative stage could prove the ele@f improvement that took
place after the implementation of the empowermemtkahop; but to my view it
was the uncompromising stubbornness that led madi the complementary part
of the in depth interview which provided the sfgrant platform for choosing the
strategic tools of the workshop ,practically thatswthe processing of the
qualitative findings gathered from the in depttemtews which made a difference.

Most of the interviewees who were led by extrintsige of motivation stated
that they did not believe that they had any relevprofessional abilities behind
those of being a teacher and ttie only reason for advancing in their professional
status was the encouragement they received fromstheol manager or their
inspector.

Only after this last crucial procedure, two maintivational indicators were
depicted and it became clear that they should filvenmain pillows of the 'Roots
& Wings" program. These indicators which have bdeund as significantly
differentiating elements between teachers led tgreskc motivation and those led
by intrinsic type of motivation were Self-awarenessand Self-competenceIn
other words it can be stated that those teachers wre led by extrinsic

~NOoO O~ WN
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motivation could be characterized as perceivingnedves to have low degrees of
self- awareness and self- competence as compardgitocolleagues that were
clearly characterized by intrinsic type of motieatfor professional development
and consequently proved to possess high degressliawareness and a high
sense of self-competence .The need of accessiegntier resources of teachers
characterized by extrinsic type of motivation beeattear let alone the fact that
they practically constituted the majority of 80%itwe whole lot.

Taking into account the above mentioned realitiescauld presume that the
organizational environment proved to constitute riren motive for professional
development for most of the teachers who happemednbain in their initial role
as class teachers . The key relevance of the aa#mal surrounding in reference
with teachers' motivation for professional develgpinhad to be translated into
practical steps of empowering active teachers. tdem to implement the
significance of this findings we decided to tratesldoem into an operative strategic
model and validate the strategies through theitrgiprogram 'Roots& Wings. The
strategies of personal training and the creatibmn individualized empowering
programwithin the context of a sustaining organizationatrsunding proved to
provide a safe container in which teachers areledab connect to their sense of
competence and self- awareness to their hiddeitiebibnd professional skills.
The premise that led us in the conceptualizatiotheftheoretical model and the
creation of the strategic steps of the Roots & Wipgpgram was that a high sense
of self-competence and of self-awareness stayeab#se of increasing teachers
'motivation for professional development.

Within the context of the current research, the tR&oWings program
provided the opportunity to build a step to stepgoam of empowering teachers
as a means of enhancing their motivation for pifeml development. In the
ascertaining stage of the experiment teachersudds and expectations had been
evaluated according to the three following dimensiol.the expectancy range2.
Internal focus of control 3.external focus of cohtiThe same questionnaires had
been distributed twice-before and after the intetie& implementation with the
purpose to estimate whether any changes have fd#ea in their attitudes toward
professional development. The final findings intécha significant rate of the
influence of taking an active part in the empowgriworkshop on teachers'
attitudes upon the realization of their career.

In two out of three dimensions-a significant diéfiece had been found
between teachers attitudes before and after thekslvop, and in the third
dimension- an inclination toward adopting a moresifdee position toward
professional development had been registered.

Hence, it can be concluded that school managersrapeéctors may find an
operative tool in the implementation program Root¥€ings for enhancing
teachers' attitudes to opt for professional devakent.
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Figure no.3. Foci of impacts on professional devedment
Table 2. General design of the training stage

General stageg

Prior to intervention

Intervention stage

Gathering data
Analysis and
comparison of
qualitative and
quantitative findings
Interviews

Ten session
empowerment
workshop for teachers
with at least eight year:
of seniority

Post-intervention
Feedback

Data analysis and
comparison

D

Specific
stages

Distributing
beginning
guestionnaire
including closed and
open items to
compare two groups
of teachers

Analysis of the
findings indicates a
contradiction betweer

The experiment
Distributing
guestionnaires prior to
workshop to examine
personal attitude
regarding career
development
Empowerment session|
including containment,
leadership, and

Final assessment
Feedback and
reflection after the
workshop
Distributing final
guestionnaire
Data analysis and
scomparison

the quantitative and | application
the qualitative Distributing
findings guestionnaire
Interviews following the session
to compare with
findings from
guestionnaire before
workshop
Research toolg Personal Implementation Final assessment

guestionnaire based
on variables of
burnout and
motivation

In-depth interviews

Personal questionnairg
based on variables of
range and expectation
focusing inner and

Reflective assessmen
of the variables
5,pertaining to the
process experienced

external control

t

Distributing final
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Empowerment
activities including

1

2.

. Containment to

create trust
Leading to new
insights and search
for new ways of
coping

. Application — use of

new insights and
their conversion to
operative actions in

guestionnaire identica
to the starting
guestionnaire to
examine change in
attitudes

Analysis and
comparison between
the findings from the
questionnaire prior to
the workshop and
those after the
workshop

the professional
career

Interestingly after the workshop, the range of exations of teachers was
significantly lower than the range of expectatite$ore the workshop (table no.2)
becoming more conscious of their own responsibfiity their advancement than
they were at the beginning . Consequently, aftentbrkshop the gap between the
state in which teachers considered themselves rdlyrand the future position
declined in terms of promotion and realization afeer than that prior to the
workshop. It should be said that following the imtntion activity, teachers started
to realize that the realization of their persoraaker is a realistic and possible step

The table finds a significant rise in internal femg. After the workshop, there
was a rise in attributing internal factors thakaffthe realization of their personal
career in comparison to the state prior to the slook. This means that teachers
started to realize that the responsibility for thalization of personal career is in
their hands. In order for professional developnterdccur, activity is required on
their part rather than waiting for the thing todme for them by external factors

No significant difference was found in externaldeimg. The workshop did not
seem to make a significant difference in attribgitexternal factors that affect the
realization of teachers' personal careers. Fronrdhelts it appears that teachers
continue to believe in the effect of external fastawpon realizing a career.
However, the trend of averages is according to epiens, i.e., external focusing
at the end of the workshop is lower than in itsibeigg. This means that there is a
trend towards a decrease in attributing of extefaetbrs that affect the realization
of a personal career.

In light of the statistical findings, a scene wasqeived according to which the
empowerment workshop impacted the attitudes tlzatters attribute to realization
of their professional career. In two out of theethrindicators, a significant
difference was found between attitudes of teachefsre and after the workshop
and in the third indicator there was a trend ofngfgaalthough not a significant
one.

Thus, it can be said that school managers and étegewill be able to see in the
empowerment workshop “Roots& Wings” an effectiveoltdor impacting the
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attitudes of teachers regarding their developmeantpiiofessional career. The
opportunity of providing teachers the needed copmirgtegies to reach educated
decisions regarding the choice of a professionatld@mental direction stemming

from self-knowledge can benefit the whole educatiogystem in competing

successfully with the goal of aspiring to developine

GENERAL CONCLUSIONS AND RECOMMENDATIONS
Professional development of teachers is well imfagel by motivation. A
positive motivation on career development has &imnsic motivation, but this type
of motivation supports professional development fos 20% of teachers. The
majority of them possess an extrinsic motivatiomfluenced by the working
conditions in the organization. These realitieseclirus towards the idea that
educational institutions and school managers mffet good conditions for the
development of the teachers. Professional developrdéninishes emotional
burnout.
The directions of solving the problem of teachdyafnout by opting for
professional self-development are as follows:
« Developing awareness to burnout risks and sigrtsafeapart of the systemic
adequate preventive strategies and practices.
« Offering teachers empowering programs all througtioeir career
e Train teachers to use self- feed backing strategigaciples and indicators
practiced through the empowering program to momite's career.
« Creating systemic partnerships among school masagrmpervisors and
teachers to enhance on-line self-development aevkpt burnout.
« Providing a constant psycho-pedagogical suppagaohers at risk of burnout
(young and veteran ones).
In conclusion, it may be sustained that the finding the current study are
consistent with the high importance of maintairaéesand nourishing educational
environment in reducing teachers' burnout devasgdtnplications, in the benefit
of the whole educational system.
SPECIFIC RECOMMENDATIONS
For the Ministry of Education
* The current research proved the need of copings toothe form of practical
programs directed towards preventing teachers' -butnand enhancing
continuous professional development.

< This issue still requires additional attention fréime policy makers who should
acknowledge and practicalgncourage the essentiality of the teachers' well-
beingin the service of the systemic functioning.

« In this context the Ministry of Education is reaedrto contribute to the solution
of this problem by allocating extra- funds for atiag and improving the
professional development options for the teachers
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The issues addressed during the interventiorbeamseful in designing new
programs that could approach longstanding problerading to professional
development.

For school managers
The study draws school managers’ attention to tbeessity of creating a
permanent nourishing setting of teachers' supgortwhich teachers can feel
confident to develop their potential for their owake and for the sake of the
school and the educational system;
Teachers should be viewed as partners to desigmoggams and policy and not
only as consumers.
All teachers should be guided towards professidesklopment, at least within
the school.
The common situation within the educational systednere teachers may feel
confident and professional -in their teaching wdmkt no more than "a screw in
a machine" in the organizational environment of osdtshould be
acknowledged and adequately addressed by courslgednopping traditional
formats of leading by dictatorship and replacingsth with new co-operative
policies in which teachers 'presence and continiimgrovement is considered
significant and worth-cherishing.
The Motivational ROOTS& WINGS Model for enhancirgathers' motivation
to advance can serve as a guideline for managershaping school policy
towards on-line teachers.

For the teachers

The study can serve as a benchmark in
Acquiring increasing awareness of their persgralfessional skills and
abilities by overcoming the natural fear of chamge daring to give up the
comfort to remain in the known and familiar zone
Cherishing and embracing life-long continuous leegn and constant
development

Suggestions for further research
Since the evaluation of the interventional progfémdings show that teachers'
attitudes had been obviously influenced by theitipi@ation in the workshop
sessions, a longitudinal follow up of the lastirfpet of the workshop can be
done in order to establish whether-and to what réxtke participants have
developed intrinsic motivation for self-developmearid whether they have
actually started to act in for the advancing ofrtbareer.
Since the results of the current research ,a glesitive correlation between the
work environment and teachers' motivation has lered, a further research
based on the current results could be one that ieeamthe learning
environment influence on pupils' learning motivatio
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Cuvinte cheie: Motivatie, cariet, dezvoltare persorilmotivaie intrinsed, motivaie extrinseg, influena
motivaiei, mediu organizatoric, dezvoltare in catjeportunititi ale carierei, traseu de cager

Domeniul cercetfirii: Teoria generala educgei

Scopul cercedirii : consi in prezentarea fundamentelor teoreticemetodologice a modelului pedagogic de
formare a motivgei profesorilor pentru dezvoltarea carierei.

Obiectivele cercetirii:

1. Elucidarea concejilor motivatiei angajailor cu privire la dezvoltarea carierei In sisteradlicgional

2. ldentificarea factorilor din medigtolar, ce provoaclipsa motivaiei profesorilor

3. Reflectarea caracteristicilor unui comportamentivabtal profesorilor, predispaia acestora de a stagna in
statutul profesional ifial

4. Examinarea impactului mediului organiimal si a responsabililor de politici eduganale, precumi a
administraiei asupra dezvdltii profesionale

5. Elaboraresai validarea experimentala modelului pedagogic de formare a mateiacadrelor didactice,
pentru dezvoltare profesiodaprecurmsi mentinerea nivelului nalt al motiveei pedagogice.

Noutatea si originalitatea stiintifica rezidi In actualizarea fenomenului de epuizare profesiogia
prevenirea acestuia, identificarea caracteristigiionevoilor profesorilor in cadrul sistemului edtioaal
existent, stabilirea cauzelgi factorilor cetin de stagnarea acestora in pioziesatisicatoare intiale,
analizarea modafitilor de Tnarmare a profesorilor cu instrumente waibnale pentru dezvoltarea
profesional, sugerarea metodelor alternative pentru dezveltaretivaiei.

Problema stiintifica solutionata n cadrul investigéei noastre este: determinarea aspectelor
epistemologice a lipsei motitiei pentru dezvoltarea carierei, care a contrilbauit proiectarea unui model
pedagogic pentru dezvoltarea motiga de a avansa in cariera pedagagitn vederea sporirii cadiii
activitatii profesionale.

Semnificatia teoretica rezidh Tn elucidarea argumentelgtiintifice cu privire la importata motivarii
profesorilor pentru dezvoltarea carierei profesienientificarea factorilosi indicatorilor dezvolirii carierei
pedagogice, generalizarea expegdor de auto-realizare prin intermediul avaiisin cariera didactit
Modelul elaborat Tn cadrul investiggi noastre poate fi utilizat de sistemul ediarzal si de diverse contexte
de formare profesionata prototip psiho-pedagogic pentru:

— dezvoltarea atelierelor de consolidare in spifRdots and Wings”

— evaluareasi Tmburitatirea impactului mediului organiganal asupra diversifizii strategiilor de
dezvoltare profesional

— utilizarea principiilor teoretice ce fundamentgatelierul ,Roots and Wings”

— identificarea mijloacelosi activitatilor de formare potrivite pentru diverse conteyiteevoi personale, in
scopul implemeritii strategiilor de consolidare a paei profesionale.

Valoarea aplicativa a cercetirii consti in :

» Stabilirea corelgei dintre factorii motivéionali ai profesorilosi indicatorii concré de avansare;

* Proiectarea, implementarea validarea modelului pedagogic de motivare perdaezvoltarea carierei
didactice;

* Formularea recomasdlor pentru profesori, managescolari, Ministerul Educgei, direaionate spre
consolidarea avaasi In carief;

« Oferirea unui model strategic pentru consolidateleaului ,Roots and Wings”

» Oferirea unei baze de sarcini operaale in dependehde necesitile unice;

» Furnizarea unui sistem de criterii care poateifizat intru ohinerea feedbackului cu privire la impactul
atelierului asupra atitudinilor faide dezvoltarea persoaal

Aprobarea rezultatelor cercetirii stiintifice s-a produs in cadrul confertor interngionale,
simpozioanelosi revistelor din domeniul edugai si au fost testate Tgcolile din Israel in anii 2014 -2015.
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ANNOTATION

Cochava Farjun, “The influence of employees' motivation on careevelopment
within the educational system”, PhD dissertatiof@tdagogical science, Kishinev, 2016

Thesis structure: Introduction, three chapters, general conclusiam®rvention and
recommendations. The bibliography includes 143 cemiof which four are websites, 24
appendices] 25 pages basic texiL3 figures, and 12 tables. The annotation isgted in
English, Rumanian, and Russian.

The core text is exposed in 6 scientific works (dckes in specialized journals and 2
papers at international and national conferences).

Key words: Motivation, career, personal development, intenmaltivation, external
motivation, influence motivation, organic environmhecareer driven, career opportunity,
career guide

The field of the study: Theory general of education

The goal of the study:The theoretical and methodological foundatiothef teachers'
motivational model for their career developmenhe research objectivesto elucidate
the concepts of the employees motivation in thecational system on their career
development, to identify the factors of teacheasklof motivation to develop within the
organizational environment and its outcomes, tolecef teachers’ motivational
characteristics ,their predisposition to stagnattheir initial status, to examine the impact
of the organizational environment at its varidasels- policy makers, supervision,
administration on the employees professional adpraént, to find preventive ways of
development stagnation and suggest alternativarmihg avenues for teachers, to
elaborate, experiment and validate the teachers/ational model for career development
and maintaining high degrees of pedagogical matimat

The research novelty and innovationlie in conceptualizing the professional burnout
phenomenon of teachers and its prevention , igémgiteachers’ characteristics and unmet
needs within the existing educational system, distdbg the outcomes related to their
resulting stagnation in initial unsatisfactory pimsis, examining ways to equip teachers
with  motivational tools for career developmentggesting systems and alternative ways
for enhancing the motivation to develdhe scientific problem solved in the research:
determining the epistemological aspects of lacefelopment motivation and projecting
an applicative model of coping with the issue ofatting in the pedagogical career. The
theoretical significance is marked by the elucmlaidf scientific arguments concerning the
importance of motivating teachers to pursue pelsocaeer development, the
identification of factors and indicators of pedagafl career development, the
generalization of experiences of self fulfilmentahgh advancing in the pedagogical
career The practical value of the researchconsists in ascertaining the correlation
between teachers' motivational factors and the redecadvancement indicators,
projecting, implementing and validating the teashanotivational model for career
development, formulating recommendations for teexhschool managers, Ministry of
Education, targeted towards enhancing the pedagjogicareer nourishing.
Implementation of scientific results The results of the investigation were approved in
the frame of scientific conferences, symposiums eghacational journals and were tested
in Israeli schools between 2014-2015.
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AHHOTALUS

JluccepTany Ha CTEMEHb NOKTOpa MENArOrHYecKuX HayK. ,Biausinue momusayuu pabomuuxos
cucmemul 0bpazosanus na passumue kapwvepul” , aBTop: Papxyn Kokasa, Kumunay, 2016.

CTpyKTypa aMCCepTANMHU. HCCEPTALMsA COCTOMT M3 BBEACHHUS, TPEX IJIaB, 3aKIIOUCHUS U
pexomenanuy, oubmuorpadun (143 ucrounnka), 24 npunoxenus. Jucceprauus BKIFOYaeT B ceds
125 ctpanun ocHOBHOTO TeKcTa, 13 pucyHkoB, 12 tabmui. Pe3ynpTaThl HCCIeI0BaHUS OTPAKEHBI B 6
HAyYHBIX MyOIMKALUIX U yIaCTHH B HALIMOHAIBHBIX M MEKIYHAPOIHBIX HAYYHBIX KOH(PEPECHLIHSX.

KiroueBble cjoBa: MOTHBALMS, JIMYHOCTHOS DPAa3BUTHE, BHYTPCHHSS MOTHBAIMS, BHEIIHST
MOTHBALUs, BIUSHUE MOTHBalMU, NpodeccuoHanbHas cpeia, BO3MOKHOCTH MPOQECCHOHAIBHOM
Kapbepbl, Pa3BUTHE Kapbepbl.

OoaacTh uccseaoBaHus: Teopus BOCIIUTaHUS.

Leab uccjeI0BaHUSA SBISACTCS TCOPETHUECKOE U MPAKTUYECKOE OOOCHOBAHME IIEAAarorHYecKOi
MozenH pOPMUPOBAHUS MOTHBALIUK Pa3BUTHUSI KapbEpHI.

3ajauyn MCCJIEOBAHUA. TCOPCTHYCCKUH M KOHIENTYaJdbHBI aHAMM3 MOTHBAIMH DA3BHTHS
Kapbepbl pabOTHHKOB 0OOPa30BAaTENbHOW CHCTEMBI, WACHTHU(UKAIKSA IEMOTHBUPYIOIINX (HaKTOPOB
WIKOJBHOM Cpenbl; aHauu3 IIOBEJCHUS MOTHBHUPOBAHHOTO IPEHOAABATENS, IMPEIOCIIOI0KHOCTD
OCTaTbCsl B HMHHMLMAIBHON NPO(GECCHOHANBHOW TO3ULNM, aHANU3 BIWSHUS IIKOIBHOW Cpemsl U
MIKOJBHOM  aJMHHHCTpANMK Ha OpO(ECCHOHATFHOM PAa3BUTHH  IMIPEMONABATENs, MOTHBAIUH
mpemnoasarenei, sl TpoheCCHOHANIBHOTO PA3BUTHS, & TAKKE TIOICPIKAHIE BBICOKOM MOTHBAIIUH K
NPENOAaBaTEIbCKO AeITETbHOCTH.

Hayynasi HOBHM3HA M OPUIMHAJBHOCTH MCCJIEIOBAHHUS COCTOMT B pa3paboTke W
IKCIIEPUMEHTAIIBHOM ~ OOOCHOBAaHHH  II€ATOTHYECKON  Monend  (HOPMHPOBAHUS  MOTHBAIIAH
npenojaBateieii K PasBUTHIO Kapbepbl, KOHLENTyanu3alus (eHoMeHa MpodecCHOHAILHOrO
WCTOIICHUSI TIperojiaBareieii W mpo(MIIaKTHKA, BBIIBICHHE IOBEICHUCCKUX XapaKTEPUCTHK U
MOTPeOHOCTEH Mpero/iaBareneii, BhIABICHHE IPHYWH CTATHAINK B H3HAYAIBHBIX MPO(MECCHOHATBHBIX
MO3HLHMH, IPEATIOKECHHE ATbTEPHATUBHBIX METOJOB Uil PA3BUTHS MOTHUBALHH.

TeopeTruyeckasi 3HAYMMOCTb MCCJIEAOBAHUS. TICHXONEAArOTHYECKOE OOOCHOBAHHE 3HAYCHUS
MOTHBALUK U TPO(GECCHOHAIBHOTO Pa3BUTHs MPENofaBaTene, uAcHTUGUKAIHS (HaKTOPOB U
MHJMKaTOPOB NMpPO(ecCHOHAIBHOTO Pa3BUTHs, HaydHOE OOOOLICHHE PE3YJIBbTATOB JKCIICPHMEHTa B
BHJIC ABTOPEANM3AIAM CPEACTBOM IMEIaroruueckoil Kapbepbl. BhIpaboTaHHAS —MeIarornueckast
MOJIEITb, MOXKET OBITh HCIIOIB30BaHA B PA3MMYHBIX KOHTEKCTAX MPO(GECCHOHATBLHOTO Pa3sBUTHS, MPH
MTOMOIIBIO:

—  pa3BUTHsSI ¥ KOHCOJUIANK ceMHUHApoB/maboparopuu B ayxe ,Roots and Wings”;
—  OLCHUBAHKE YITyYIICHUE BIUSHHS MKOIBHOM CPe/Ibl Ha MPO(ECCHOHATEHOM Pa3BUTHH;
— HCIOJIB30BaHUE TEOPETUYECKUX MPHHLKMIIOB W MPAaKTHYECKUX Merojoioruii arense ,Roots and

Wings”;

— upeHTHOUKAIMSA HAYYHBIX CPEACTB W JCHCTBHH [UISI PA3NUYHBIX KOHTEKCTOB M JIHYHBIX
MOTPEOHOCTEH, € LETbI0 HCIIOIB30BaHMs CTPATEerHU KOHCOMMAALMH PO(ECCHOHATBHOM MO3HIIHH.
IIpakTHYecKast 3HAYUMOCTH MCCIIEIOBAHNUS 3aKII0YAETCS B
. YCTaHOBJICHHU B3aUMHOIO BIHMSHHS MEXIY (paKTOPOB MOTHBALUM M KOHKPETHBIC HHIMKATOPHI
MIPOJIBIKCHHS B KaphEPE;

. NPOSKTUPOBAHKE, BHEPCHHE B MPAKTHKY U MPOBEPKa JOCTOBEPHOCTH MEJArOTHMYECKOH MOJESIH
MOTHBAIIUH TIPEIIO/IaBaTeeil K MeIarornyecKoil Kapbepe;

. (dopmymrpoBka pexoMmeHmaimii s MunncrepctBa OOpa3oBaHmsl, MIKOIBHBIX MEHEKEPOB,
mperno/aBareineil, OpUEHTUPOBAHHBIX HA MOTHUBAIMIO PAOOTHHKOB CHCTEMBI 00Pa30BaHHUS;

. MPEUIOKEHNE CTPATETHYECKOM MOIeNH [UIsl pa3BuTHs atense ,R00ts and Wings”;

. NpeUIOKEHHE KOHKPETHBIX 3a/ad NPO(ECCHOHAIBHOTO Pa3sBHUTHS, B 3aBUCUMOCTH OT JIMYHBIX
HYHRI;

. (opMyIHpOBKa U HPEAJIOKEHHE CHCTEMbl MHAWKATOPOB IUIsl OLICHUBAHMS BIUSHHS aTelbe Ha
OTHOIIICHUS TIPETOfIaBaTeNeil K mpoheCCHOHATLHOMY Pa3BUTHIO.
Buenpenue pe3yabTaToB. Pe3ynbrarTsl HCCIEAOBAaHWS OBUTH ampOOWPOBAHBl HA HAYYHBIX

KOH(EpeHIHsIX, CHMIIO3UyMax M B JKypHalIax 00 00Opa3oBaHMH, a TaKKe ObUIM TECTUPOBAHBI B IIKOJIAX

W3paunns B nepuoae 2014-2015o01ax.
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