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ABSTRACT  

The main objective of this study was to examine the influence of motivation on teacher work 

performance in selected public schools in the Lusaka urban district. The target population was 

496 class Teachers only, while the sample size of the study was 100 class teachers. The study 

employed a descriptive research design, and questionnaires were used to collect data. The study 

will be beneficial as it can be used to recognize the significance of motivation that substantially 

impacts the profitability and performance of Teachers in public schools. This study will 

enhance the teacher's performance by motivational elements to upgrade the instructive 

structure. The study will also be beneficial to policymakers and administrators as it 

distinguishes significant methodologies to alter the conduct of teaching personnel on the way 

to their job performance. The study found that many motivation(intrinsic) factors that influence 

teachers 'work performance, namely; recognition, responsibility, work itself, advancement, 

growth and achievement while under extrinsic motivation, include; company policy and 

administration, supervision, status, job security, salary, relationship with supervisors, 

relationship with peers, personal life and relationship with subordinates. It was also found that 

salary and work conditions under extrinsic motivation caused dissatisfaction with Teacher 

work performance. The study concluded that intrinsic motivation and extrinsic influence 

teacher work performance. The presence of motivational factors can produce job satisfaction 

which makes an employee motivated or satisfied, but their absence leads to no job satisfaction. 

Therefore, poor hygiene factors can cause job dissatisfaction which makes an employee 

demotivated, while better hygiene factors can reduce dissatisfaction but cannot cause job 

satisfaction. The study recommends that the Ministry of Education or government provide 

incentive packages to increase teachers' motivation. Particular attention should be put on 

increasing teachers' salaries and increments because most teachers complained of inadequate 

salaries to meet their needs. Increasing teachers' salaries will increase their morale to teach and 

encourage equity between effort put into the job and promotion to encourage hard work and 

good work performance. 



 

vi 

 

ACKNOWLEDGEMENTS 

Praise and gratitude be to God, almighty, without whose gracious help it would have been 

impossible to accomplish this work." It was a very informative and helpful experience that 

significantly improved my knowledge of academic research. Acknowledgement is due to the 

university Zambia management and all the people behind this outstanding academic program 

for extending the facilities to carry out this research. I want to express my most profound 

appreciation to my supervisor Dr Mwanza Jason for his guidance and helpful suggestions 

throughout this research. Special thanks go to my colleague in this MBA program Mr Moffat 

Evans Banda for his support throughout this experience. He made it fun and worth all the 

stress and the sleepless nights. I also acknowledge my friend Lwiindi Dudu who taught me 

that "There is nothing impossible in life and made me believe in the motto of learning by doing 

 

  



 

vii 

 

TABLE OF CONTENTS 

COPYRIGHT .............................................................................................................................. i 

DECLARATION ....................................................................................................................... ii 

APPROVAL ............................................................................................................................ iii 

DEDICATION .......................................................................................................................... iv 

ABSTRACT ............................................................................................................................... v 

ACKNOWLEDGEMENTS ...................................................................................................... vi 

LIST OF ACRONYMS ............................................................................................................ xi 

CHAPTER ONE: INTRODUCTION ........................................................................................ 1 

1.1 Background of the Study .................................................................................................. 1 

1.2 Statement of Problem ....................................................................................................... 4 

1.3 Research Questions .......................................................................................................... 6 

1.4 Study Objectives .............................................................................................................. 6 

1.4.1 Main Objective .......................................................................................................... 6 

1.4.2 Specific Objectives .................................................................................................... 6 

1.5 Scope of Study ................................................................................................................. 6 

1.6 Significance of the Study ................................................................................................. 7 

1.7 Study Limitations ............................................................................................................. 7 

1.8 Definitions of Significant Terms. ..................................................................................... 7 

  1.9 Summary…………………………………………………………………………………7 

CHAPTER TWO: LITERATURE REVIEW ............................................................................ 9 

2.0 Introduction ...................................................................................................................... 9 

2.1 Conceptual Definitions ..................................................................................................... 9 

2.1.1 Motivation ................................................................................................................. 9 

2.1.2 Performance ............................................................................................................. 11 

2.2 Teacher Job Performance ............................................................................................... 12 



 

viii 

 

2.3 The Relationship of Motivation and Employee Performance ........................................ 12 

2.4 Theoretical Framework .................................................................................................. 13 

2.4.1 Herzberg's Motivator-Hygiene Theory .................................................................... 13 

2.5 Empirical Review ........................................................................................................... 17 

2.6 Conceptual Framework .................................................................................................. 24 

Figure 2.1 conceptual framework ..................................................................................... 25 

2.7 summary………………………………………………………………………………….25 

CHAPTER THREE: RESEARCH METHODOLOGY .......................................................... 26 

3.0 Introduction .................................................................................................................... 26 

3.1 Research Design ............................................................................................................. 26 

3.2 Target Population and Sample Size ............................................................................... 26 

3.2.1 Sample size .............................................................................................................. 26 

3.3 Sampling Techniques ..................................................................................................... 27 

3.4 Data collection................................................................................................................ 27 

3.4.1 Primary Data. ........................................................................................................... 27 

     3.4.2 Questionnaire………………………………………………………………………..28 

3.4.3 Secondary Data ........................................................................................................ 28 

3.5 Reliability and Validity of Data ..................................................................................... 28 

3.6 Data analysis .................................................................................................................. 28 

3.7 Ethical Consideration ..................................................................................................... 29 

   3.8 Summary……………………………………………………………………………….29 

CHAPTER FOUR: PRESENTATION OF STUDY FINDINGS ............................................ 30 

4.0 Introduction .................................................................................................................... 30 

4.1 Response Rate ................................................................................................................ 30 

4.2 Demographics of Respondents ....................................................................................... 30 

4.3 Influence of motivation (intrinsic) factors on teachers work performance .................... 33 

4.4 Influence of Hygiene (extrinsic) factors on Teacher work performance. ...................... 36 



 

ix 

 

4.5   Other Reasons Teachers exhibit a particular level of performance ............................. 40 

4.5.2 Personal Reasons ..................................................................................................... 42 

4.6 summary………………………………………………………………………………….42 

CHAPTER FIVE: DISCUSSION OF RESULTS. .................................................................. 45 

5.1 The extent of Teacher Motivation. ................................................................................. 45 

5.2 Reasons Teachers exhibit particular level of motivation and performance. .................. 46 

5.3 Enhancement of Teacher Motivation ............................................................................. 47 

         5.4 summary……………………………………………………………………………47 

CHAPTER SIX: CONCLUSION AND RECOMMENDATION ........................................... 49 

6.1 Conclusion ...................................................................................................................... 49 

6.2 Recommendations .......................................................................................................... 50 

6.3 Recommendation for Future Research ........................................................................... 51 

   6.4 Summary……………………………………………………………………………….51 

REFERENCES ........................................................................................................................ 52 

APPENDICES ......................................................................................................................... 57 

7.1 Appendix i: Questionnaire ............................................................................................. 57 

7.2: Appendix ii: Time Schedule 2020/2021 ....................................................................... 72 

7.3 Appendix iii: Proposed Study Budget ............................................................................ 73 

 

TABLE OF FIGURES 

Figure 1-2.6: Conceptual Framework ..................................................................................... 31 

Figure 2 - 4.2:Gender of Respondents ..................................................................................... 31 

LIST OF TABLES 

Table 1- 2.4.1: Motivation and Hygiene Factors .................................................................... 15 

Table 2 - 3.2.1: Composition of study ...................................... Error! Bookmark not defined. 

Table 3 - 4.2: Age of Respondents. .......................................................................................... 31 

Table 4 - 4.2: Education Qualification .................................................................................... 32 



 

x 

 

Table 5 - 4.2: Respondent responses on duration of service. .................................................. 33 

Table 6 - 4.3: Intrinsic Motivation Factors Among Teachers ................................................. 34 

Table 7 - 4.4: Extrinsic Motivation Factors Among Teachers ................................................ 37 

Table 8 - 4.5 External Reasons for Teacher Performance ...................................................... 37 

Table 9 - 4.5: Personal Reasons for Teacher Performance .................................................... 42 

 



 

xi 

 

LIST OF ACRONYMS 

MOE………………………………………………………………Ministry of Education 

UNZA………………………………………………………………University of Zambia 

ZOU……………………………………………………………Zimbabwe Open University 

SPSS…………………………………………………Statistical Package for Social Science 

  



 

1 

 

CHAPTER ONE: INTRODUCTION 

This chapter entails the background of the study, problem statement, and purpose of the study. 

Besides, it also features objectives of the study, research questions, operational definitions of 

the variables, rationale for the study, significance of the study, as well as limitations of the 

study. 

1.1 BACKGROUND OF THE STUDY 

In 1959, Herzberg, Mausner and Snyderman published the two-factor model of work 

motivation and developed the motivation-hygiene theory, influenced by Maslow's hierarchy of 

needs (Jones, 2011).  Herzberg created a two-dimensional paradigm of factors influencing 

people's attitudes towards work. Initially, Herzberg and his colleagues developed a hypothesis 

that two different sets of factors affected satisfaction and dissatisfaction with a job. Thus, 

satisfaction and dissatisfaction could not be reliably measured on the same continuum 

(Herzberg et al., 1959; Stella, 2011). Studies on job satisfaction were conducted to decide 

which factors in an employee's work environment caused satisfaction or dissatisfaction. After 

two pilot studies, the first involving 13 labourers, clerical workers, foremen, plant engineers 

and accountants, and 39 middle-managers, his theory was further developed and expanded 

(Herzberg et al., 1959). 

Subsequently, Herzberg et al. (1959) studied more than 203 accountants and engineers working 

in nine factories in the Pittsburgh area of the United States to determine which factors influence 

the worker's work environment and cause satisfaction or dissatisfaction (Herzberg et al., 1959). 

The central hypothesis of Herzberg's theory was that certain factors lead to positive attitudes 

towards work, and others lead to negative attitudes. The other hypotheses stated that the factors 

and effects involving long-range sequences of events and short-range sequences of events, 

respectively, were distinct (Herzberg et al., 1959; Stella, 2011).  According to their research 

data, the original hypothesis of the Herzberg study was restarted and then changed to the two-

factor theory of job satisfaction. The two factors that affected job satisfaction were divided into 

two sets of categories.  The first category was associated with 'the need for growth or self-

actualization' and became known as the motivation factors. Motivation factors included 

achievement, recognition, the work itself, responsibility, advancement and the possibility for 

growth (Herzberg, 1966; Herzberg, 2003). The other category of factors was related to 'the 
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need to avoid unpleasantness' and was known as hygiene factors.  Hygiene factors included 

company policies and administration, relationship with supervisors, interpersonal relations, 

working conditions and salary (Herzberg, 1966; Herzberg, 2003). Motivation factors led to 

positive job attitudes, and hygiene factors surrounded the job's 'doing' (Herzberg et al., 1959; 

Stella, 2011). 

The two-factor theory's heart is the difference between motivation and hygiene factors, or 

intrinsic and extrinsic factors.  Herzberg described motivation factors as intrinsic to the job and 

hygiene factors as extrinsic to the job. Thus, motivation factors only increase job satisfaction, 

whereas hygiene factors reduce job dissatisfaction. According to Herzberg et al. (1959).  

Among the hygiene factors, when the factors deteriorate to a level below that which the 

employee considers acceptable, then job dissatisfaction ensues. However, the reverse does not 

hold. When job context is optimal, we will not get dissatisfaction, but neither will we get many 

positive attitudes.  It is primarily the 'motivators' that bring about that kind of job satisfaction 

(pp. 113–114). 

The presence of motivational factors can produce job satisfaction which makes an employee 

be motivated, but their absence leads to no job satisfaction. Therefore, poor hygiene factors can 

cause job dissatisfaction which makes an employee demotivated, while better hygiene factors 

can reduce dissatisfaction but cannot cause job satisfaction (Herzberg et al., 1959). Herzberg 

explained that the opposite of job dissatisfaction is no job dissatisfaction. Likewise, the 

opposite of job satisfaction is no job satisfaction (Herzberg, 1966; Herzberg, 2003. Herzberg's 

theory is one of the most significant content theories in job satisfaction (Dion, 2006). Further, 

Herzberg's two-factor theory was noted by many researchers to be the most practical needs 

satisfaction model used in healthcare organizations (Tamarack, 2001 Cahill, 2011). Herzberg's 

two-factor. 

The word 'motivation' comes from the Latin word mover or 'to move'. The definition of 

motivation is 'how to provide something to a person to drive him/her to do something—argued 

that the two-factor theory, motivation is the variable most strongly correlated with job 

satisfaction. Herzberg and his colleagues argued that increase employees' job satisfaction, the 

motivation factors must be improved. According to Herzberg's theory, motivation factors, or 

motivators, are intrinsic to the job and lead to positive attitudes towards the job because they 

satisfy the 'need for growth or self-actualization' (Herzberg, 1966, p. 75). Motivation factors 
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are related to a person's job satisfaction and include advancement, the work itself, possibility 

of growth, responsibility, recognition and achievement (Herzberg, 1966).  

The term hygiene comes from the Latin word hygiene. According to Herzberg and colleagues, 

this term is used about 'medical hygiene, which operates to remove health hazards from the 

environment (1959, p.  113). Disease from health hazards or hygiene is preventable; similarly, 

employee dissatisfaction from hygiene issues at work is preventable.  Hygiene factors are the 

variables correlated with reducing job dissatisfaction, as opposed to motivation factors, which 

directly influence an employee's motivation and satisfaction.  Hygiene factors are related to the 

conditions surrounding the 'doing' of the job or the workplace. Herzberg states that the hygiene 

factors are extrinsic to the job and, if present, prevent job dissatisfaction because hygiene 

factors react to the environment and workplace for 'the need to avoid unpleasantness' 

(Herzberg, 1966, p.  75). Hygiene factors operate to decrease the job dissatisfaction of the 

employees.  Hygiene factors are related to the context of the work itself and include 

interpersonal relations, salary, company policies and administration, relationship with 

supervisors and working conditions (Herzberg, 1966).  

Motivation is an essential part of both individual and organizational performance. Motivation 

is the level of commitment, drive and energy that an organizations' workers bring to the role 

every day. Without it, organizations can experience reduced productivity and lower output 

levels, and the organization will likely fall short of reaching essential goals (Perkbox, 2020). 

Teacher motivation has become an important issue given that it naturally has to do with 

teachers' attitude to work. It has to do with teachers' desire to participate in the educational 

processes within the school environment. It has to do with teachers' interest in student discipline 

and control, particularly in the classroom. Therefore, it could underlie their involvement or 

non-involvement in academic and non-academic activities, which operate in schools. The 

teacher is the one that translates educational philosophy and objectives into knowledge and 

skill and transfers them to students in the classroom (Mitchell, 2017). 

Teachers' work performance is a concern of every forward-looking stakeholder in society. Has 

made teacher motivation become an essential issue for researchers given the influence they 

wield on the growing minds of school children. It is argued that satisfied teachers are generally 

more productive and can influence students' achievement (Mertler, 1992). Therefore, the 

determinants of teachers' work performance conceptually form a complicated mix of factors 

and their interactions. There are many known intrinsic and extrinsic factors that interact to 
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explain teachers' work performance adequately. Of all the possible explanatory variables for 

teacher work performance, motivation is the critical element that directly affects teaching 

productivity (Oppong, 2015). As a result, National governments in developing countries like 

that of Zambia have to ensure that adequate, high-calibre teachers are attracted into the teaching 

profession and appropriately trained and motivated to meet the ambitious Sustainable 

Development Goal (SDG) of quality education for all.  Different scholars have carried out 

many studies across the globe on the relationship between motivation and the teacher's 

performance 

.  

1.2 STATEMENT OF PROBLEM 

National development is a principal agenda stated in the national education system. A sound 

education system will result in the progress of the nation. There are many problems in the 

education sector facing teachers' motivation, such as the low salaries, poor infrastructure, poor 

working conditions, and many more. However, that assumed Teachers’ agitations and demands 

are beyond the resources of the Ministry of Education or the government. As a result, the 

government of Republic of Zambia and the Zambia National Union of Teachers (ZNUT) is in 

a constant stand-off over enhancing Teachers motivation by increasing their salaries, benefits, 

improving work conditions. The government has argued that the present economic realities in 

the country cannot sustain the demand to enhance the motivation of teachers' motivations, 

benefits and improve work conditions. Specifically, they argue that Teachers' demands are 

beyond the government resources. According to Zambia daily newspaper 3rd November 2015. 

The government accuses teachers of negligence, laziness, and lack of dedication and zeal to 

work. Further, the government argues that Teachers' efficiency and effectiveness do not 

necessitate the constant request for salary increment, incentives, and better working conditions. 

Teachers, on their part, argue that the existing salary structure, benefits and working conditions 

do not satisfy their basic needs in as much as other sectors of the economy have more 

considerable salary structure, better motivation and enhanced working conditions. 

Teachers feel Zambia's economy is not balanced correctly, hence, their demands. The Teachers' 

arguments are in line with Adams' (1963) equity theory of motivation. Adams' Equity Theory 

calls for a fair balance to be struck between employees' inputs (e.g., hard work, skill levels, 

tolerance, and enthusiasm) and employees' outputs (e.g., salary, benefits, and intangibles such 
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as recognition, achievement). According to the theory's finding, a fair balance ensures a solid 

and productive relationship with the employees, with the overall result being satisfied, thus 

motivating employees. The theory is built on the belief that employees become de-motivated, 

both concerning their job and employer, if they feel their inputs are more significant than the 

outputs. Employees can be expected to respond to this in different ways, including de-

motivation (generally to the extent the employee perceives the disparity between the inputs and 

the outputs exist), reduced effort, becoming disgruntled, or, in more extreme cases, perhaps 

even disruptive. 

Teachers are expected to render a very high job performance, and the Ministry of Education is 

always curious regarding the job performance of its Teachers. Also, the Ministry of Education 

demands a very high measure of loyalty, patriotism, dedication, hard work and commitment 

from its Teachers (Ubom and Joshua, 2004). Similarly, the roles and contexts of educations' 

motivational methods and tools cannot be underemphasised because high motivation enhances 

productivity which is naturally in the interests of all educational systems (Ololube 2004, 2005). 

Motivation is fundamental because it explains why the employees do their work. The essential 

stimulus of work motivation is needed. Needs are the driving factors in developing work 

motivation while working in an organisation. Thus, a person's objective to work is similar to a 

teacher working to earn income and fulfil his/her needs, with hopes, desires and wishes that 

can be realised in his workplace. 

There are some factors influencing teachers' work performance in Zambia contexts. The studies 

Ayodele and Kehi (2010) put forward that work motivation is indeed an influencer of teachers' 

work performance. It was also supported by Tella (2010) on the aspects of influencing teacher's 

performance. However, most organisations' high productivity and performance could not be 

realised without employees' support and contribution because employees are responsible for 

achieving the organisation's goals and strategy. 

This study, therefore, is an attempt to examine the influence of motivation on teachers' work 

performance in selected public schools in the Lusaka urban district. Despite the teacher's low 

motivation being in existence for a long time, it seems nothing much has been done in terms 

of data gathering and research to resolve the problem, therefore, the need for this study. If the 

situation is left unresolved, low teacher motivation will continue, hence affecting their 

performance, resulting in dissatisfaction and, consequently, low productivity. Therefore, this 
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study examined the influence of motivation on teacher’s works performance in selected public 

schools in Lusaka urban district. 

1.3 RESEARCH QUESTIONS  

(i) What is the extent of Teacher motivation? 

(ii) Why Teachers exhibit or perform a particular level of performance and motivation? 

(iii) How can Teacher motivation be enhanced? 

1.4 STUDY OBJECTIVES 

1.4.1 Main Objective  

The main objective of the study was to examine the influence of motivation on Teacher’s work 

performance in selected public schools in the Lusaka urban district.  

1.4.2 Specific Objectives 

(i) To explore the extent of Teacher motivation. 

(ii) To explain why Teachers exhibit or perform a particular level of performance and 

motivation. 

(iii) To determine how Teacher motivation can be enhanced.(pragimatism) 

1.5 SCOPE OF STUDY 

This study was conducted in Lusaka urban district and focused on 10 public schools in Lusaka. 

The schools were selected to examine the role of motivation on teachers' work performance in 

selected public schools. The study showed the relationship between motivation and teacher's 

work performance, factors that affect teacher's work performance, and whether teachers' 

motivation and work performance in public schools. 

Intrinsic motivations available to teachers were observed through job recognition, teaching 

enjoyment and career development among teachers. However, extrinsic motivation included 

school policy and administration, relationship with peers, work conditions, job status, job 

security, and salary payment that influence effective teaching and learning process 
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1.6 SIGNIFICANCE OF THE STUDY 

The study will be beneficial as it will assist recognize the significance of motivation that has a 

substantial effect on teachers' profitability and performance in public schools. This study will 

enhance the teacher's performance by motivational elements to upgrade the instructive 

structure. The current study is pivotal. The study will also be beneficial to the policy creators 

and administrators as it distinguishes significant methodologies to alter the conduct of teaching 

personnel on the way to their job performance. The findings will be utilized by academicians 

and different researchers for further research on the most proficient method to enhance teachers' 

motivation. 

1.7 STUDY LIMITATIONS 

.The study was limited by several environmental factors, as it was done in Lusaka urban district 

with its geographical vastness and during the period of CONVID 19. Meant that most Teachers 

were not found in schools; hence it posed difficulties in accessing the respondents. The study 

was also limited by insufficient resources to develop the research instruments and spend on 

other research-related activities. Moreover, the study was also constrained by some 

respondents' unwillingness to give information as a consequence of unexplained suspicions. 

These limitations were overcome by employing strategies such as visiting respondents in their 

free time and operating within the budget. Furthermore, informing the respondents of the 

significance of the study and disclosing a statement of confidentiality between the researcher 

and the respondents, which any information obtained would strictly be used for academic 

purposes only and never divulged to any other person whatsoever. 

1.8 DEFINITIONS OF SIGNIFICANT TERMS. 

 Extrinsic Motivation: Occurs when a person completes an activity because it leads to 

the receipt of an external reward.   

 Intrinsic Motivation: Refers to behavior that is driven by internal rewards. In other 

words, intrinsic motivation is an energizing of behavior that comes from within an 

individual, out of will and interest for the activity at hand.   

 Motivation: Those external and internal factors that stimulate desire and energy in a 

teacher to be continually interested in and committed to his or her teaching job, and to 

exert persistent effort in ensuring students perform well in exams. 
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 Performance: For purposes of this study, performance refers to the activities of a 

teacher that relate to; preparation of teaching materials, regular and early reporting to 

work, and regular student assessments.  

 Public school: Refers to a school advanced and maintained by public coffers from the, 

parent’s community and government 

 Student/Pupil: This is a learner or someone who attends an educational institution. In 

other countries learners in secondary schools are referred to as students while in Zambia 

they are called pupils. These two words are also used interchangeably in some instances 

in this study. 

 Teacher: A person who helps students/pupils to learn. 

     1.9 SUMMARY  

This chapter provided the background of the study, statement of the problem, research 

questions, research objectives, and the scope of the study, the significance of the study 

and the definition of keywords. The next chapter discusses the literature review. 
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CHAPTER TWO: LITERATURE REVIEW 

2.0 INTRODUCTION  

The chapter reviewed the literature related to the study. The section presented the definition of 

critical concepts in the study as well as the relevant motivation theories. It also presented the 

empirical analysis of relevant studies as well as the conceptual framework for the study. 

2.1 CONCEPTUAL DEFINITIONS 

2.1.1 Motivation  

Motivation has been a subject of concern in the past years and has become an integral part of 

current organizational settings. Motivation is quite a complex subject to comprehend, thus 

placing awareness that several factors influence employees' performance in a particular 

organization. However, this implies that what motivates one worker in one organization is not 

motivating the other employee even within the same organization. Due to this complexity, 

various definitions have been put forward, and only a few of them were briefly examined.  

McShane et al. (2003, p. 132) define motivation as a factor that exists in an individual that can 

affect the way, strength, and eagerness of behaving towards work.   

Motivation is the thought that explains the propelling force in an individual that explains 

differences in intensity of behaviour" (Petri and Govern, 2004). 

Kacel and colleagues (2005) employed Herzberg's theory as a framework in their study of job 

satisfaction among 147 nurse practitioners in a Midwestern area of the United States.  This 

quantitative descriptive study found that both hygiene and motivation factors contributed to 

job satisfaction. Further, the authors mentioned that improving hygiene factors, especially 

salaries and compensation, improved job satisfaction. The researcher's views are that salaries 

and compensation help prevent an employee from being dissatisfied, and when it is absent, it 

will lead to dissatisfaction for an employee. 

Lephalala (2006) studied the factors influencing 136 nurses and their turnover in selected 

private hospitals in England, using Herzberg's theory as her framework.  The quantitative 

descriptive study used questionnaires and found that intrinsic (motivation) factors influenced 

nursing turnover and dissatisfaction. Further, extrinsic (hygiene) factors influenced nurses' 

dissatisfaction with salary and administration policies. 
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A study that utilized the motivation-hygiene theory as a framework was conducted by Mitchell 

(2009), who studied job satisfaction and burnout among 453 foreign-trained nurses in Saudi 

Arabia. It was a mixed-method study and used a three-instrument survey and focus group 

discussions. Herzberg's theory served as the framework for the study, which found that both 

motivation and hygiene factors influenced job satisfaction. These factors were recognition of 

the work itself, salary, work conditions, achievement, company policy and administration, 

relationships with supervisors and relationships with peers.  However, they attributed job 

dissatisfaction to hygiene factors, such as company policy and administration, work conditions, 

status, relationships with supervisors, security and personal life. 

Russell and Gelder (2008) studied job design and job satisfaction in 331 members of the 

International Transplant Nurses Society (ITNS), using Herzberg's theory of motivation.  This 

descriptive correlation design study used an electronic version of the job design and job 

satisfaction survey mailed to all members of the ITNS. The authors mentioned that the results 

of the study support Herzberg's theory that motivation factors, including achievement, 

recognition, the work itself and responsibility and advancement, led to job satisfaction. The 

researcher's views are that when intrinsic motivation factors are present help increase job 

satisfaction to an employee, but when they are absent, it leads to no satisfaction. 

Jones (2011) studied the effects of motivation and hygiene factors on job satisfaction on135 

school nurses. A quantitative, cross-sectional survey design was utilized. The study results 

revealed that the school nurses were satisfied with organizational policies and pay. However, 

they were dissatisfied with their jobs. Autonomy had the most influence on job satisfaction and 

task requirements, and their professional status negatively affected overall job dissatisfaction. 

The researcher's view is that organizational policies and pay do not lead to employee 

satisfaction but help prevent dissatisfaction or demotivation of employees, and poor extrinsic 

motivation leads to dissatisfaction with an employee.  

2.1.1.1 Intrinsic motivation 

It refers to behaviour that is driven by internal rewards. In other words, intrinsic motivation is 

an energizing behaviour that comes from within an individual, out of will and interest for the 

activity at hand.  No external rewards are required to incite the intrinsically motivated person 

into action. The reward is the behaviour itself (deCharms, 1968). Factors like recognition, work 

itself, achievement, growth, advancement are intrinsic solid motivational factors that influence 

teacher performance. Scholars like Bainbridge (2013) postulate that intrinsic rewards such as 
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recognition can create role models and communicate the standards of best professional 

practices. It brings about outstanding performance (Bainbridge, 2010). Examples of intrinsic 

motivation factors include; growth, recognition, responsibility, achievement, advancement. 

According to Adair (2009), motivation covers every one of the motivates that grounds a man 

to do something and the negative ones like apprehension alongside the more affirmative 

thought processes, for example, money, promotion, or acknowledgement. The foundation of 

motivation is both intrinsic and extrinsic. Intrinsic motivation occurs when individuals take 

parts in action without outer impetuses. They get inspired when they can control the measure 

of exertion they put in action. Since they know the outcomes they will get. Will not be by good 

fortune. Intrinsic is the motivation that is active by individual gratification, curiosity or 

happiness. Intrinsic factors include responsibility, achievement, advancement, growth, work 

itself, and recognition. 

2.1.1.2 Extrinsic motivation  

Hygiene factors occur when a person completes an activity because it leads to receiving an 

external reward. In this case, you engage in behaviour not because you enjoy it or find it 

satisfying but to get something in return. Examples of Extrinsic Motivation factors include; 

Salary and benefits, working conditions (such as extra responsibility allowances), supervision, 

relationship with supervisor, relationship peers, working conditions and others (Hertzberg, 

1966). Experts frequently balance intrinsic inspiration with extraneous inspiration, which is 

inspiration administered by support possibilities. Customarily teachers regard intrinsic 

inspiration to be more attractive and bring about preferable learning results over extrinsic 

inspiration. According to Deci et al. (1999), motivation is inferior, and teacher is likewise 

disappointed with their execution situation and compensation setting. The purpose for reduced 

motivation of teachers is that they have short compensations. 

2.1.2 Performance  

According to Olaniyan (1999), teachers' performance might be depicted as the responsibilities 

executed by an instructor at a particular time in the educational structure in attaining 

administrative objectives. Performance is somewhat, a singular individual does.  Execution of 

the instructors in educational institutions is exceedingly impacted my motivation. Instructors 

are when moved their execution thus come to towards unusual state. In the same vein, a few 

researchers trust that performance is shown by the representative Campbell (1990).   
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2.2 TEACHER JOB PERFORMANCE  

The employees remain an issue of great concern to numerous organizations counting the 

university. According to Doneely (2002), job performance concerns the general adequacy and 

effectiveness of completing things. It indicates how an organization is fairing. The idea of job 

performance can be seen from numerous points of view financial, industry and administration. 

According to Nwachukwu (2006), job performance is the output resulting from the input of a 

given resource at a given time.  

Mali (2005) described job performance as achieving the top of performance with minimal use 

on assets. Job performance is a fundamental element in financial advancement. It legitimatizes 

immense other use by the association and has numerous other helpful impacts since it can be 

concluded that job performance involves accomplishing more with fewer assets. It was making 

more from what you have, preferably more smart than harder. It is essential to look at the 

different methods for empowering job performance in the prompt society, which is identified 

with mental self-portraits like fearlessness, autonomy, individual accomplishment, and 

appreciation. Self-realization, which dwells at the highest point of the need chain of 

importance, is one craving for self-satisfaction and expanding one's potential. 

2.3 THE RELATIONSHIP OF MOTIVATION AND EMPLOYEE PERFORMANCE 

Motivation and performance are essential components as far as association achievement and 

accomplishments. Motivation assumes a vital part in the association since it expands the 

profitability of workers, and objectives can be accomplished in a productive means. The 

conduct of workers can be altered through inspiration and motivation in any association (Latt, 

2008) 

The study corroborates with the findings of Deci and Gagne (2005) that reported a strong 

relationship between motivation and performance. Also, the result of a study on using the 

motivational strategy as a panacea for employee retention and turnover in selected public and 

private sector organizations in the Eastern Cape Province by Samuel (2008) showed that 

employees in both the public and private sector organizations were motivated to an extent by a 

combination of intrinsic and extrinsic factors which in turn influence performance. 
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Mustafa and Othman (2010) inspected the impression of high school teachers about the 

influence of motivation on their performance at work. They established that there is a positive 

connection in the middle of motivation and job performance. 

Akanbi (2011) conducted a study that examined the impact or influence of intrinsic and 

extrinsic motivation on workers' performance. The outcome obtained from the examination 

demonstrated a relationship between extraneous that inspiration and the performance of 

workers while no relationship existed between inherent inspiration and worker's execution. 

Geoffrey (2010) stated that motivational elements fundamentally influenced teachers educating 

and exploring exercises at Makerere College; it likewise discovered that motivational variables 

did not significantly influence teachers' group administration exercises. It was presumed that; 

motivational variables do significantly affect speakers instructing what more research exercises 

are.  

Abdulsalam and Mawoli (2010) explored the relationship between motivation and performance 

of teachers and research performance. It demonstrated that motivation applies critical impact 

or influences teaching execution yet does not apply any significant impact on research 

execution. The study also prescribed that higher education institutions must capture the matter 

of scholastic personnel motivating indeed to encourage powerful instructing and conveyance 

of information. 

The current study is supported by Fredrick Herzberg (1966) two-factor motivation and hygiene 

theory. These theories are taken to directly evaluate the influence of motivation on teachers' 

work performance in selected public schools in the Lusaka urban district. 

2.4 THEORETICAL FRAMEWORK 

2.4.1 Herzberg's Motivator-Hygiene Theory 

Frederick Herzberg, a behavioural scientist, developed the factor theory on motivation or 

motivation-hygiene theory in 1959. Herzberg and his associates carried out interviews of 200 

persons, including engineers and accountants. In that survey, they were asked about the 

components of a job that make them happy or unhappy. Their answers made it clear that the 

working environment causes unhappiness or dissatisfaction (Surbhi, 2018). According to the 

theory, two factors drove employee satisfaction in the workplace: motivation factors and 



 

14 

 

hygiene factors. If lacking in a vocational environment, hygiene factors can lead to workers' 

job dissatisfaction, and the presence of motivators factors lead to employee satisfaction.  

Herzberg (1966) identified motivators as factors that motivate employees to work. These 

monitors result in the job satisfaction motivation factors are based on an individual's need for 

personal growth. When they exist, motivation factors can help to create job satisfaction 

actively. If they are effective, they can motivate an individual to achieve an above-average 

effort or performance. Motivation factors include challenging /stimulating work, gaining 

recognition, and the opportunity for advancement, responsibility, growth, and achievement. 

Herzberg et al. (1959) pointed out that the opposite of dissatisfaction is not satisfaction but no 

dissatisfaction. Both hygiene factors and motivators are essential but in different ways (Naylor 

1999: 542). Applying these concepts to education, for example, if school improvement depends 

fundamentally on improving teaching, ways to increase teacher motivation and capabilities 

should be the core processes upon which efforts to make schools more practical focus. 

In addition, highly motivated and need satisfied teachers can create an excellent social, 

psychological and physical climate in the classroom. Exemplary teachers appear able to 

integrate professional knowledge (subject matter and pedagogy), interpersonal knowledge 

(human relationships), and intrapersonal knowledge (ethics and reflective capacity) when he 

or she is satisfied with the job (Collinson, 1996; Connell and Ryan, 1984; Rosenholtz, 1989). 

Nonetheless, commitment to teaching and the workplace are enhanced by psychic rewards 

(acknowledgement of teaching competence), meaningful and varied work. Task autonomy and 

participatory decision-making, positive feedback, collaboration, administrative support, 

reasonable workload, adequate resources and pay, and learning opportunities providing 

challenge and accomplishment (Firestone and Pennel, 1993; Johnson, 1990; Rosenholtz, 1989). 

In contrast, extrinsic incentives, such as merit pay or effective teaching rewards, have not 

affected teacher job satisfaction and effectiveness among Nigerian teachers (Ubom, 2001). The 

extrinsic factors evolve from the working environment while the satisfiers are intrinsic and 

encourage greater effectiveness by designing and developing teacher’s higher-level needs. That 

gives teachers the more significant opportunity, responsibility, authority and autonomy 

(Whawo, 1993).  

Conversely, Ukeje et al. (1992: 269) believe that however highly motivated to perform, and a 

teacher maybe, he or she needs to possess the necessary ability to attain the expected level of 
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performance. Nevertheless, it is hoped that if educational administrators and policymakers can 

understand teachers' job satisfaction needs, they can design a reward system to satisfy teachers 

and meet educational goals. 

Table 2.1: Motivation and Hygiene Factors 

 

 

 

 

 

 

 

 

Motivation factors (intrinsic) Hygiene factors (extrinsic) 

 Growth 

 Achievement 

 Advancement 

 Responsibility 

 Recognition 

 Work itself 

 Company policy and administration  

 Relationship with supervisor  

 Working conditions  

 Salary  

 Job security  

 Status  

 Supervision 

 Relationship with peers 
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Source: Lunenburg and Ornstein (2010, p. 85) 

2.4.1.1 Motivation factors (intrinsic)  

Help to increase the job satisfaction of an employee. Increases their efficiency and ultimately 

leads to an increase in organisational effectiveness or performance. These have been 

identified as rewards or incentives that sharpen the drive to satisfy the wants of employees 

Zimmerman (, 1988). Hygiene or extrinsic factors were identified as factors that prevented 

job dissatisfaction. The fulfilment of hygiene factors did not make an employee happy or 

satisfied; an employee's efficiency will usually decrease 

2.4.1.2 Hygiene factors (extrinsic) 

. These are based on the need for the organisation to avoid unpleasantness within the working 

environment. If these factors are considered inadequate by an employee, it causes 

dissatisfaction. Typical hygiene factors include company policy and administration, 

supervision, relationship with supervision, work condition, salary, peers, personal life, and 

relationship with subordinates, status, and job security. Abdulrahman (2018) pointed the role 

of hygiene factors is to prevent workers' discontent. In other words, these factors do not lead 

to higher levels of motivation but, without them, there is dissatisfaction. Unlike hygiene factors, 

motivation factors can genuinely encourage employees to work hard and enjoy their jobs. 

However, Herzberg's theory has been widely accepted by managers (example given, Latham 

2007, Miner 2005, Steers and Porter 1983), this theory has been criticised. For example, Reid 

(2002) argued that the work of Herzberg is an examination of job satisfaction rather than the 

motivation of employees. Reid also argued that no matter how much emphasis is laid on 

intrinsically rewarding factors, if hygiene factors such as low pay are not addressed, their full 

effect cannot be felt. 

Moreover, Brenner et al. (1971) contradict Herzberg's proposition that motivation factors 

increase job satisfaction and hygiene factors lead to job dissatisfaction. His study and others 

indicated that the employees received job satisfaction and dissatisfaction from motivating 

hygiene factors. Similarly, Locke (1976) assessed Herzberg's two-factor theory and argued that 

job satisfaction and dissatisfaction result from different causes. 



 

17 

 

2.5 EMPIRICAL REVIEW 

Glass (2011) approved a study on The Influence of Teacher Motivation in the Setting of 

Performance-Based Recompense. This study determined to examine motivation in the context 

of presentation based compensation schemes. The researcher responds to four research 

questions: To what degree Teachers motivated for behavioristic/financial details and extrinsic 

rewards are? To what extent are Teachers interested in altruistic (intrinsic) reasons and intrinsic 

rewards? To what extent are Teachers concurrently motivated by both behavioristic/financial 

and altruistic? Furthermore, to what extent are behavioristic/financial or altruistic instigators 

more dominant in what energies teachers? The study sampled 278 Teachers in the district of 

Colorado, and the investigator used a descriptive statistical examination technique to address 

the investigation questions.   

The study exposed that, firstly, Teachers are interested in behavioristic/financial motivators. 

However, while it seems Teachers desire to earn more money, this did not seem to interpret 

into an apparent behavioural change in terms of work conducts. Secondly, Teachers are also 

interested in altruistic/public service incentive reasons. Thirdly, teachers can concurrently be 

motivated by both economic and altruistic incentives. Finally, the philanthropic/community 

service motivation example seems to be the stouter of the two in what drives educators. 

However, the behavioristic/financial paradigm does suggest the ability to draw the attention of 

educators to those things to which financial incentives are devoted.  

The factors that were found influencing teacher motivation in the revealed study or literature 

are similar to the findings of the current research study. These factors under intrinsic motivation 

include recognition, advancement, achievement, growth, responsibility and work itself. In 

contrast, extrinsic motivation includes company policy and administration, relationship with 

supervisors, working conditions, salary, job security, status, supervision, and relationship with 

peers. However, in the reviewed study, it was found that behavioristic/financial motivators and 

economic incentives were motivating the teacher performance. In contrast, in the current study, 

the following factors salary and work condition were found to be low to teachers, leading to 

demotivating teacher work performance.  

The study recommended that establishments should avoid mandating simple cash-for-test-

scores models of performance pay. Support the creation of recompense models that assume 

teachers are interested in both intrinsic reasons and economic reasons. Furthermore, consider 

Herzberg's (1959) two factor model in design and Inspire teachers by connecting their work to 
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the moral drive and social significance of education while incentivising those outcomes and 

events most closely associated with student attainment (Glass, 2011).  

Nawaz and Yasin (2015) led a study on Determinants of Motivation in Teachers in Bahawalpur, 

Pakistan. The objectives of the study were (1) To regulate the factors affecting the motivational 

level of secondary institute teachers of Bahawalpur, (2) to determine how intense is the 

influence of these variables on the motivational level of secondary faculty Teachers, (3).to 

decide whether secondary school teachers are interested in only one factor or there are a group 

of factors that inspire them, and to determine that if workers are motivated by more. Five chain-

networked subordinate schools were included in the examination. A sample size of 136 

Teachers was nominated for the study. The study implemented a mixed research study design. 

Results of the study exposed revealed that employees are motivated by handsome prompt 

salary, unbiased appraisals, positive behaviour of students, attendance of staff rooms, friendly 

setting, availability of learning resources, small class size, less distance from the school, 

selecting upper class as target market and independence given to school instructors (Nawaz 

and Yasin, 2015). 

The factors that influence teacher motivation in the revealed study or literature are similar to 

the current study's findings. These factors under extrinsic motivation include company policy 

and administration, relationship with supervisors, working conditions, job security, status, and 

supervision relationship with peers. However, in the revealed study, it was found that 

employees are motivated by handsome prompt salary, unbiased appraisals, positive behaviour 

of students, attendance of staff rooms, friendly setting, availability of learning resources, small 

class size, less distance from the school, selecting upper class as target market and 

independence given to school instructors. In contrast, in the current study, salary and work 

conditions were low, demotivating teacher work performance. 

Chudi-Oji (2013) directed a study on the impact of motivation on Teachers-students' 

performance in secondary schools in Udi local government part in Nigeria. The study exposed 

that education was recognised as the essential basis on which the nation could purpose 

effectively. The government's social-political and financial viability depended solely on the 

excellent education given to her countries. Therefore, the technical development of the 

populace had to be well educated, so those who communicated the needed knowledge had to 

be interested as it is the key to performance and enhancement.  
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The purpose of the study was to recognise the impact of motivation on the Teachers' 

performance and learners' academic performance. A survey study was approved in selected 

schools in Udi local government areas, private and public institutes. Questionnaires were 

managed, organised and analysed to regulate the mean score. Findings were based on the 

responses of respondents concerning the research questions. However, Chudi (2013) found out 

that Teachers refused to teach effectively in lessons causing a deterioration in performance 

because of irregular reimbursement of salaries. 

The research also presented that Teachers required more information from programs like 

meetings, workshops to mention a few. Teachers were also not thoughtful with their work 

because of inadequate elevations; also, Teachers abandoned instruction and went for better-

paid jobs. They declined to carry out their duties efficiently and effectively because of their 

welfare being abandoned. Chudi (2013) suggested that school heads use correct motivation 

policies like responsibilities, recognition, and others. Teachers should also work hard to 

improve knowledge and services. Society should identify Teachers and respect them in 

building the country. Institutional materials and other services should be made available to 

Teachers in resounding out their responsibilities. 

The factors that influence teacher motivation in the revealed study or literature are similar to 

the current study's findings. These include recognition, advancement, achievement, growth, 

responsibility, and work itself. Under extrinsic motivation includes company policy and 

administration, relationship with supervisors, working conditions, salary, job security, status, 

supervision, and relationship with peers. However, in the reviewed study, it was found that 

Teachers rejected teaching effectively in lessons, causing a deterioration in performance 

because of irregular reimbursement of salaries. 

The research also presented that Teachers required more information from programs like 

meetings, workshops to mention a few. Teachers were not also thoughtful with their work 

because of inadequate elevations; also Teachers abandoned instruction and went for better-paid 

jobs, and they declined to carry out their duties efficiently and effectively because of their 

welfare being abandoned while in the current study, the findings march with the revealed study 

the following salary and work condition factors were found to be low as such demotivating 

teacher work performance. 

Aacha (2010) directed a study investigating the influence of motivation on primary school 

teachers' performance in the Kimanya-Kyabakuza division, Masaka district in Uganda. The 
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examination was to find out whether teachers' motivation influenced their role to perform and 

the influence of intrinsic and extrinsic inspiration. A descriptive survey design was adapted. 

Primary data was composed using structured surveys for teachers and informative critical 

guides for Head Educators and Education Officers in the municipal. Both qualitative and 

quantitative numbers were composed. The research findings exposed that the performance of 

Teachers was respectable, although motivation was insufficient. A significant positive 

relationship between intrinsic incentive and teachers' performance originated in primary 

schools in the separation.  

On the other hand, the relationship revealed between extrinsic motivation and teachers' 

performance implies extrinsic motivation pretentious Teachers' performance. In order to 

advance Teachers' inspiration and performance at work, the study suggested an increment in 

primary Teachers' salaries to compete for their cost of living, provision of lodging, 

strengthening of supervision, and introducing prizes to good players, among others. 

The factors that influence teacher motivation in the revealed study or literature are similar to 

the current study's findings. These intrinsic motivation factors include recognition, 

advancement, achievement, growth, responsibility, and work. Under extrinsic motivation 

includes company policy and administration, relationship with supervisors, working 

conditions, salary, job security, status, supervision, and relationship with peers. However, in 

the reviewed study, it was found that teachers' performance was respectable, although 

motivation was insufficient. A significant positive relationship between intrinsic incentive and 

teachers' performance originated in primary schools in the separation. 

On the other hand, the relationship revealed between extrinsic motivation and teachers' 

performance implies extrinsic motivation pretentious Teachers' performance. In the current 

study, the following factors salary and work conditions were low, demotivating teacher work 

performance. 

Tumaini (2015) directed a study on non-monetary inducements to Teachers' retention in public 

secondary schools in the Korogwe urban town of Tanzania. The specific objectives focused 

on: discovering the types of non-monetary incentives provided to Teachers. They were finding 

out Teachers opinions on the impact of non-monetary incentives on their job retraining and 

investigating the organisation's challenges in providing non-monetary inducements to Teachers 

in individual schools. A theoretical framework guides this study based on Maslow's Hierarchy 

of Needs, Vroom Expectation theory of motivation, and Adam's Equity theory of motivation. 
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The study tested four public schools and employed a diverse research approach. Purposive and 

stratified sampling events were used to select a sample of 65 respondents.  

The findings exposed that Teachers' elevation is still a big challenge in communal secondary 

schools; as a result, very few Teachers were fulfilled while the majority of teachers were not 

satisfied with the promotion supervision. Moreover, non-monetary inducements seem to 

negatively influence Teachers' retention, as the findings indicated that those who were satisfied 

with the encouragements remained in schools. At the same time, those who were not content 

left the teaching profession. It was also found that lack of resources plays a vital role in the 

Teachers' job dissatisfaction. It is determined that school management should work on the 

encounters affecting Teachers' retention through school developments, social welfare, actual 

orientation and mentorship (Tumaini, 2015). 

The factors that influence teacher motivation in the revealed study or literature are similar to 

the current study's findings. These include recognition, advancement, achievement, growth, 

responsibility, and work itself. Under extrinsic motivation includes company policy and 

administration, relationship with supervisors, working conditions, salary, job security, status, 

supervision, and relationship with peers. However, in the reviewed study, it was found that 

Teachers' elevation is still a big challenge in communal secondary schools; as a result, very 

few Teachers were fulfilled while the majority of teachers were not satisfied with the promotion 

supervision. Moreover, non-monetary inducements seem to negatively influence Teachers' 

retention, as the findings indicated that those who were satisfied with the encouragements 

remained in schools. At the same time, those who were not content left the teaching profession. 

It was also found that lack of resources plays a vital role in the Teachers' job dissatisfaction 

while, in the current study, these factors were found to be low as such dissatisfied the teacher's 

work performance. 

Oppong (2015) carried out a study on the effect of motivation on Teachers' work performance 

in public senior high schools in the Sekyere South district in Kenya. A cross-sectional project 

which employed quantitative methods of data collection and analysis was applied. Two 

hundred and thirty-two (232) Teachers were sampled for the study. Quantitative statistics were 

collected through an organised survey that an investigator designed for the study. Primary 

descriptive data such as frequencies, percentages and means were used in the univariate 

analysis. Bivariate analysis using the chi-square test of independence was conducted to 

determine the relationship between motivation and work performance.  
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The influence of motivation on Teachers' presentation was determined by the selection of a 

multivariate which utilised a; Direct logistic regression model. Study results revealed that the 

association between class size and Teachers' performance was a non-signification relationship; 

the Institute environment was also non-significantly connected to Teachers' performance. The 

Direct logistic regression analysis exposed that non-cash inducement, cash incentive, school 

situation, and class size put together influences Teachers' performance. The odds' of performing 

well was also high among Teachers whose school setting was conducive and who benefited 

from non-cash incentives. The study accomplishes that a strategic mix of cash and non-cash 

incentives is obligatory on a sustained basis for Teachers' incentives and increased performance 

(Oppong, 2015). 

The factors that influence teacher motivation in reviewed study or literature are similar to the 

current study's findings. The factors under intrinsic motivation include recognition, 

advancement, achievement, growth, responsibility and work itself. Extrinsic motivation 

includes company policy and administration, relationship with supervisors, working 

conditions, salary, job security, status, supervision, and relationship with peers. However, in 

the reviewed study, it was found that non-cash inducement, cash incentive, school situation, 

and class size put together influences Teachers' performance. The odds' of performing well was 

also high among Teachers whose school setting was conducive and who benefited from non-

cash incentives. At the same time, in the current study, the following factors salary and work 

condition extrinsic motivation were found to be low as such caused dissatisfied teacher work 

performance. 

Mawala and Kabeta (2019) directed a study on Head Teachers' Motivational Practices on 

Teacher Performance in Public Secondary Institutes of Chililabombwe District- Zambia. This 

study aimed to investigate the influence of Head Teachers 'motivational practices on teacher 

presentation. The study accepted a mixed-method design. Random sampling was used to select 

the Teachers, while the Head Teachers were designated using purposive sampling. The 

respondents were asked whether the headTeachers' motivation influenced Teachers' job 

performance. 

In contrast, 76% of the research respondents agreed that it had because interested Teachers 

were easy to supervise. Such teachers performed their jobs very well, thereby attracting more 

apprentices into the school. 84% of the research participants affirmed that local incentives 

provided by the Head Teacher enhanced teacher performance.  
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The research results revealed challenges faced by Head Teachers in motivating teachers in 

public Secondary Schools, such as insufficient funding from management, non-payment of 

tuition fees by learners due to financial hardships, low staffing levels in some subjects and 

interference from political workplaces. The study concluded that Head Teachers play a 

significant role in motivating Teachers and that these motivational roles positively impact 

Teachers' performance. The study commends more vital and timely motivation practices by 

headteachers in order to improve teacher performance. These practices may not essentially be 

in monetary terms. However, such as approval and appreciation of good performance by 

educators (Mawala and Kabeta, 2019) The results of the research revealed challenges faced by 

Head Teachers in trying to motivate teachers in public Secondary Schools, such as insufficient 

funding from management, non-payment of tuition fees by learners due to financial hardships, 

low staffing levels in some subjects and interference from political workplaces. The study 

concluded that Head Teachers play a significant role in motivating Teachers and that these 

motivational roles positively impact Teachers' performance. The study commends more vital 

and timely motivation practices by headteachers in order to improve teacher performance. 

These practices may not essentially be in monetary terms but such as approval and appreciation 

of good performance by educators (Mawala and Kabeta, 2019). 

The factors that influence teacher motivation in the revealed study or literature are similar to 

the current study's findings. These include recognition, advancement, achievement, growth, 

responsibility, and work itself. Under extrinsic motivation includes company policy and 

administration, relationship with supervisors, working conditions, salary, job security, status, 

supervision, and relationship with peers, etc. However, in the revealed study, it was found that 

the results of the research challenges faced by Head Teachers in trying to motivate teachers in 

public Secondary Schools, such as insufficient funding from management, non-payment of 

tuition fees by learners due to financial hardships, low staffing levels in some subjects and 

interference from political workplaces. The study concluded that Head Teachers play a 

significant role in motivating Teachers and that these motivational roles positively impact 

Teachers' performance. In contrast, in the current study, the following salary and work 

condition factors under extrinsic motivation were low as such caused dissatisfied teacher work 

performance. 
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2.6 CONCEPTUAL FRAMEWORK  

Many scholars have studied Teacher work performance, and some have used student output to 

relate as measurements of Teacher performance. In this study, the research did not use student 

or pupils output as a measurement of Teacher performance but looked at what motivates the 

teacher or interests him/her to perform a task. Teacher performance is conceptualised as 

preparing teaching materials, regular and early reporting to work (attendance), attending school 

functions and meetings, supervising school activities, classroom management, and regular 

student assessment or evaluation (Adam, 2007; Aacha, 2010). 

Under motivation, many researchers have measured motivation as energy drive whilst others 

measure motivation as satisfaction. The study used job satisfaction to measure motivation 

factors. Extrinsic variables that prevent dissatisfaction with workers are salary, company 

policy, relationship with supervisor, supervision, relationship with peers, personal life, 

relationship with subordinates, status and job security. In contrast, intrinsic variables are those 

factors that satisfy workers to perform, such as work itself, growth, responsibility, achievement, 

recognition and advancement (Hertzberg 1960). The motivators (intrinsic) and hygiene 

(extrinsic) factors are the guiding theory in this research. The conceptual framework diagram 

considers the key factors, variables, concepts, and relationships among them. These collections 

of variables are employed to examine the influence of motivation on teachers' work or job 

performance. 
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Table 2.2 conceptual framework 

Independent variables                                                        Dependent variables  

 

 

 

 

 

 

 

 

2.7 SUMMARY 

The chapter has presented the literature on the topic the researcher was conducting. The 

reviewed literature in chapter three was done, the next chapter presents the methodology that 

the study used to take, which is somewhat different from the literature reviewed and were ever 

possible, the next chapter justifies the model chosen. 

Teachers’ Work Performance 

 Report for work on time  
 

 Prepare and come with lesson plan in class 

 Attend class lesson regularly 
 

 Mark test and give feedback to pupils 
 

 Supervise all school activities  
 

 Use of teaching aid to promote learning 
 

 Participate in co-curricular school activities. 

 

Intrinsic factors 

 Recognition  

 Responsibility 

 Achievement 

 Work itself  

 Growth  

 Advancement  
 
 
 
Extrinsic factors 

 Company policy  

 Supervision 

 Work conditions 

 Relationship with 
subordinates 

 Status  

 Relationship with supervisor 

 Salary 

 Relationship with peers 

 Personal life 

 Job security 
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 CHAPTER THREE: RESEARCH METHODOLOGY 

3.0 INTRODUCTION  

The research procedure was the most critical part of the investigation because it dealt with how 

it was done; the procedures involved the techniques and steps used to assemble and analyse 

data. 

3.1 RESEARCH DESIGN  

. Kothari (2004) defines research design as the arrangement of the conditions for collecting and 

analysing data in a manner that aims to combine relevance to the research purpose with 

economy in procedure. The study had adopted a survey research design. According to Mugenda 

and Mugenda (2003), a survey is an attempt to collect data from members of a population to 

determine the current status of that population concerning one or more variables. Survey 

research is considered the best method available to social scientists and other educators 

interested in collecting original data to describe a population that is too large to observe 

directly. This research design was therefore found suitable in studying the influence of 

motivation on teachers' work performance, since the researcher would not be able to manipulate 

such factors as they have already occurred, coupled with the fact that the study targeted a large 

population of Teachers spread across the entire Lusaka urban district. 

3.2 TARGET POPULATION AND SAMPLE SIZE 

A population is any group of persons with one or more shared characteristics and interests the 

investigator (Creswell, 2012). Therefore, the population for this study covered all the teachers 

in the public schools in Lusaka urban district. 

3.2.1 Sample size 

Kothari (2014) defined sample size as a small group of research participants drawn from a 

population about which an investigator was interested in getting the evidence to arrive at an 

assumption. This study had expediently sampled 10 selected public urban schools in the Lusaka 

district, and after that, a random sample of 10 teachers was selected from each school. In this 

study, a sample of 100 respondents comprised of class teachers only were used by responding 
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questionnaires. Formula for Yamane and Taro, (1967) was used to calculate the sample 

size
496

1+496(0.1)2
  = 100.            

Table 3.1 Composition of study 

Participate  Population size  Sample  size  

Class Teachers  496 100 

Total  496 100 

 

3.3 SAMPLING TECHNIQUES 

In this study, a random sampling method was used in gathering data. Creswell (2012) defined 

random sampling as a subset of randomly selected persons from a populace. The goal is to 

obtain an example that is representative of the particular population. A random sampling 

method was adopted in getting the respondents to answer the surveys. Kothari (2014) says that 

the sampling method was used because it guarantees desired representation of the functional 

subgroups 

3.4 DATA COLLECTION  

In this study, both primary and secondary data were applied as methods of data gathering. 

Primary data are those numbers that have been composed for the first time, such as surveys, 

while secondary data are those data that have been composed by someone else and exist 

somewhere (Kothari 2014). The collection of data were done through a primary foundation. 

Primary data was attained from respondents by the management of questionnaires 

3.4.1 Primary Data. 

Primary data is unique and collected for the first time by the investigator. It is gathered through 

a survey. Using primary data as the technique, collect data during doing trials in experimental 

research (Kothari 2014). In this study, information was gathered through the administration of 

a survey to the class teachers to selected public schools in Lusaka urban. Using primary data 

as a data collection technique has involved a questionnaire, which allowed the researcher to 

gather evidence that cannot be easily attained or obtained.  

3.4.2 Questionnaire 
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According to Kothari (2014), a survey collects numbers that use a set of questions for gathering 

data. In this method, figures were collected with the help of inquiries through technique. The 

selected respondents of this study responded to questions on their own and returned them to 

the investigator. Both structured and semi-structured enquiries were used in helping the 

investigator to get answers and relevant material from the respondent 

3.4.3 Secondary Data  

Secondary data are previously available and were composed of secondary sources of 

publications, documents such as journals, newspapers, books, websites, and other documents 

available in libraries counting research reports from distinguished academicians (Kothari 

2014). In this education, secondary data will be collected through various documents like 

books, websites, and journals applicable to the study's theme for the assembly of information 

3.5 RELIABILITY AND VALIDITY OF DATA  

Best and Kahn (2012) defined validity as the quality of a data meeting instrument or procedure 

that enables it to amount what is supposed to amount. In justifying the validity of this study, 

many steps will be taken. First, using a random sample will deliver the study with rich data to 

generalise results to broader populations. Second, the data collection method through the use 

of survey descriptive will ensure excellent results.  

On the other hand, reliability is the degree of regularity that the instrument or procedure 

demonstrated (Best and Kahn 2012). In this study, reliability was achieved by measuring 

consistent results from the respondents. Reliability of data ensured through evidence collected 

from applicable respondents with specific consideration to critical issues related to the role of 

motivation on teachers' work performance in public schools in Lusaka urban, proper wording 

of instructions and logical procedure of questions that will be requested. 

3.6 DATA ANALYSIS  

. LeCompte and schensul (2013) defined data analysis as reducing a large amount of collected 

data to make sense of them. Primary data from the field was edited to eliminate errors made by 

respondents. Given that the study was descriptive in its significant characteristics, descriptive 

statistics were used as the primary method of data analysis.  The data analysis commenced with 

editing and inspection of the pieces of data to identify simple mistakes, items that were wrongly 

responded to and any blank space left unfilled by the respondents.  The statistical computer 
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package for social science (SPSS) version22 was used to process all the quantitative responses 

from the questionnaire. The questionnaire items were sorted, coded and fed into the SPSS 

program to generate frequencies and percentages and data was presented using frequency 

distribution tables. 

3.7 ETHICAL CONSIDERATION 

In order to abide by the research ethics during the data gathering stage, the researcher had to 

seek clearance from The University of Zambia ethical permission committee. In addition, class 

Teachers were informed in advance about the anonymity and discretion in investigations to 

make them feel free to express their opinions. Confidentiality was upheld during the data 

analysis, and extra care was taken to ensure that the information collected did not harm any 

participant. The researcher endeavored to assure the respondents that, data obtained would be 

used for academic purposes only. 

3.8 SUMMARY 

This chapter presented the methodology that was used to attack the delinquent at hand. The 

researcher adopted quantitative studies and used descriptive statistics to analyse data. The study 

used questionnaires to collect data. The statistical computer package for social science (SPSS) 

version22 was used to process all the quantitative responses from the questionnaire. 

Furthermore, simple random sampling techniques were used to select respondents and ethical 

consideration. 
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CHAPTER FOUR: PRESENTATION OF STUDY FINDINGS 

4.0 INTRODUCTION 

This chapter deals with the presentation of study results. The purpose of the study was to 

investigate the influence of motivation on teachers work performance in selected public schools 

in Lusaka urban district. The following research objectives guide the analysis and discussions 

(I) To explore the extent of Teacher motivation. 

(ii) To explain Teacher exhibit or perform particular level of performance and motivation. 

(iii) To determine how teacher motivation be enhanced. 

However, the response rate and demographic characteristics of Teachers are presented first to 

provide a clear representation of the nature of individuals that participated in the research study. 

4.1 RESPONSE RATE 

. The study was conducted among 100 respondents from 10 selected public schools in Lusaka 

urban District. Initially, 100 questionnaires were sent to randomly sampled 10 Teachers in each 

of the 10 selected public schools in the Lusaka Urban District. The overall questionnaire 

response rate was 85% (85/100) were valid responses, and 15% (15/100) were not returned. 

4.2 DEMOGRAPHICS OF RESPONDENTS 

Information about the background characteristics of teachers in public schools in the Lusaka 

urban District is presented in this section. These include gender, age, their highest level of 

education, and the duration of service they had spent at the schools. These were studied as 

shown in the tables and figure below.  

. 
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               Figure.4.1: Gender of Respondents 

 

                 Source: Field Data (2020) 

Figurer 1 Indicates that out of 85 respondents who completed the questionnaire, 50 representing 

(58.8%) of the Teachers were females while 35 representing (41.2%) were males. This means 

that there were more females represented in the study than males. Possibly means that there is 

a more significant gender gap among the selected public school Teachers that were selected in 

Lusaka urban District. 

Table 4.1: Age of Respondents. 

AGE RANGE Frequency Percent 

BELOW 30 YEARS 6 7.1 

31-39 YEARS 40 47.1 

40-50 YEARS 31 36.5 

51-60 YEARS 8 9.4 

Total 85 100.0 

Source: Field Data 2020 

Frequency Percent

35

41.2%

50

58.8%Male Female



 

32 

 

Table 1: Regarding the age of respondents, the majority of the respondents fell between the 

ages of 31-39 years with a percentage of 40 (47.1%), 40-50 represent 31 (36.5 %), 51-60 

represent 9.4 %, while the least was below 30 years represent 7.1%. This implies that the 

majority of the teachers in public schools is in their most dynamic age group. Such Teachers 

are likely to perform better at their jobs 

Table 4.2: Education Qualification 

 

 

 

 

 

 

Source: Field Data 2020 

 Table 2 indicates that the majority 40 (47.1%) of the respondents, had attained Diploma, 37 

(43.5%) were Bachelor's Degree holders, with certificate holders recording a frequency of 4 

(4.7%) and 4 (4.7%) having completed Master's as their highest level of education. This shows 

that the majority of the respondents were skilled and knowledgeable enough to teach pupils at 

public schools 

     

  

Qualification Frequency Percent 

Certificate 4 4.7 

Diploma 40 47.1 

Bachelor’s Degree 37 43.5 

Master’s Degree 4 4.7 

Total 85 100.0 
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 Table  4.3: Respondent responses on duration of service. 

 

       Source: Field Data 2020  

Table 3 showed majority 24 (28.2%) of respondents had spent 16-20 years of service as 

Teachers, whereas 21 (24.7%) had worked for a period above 21 years, while 20(23.5%) had 

worked as teachers for a period between 11 – 15 years. 15 (17.6%) had worked as teachers for 

6 – 10 years while 5 (5.9%) had served above 1-5 years of service, respectively. This implies 

that public schools in Lusaka urban District have experienced staff who are likely to perform 

better at their jobs due to experience gained over time 

4.3 INFLUENCE OF MOTIVATION (INTRINSIC) FACTORS ON TEACHERS 

WORK PERFORMANCE 

The word 'motivation' comes from the Latin word mover or 'to move'. The definition of 

motivation is 'how to provide something to a person to drive him/her to do something' 

(Ruthankoon & Ogunlana, 2003, p. 333). In the two-factor theory, motivation is the variable 

most strongly correlated with job satisfaction. Herzberg and his colleagues argued that the 

motivation factors must be improved to increase employees' job satisfaction. According to 

Herzberg's theory, motivation factors, or motivators, are intrinsic to the job and lead to positive 

attitudes towards the job because they satisfy the 'need for growth or self-actualization' 

(Herzberg, 1966, p. 75). Motivation factors are related to a person's job satisfaction and include 

advancement, the work itself, possibility of growth, responsibility, recognition and 

achievement 

TENURE Frequency Percent 

1-5 years 5 5.9 

6-10 years 15 17.6 

11-15 years 20 23.5 

16-20 years 24 28.2 

21 years and above 21 24.7 

Total 85 100.0 
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Table 4.4: Intrinsic Motivation Factors Among Teachers 

S/N INTRISIC 

MOTIVATION 

FACTORS AMONG 

TEACHERS 

RESPONSES 

STRONGLY 

AGREE 

AGREE SOMEWHAT 

AGREE 

DISAGREE STRONGLY 

AGREE 

F % F % F % F % F % 

1 Recognition 36 42.4 31 36.5 11 12.9 5 5.9 2 2.4 

2 Work itself 39 45.9 29 34.1 11 12.9 4 4.7 2 2.4 

3 Achievement 36 42.4 33 38.8 8 9.4 5 5.9 3 3.5 

4 Responsibility 46 54.1 27 31.8 8 9.4 3 3.5 1 1.2 

5 Growth 48 56.5 25 29.4 0 0 6 7.1 6 7.1 

6 Advancement 46 54.1 26 30.6 6 7.1 4 4.7 3 3.5 

Source: Filed Data 2020 

Positive recognition happens when employees receive praise or rewards for reaching specific 

goals at their job or producing high-quality work. At the same time, negative recognition at 

work includes criticism and blame for the job done. The job must provide praise or rewards to 

employees when they reach specific workplace goals to motivate them.  

Table 4 indicates that out of the 85 respondents who did complete the questionnaire, the 

majority of teachers, 36 (42.4%), stated that they strongly agree that the recognition motivator 

influences teachers work performance. 

The actual content of job tasks and assignments has either a positive or a negative effect on 

employees. Whether the job is too easy or too difficult, exciting or tedious, can impact the 

satisfaction or dissatisfaction of employees in the workplace. The job must provide positive 

satisfaction to employees to motivate them. 
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The majority of teachers, 39 (45.9%), stated that they strongly agree that the work itself 

motivates and influences teacher work performance; this implies that the majority of Teachers 

are motivated by work itself with percentage. 

Positive achievement includes achieving a specific success, such as completing a difficult task 

on time, solving a job-related problem, or seeing positive results of one's work. Negative 

achievement involves failure to make progress at work or poor decision-making on their job. 

Employees are motivated when they achieve and accomplish complex tasks on time. 

The majority of respondents, 36 (42.4%), stated that they strongly agree that achievement 

influences teachers work performance, implying that the majority of Teachers are happy when 

they succeed or accomplish a difficult task on time and make them motivated. 

Responsibility includes both responsibility and authority about the job.  Responsibility is 

related to gaining satisfaction from being given the responsibility and freedom to make 

decisions. Gaps between responsibility and authority negatively impact job satisfaction leading 

to dissatisfaction. The job must provide responsibility and authority to an employee to make a 

free decision at work to motivate an employee. 

The majority of respondents, 46 (54.1%), stated that they strongly agree that responsibility 

influences teachers' work performance. This implies that the majority 46 of Teachers feel happy 

when they are provided responsibility and freedom to make decisions when carrying out a task 

and make them motivated. 

Possibilities for growth are the real opportunities for a person to experience personal growth 

and be promoted in the workplace. This allows for professional growth, increased chances to 

learn new skills, undergo training in new techniques and gain new professional knowledge. 

The job must provide a platform for an employee to be promoted and learn new skills in the 

organization to motivate them. 

Table 4 also indicates that out of the 85 respondents who did complete the questionnaire, the 

majority 48 (56.5%) stated that they strongly agree that growth influences teachers work 

performance, meaning the majority of Teachers are happy when they learn new skills, 

promoted and acquire new professional knowledge at the workplace and make them motivated. 
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Advancement is defined as the upward and positive status or position of the person or employee 

in the workplace. A negative or neutral status at work is considered negative advancement. 

The job must provide a platform for employees to advance in terms of education to be 

motivated.  

Table 4 indicates that out of the 85 respondents who did complete the questionnaire, the 

majority 46 (54.1%) stated that they strongly agree that advancement influences teacher's work 

performance, implying that the majority of Teachers are happy when they advance and acquire 

new knowledge at a workplace which makes them motivated 

4.4 INFLUENCE OF HYGIENE (EXTRINSIC) FACTORS ON TEACHER WORK 

PERFORMANCE. 

The term hygiene comes from the Latin word hygiene'. According to Herzberg and colleagues, 

this term is used about medical hygiene, which operates to remove health hazards from the 

environment (1959). Disease from health hazards or hygiene is preventable; similarly, 

employee dissatisfaction from hygiene issues at work is preventable. Hygiene factors are the 

variables correlated with reducing job dissatisfaction, as opposed to motivation factors, which 

directly influence an employee's motivation and satisfaction.  

Hygiene factors are related to the conditions surrounding the 'doing' of the job or the workplace. 

Herzberg states that the hygiene factors are extrinsic to the job and, if present, prevent job 

dissatisfaction because hygiene factors react to the environment and workplace for 'the need to 

avoid unpleasantness' (Herzberg, 1966). Extrinsic factors include interpersonal relations, 

salary, company policies and administration, job security, relationship with supervisors and 

working conditions (ibid). 
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Table.4.5: Extrinsic Motivation Factors Among Teachers 

S/N EXTRINSIC 

MOTIVATION 

FACTORS AMONG 

TEACHERS 

RESPONSES 

STRONGLY 

AGREE 

AGREE SOMEWHAT 

AGREE 

DISAGREE STRONGLY 

AGREE 

F % F % F % F % F % 

1 Company Policy and 

Administration 

25 29.4 34 40 16 18.8 6 7.1 4 4.7 

2 Presence of 

Supervisor 

25 29.4 39 45.9 13 15.3 6 7.1 2 2.4 

3 Relationship with 

Peers 

27 31.8 34 40 13 15.3 6 7.1 5 5.9 

4 Work Conditions 7 8.2 19 22.4 15 17.6 13 15.3 31 36.5 

5 Salary and Salary 

Increment 

10 11.8 12 14.1 8 9.4 20 23.5 35 41.2 

6 Relationship with 

Supervisor 

24 28.2 38 44.7 16 18.8 5 5.9 2 2.4 

7 Job Status 29 34.1 37 43.5 14 16.5 4 4.7 1 1.2 

8 Personal Life 30 35.3 34 40 16 18.8 5 5.9 0 0 

9 Relationship with 

Subordinates 

30 35.3 36 42.4 14 16.5 3 3.5 2 2.4 

10 Job Security 32 37.6 31 36.5 17 20 4 4.7 1 1.2 

Source: Filed Data 2020 

Company policies and administration include descriptions of adequate or inadequate company 

organization and management policies and guidelines. This factor involves good or poor 
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organizational policies that affect the employee. For example, they may include a lack of 

delegation of authority, poor policies and procedures and poor communication. Table 5 

indicates that out of the 85 respondents who did complete the questionnaire, the majority, 34 

(40%), stated that company policy and administration influences teachers work performance, 

meaning the majority of Teachers are happy with company policy and administration, which 

make them motivated. 

Supervision is associated with the competence or incompetence and fairness or unfairness of 

the supervisor or supervision. This includes the supervisor's willingness to delegate 

responsibility or to teach, fairness and job knowledge.  A good supervisor, or access to 

supervision, is essential to enhance the employee's level of job satisfaction. Poor leadership or 

management may decrease the level of job satisfaction in the workplace. The table above 

indicates that out of the 85 respondents who did complete the questionnaire, the majority, and 

39 (45.9%), stated that supervisors influence teachers' work performance, implying that most 

teachers are happy with their supervisors, which make them motivated. 

Table 5 also shows that the majority, 34 (40%), stated that they agree that relationship with 

peers influences teachers work performance, denoting that the majority of teachers are happy 

with the relationship with their peer's make them motivated. 

Working conditions. These factors involve the physical surroundings of the job and whether 

there are good or poor facilities. Working conditions may include the amount of work, space, 

ventilation, tools, temperature and safety. A good environment, as opposed to a poor 

environment, makes employees satisfied and proud. The majority, 31 (36.5%) of teachers in 

the study, stated that they strongly disagree that they are satisfied because of the comfort they 

are provided at work, implying that they were not happy with working conditions which make 

them demotivated. 

All forms of compensation at one's place of work, such as wage or salary increases, or 

unfulfilled expectations of wage or salary increases or decrease. Education policies should be 

transparent regarding salary increases and bonuses in the workplace in order to motivate 

Teachers. The majority, 35 (41.2%), stated that they strongly disagree that they are not satisfied 

with the present salary and increment given to them, implying that the majority of Teachers are 

not happy with their current salaries and increment awarded to them, which make them 

demotivated or dissatisfied. 
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The supervisor-employee relationship builds the employee's morale; this makes him/her feel 

compelling about his job, especially when his/her efforts are recognized and rewarded. This 

brings him/her satisfaction in his job. Thus, he strives to achieve both organizational and 

personal goals. In this study, the majority, 38 (44.7%), stated that they agree that relationship 

with the supervisor influences teachers work performance, meaning that the majority, 38 

(44.7%) of Teachers, indicated that relationship with the supervisor has an influence on teacher 

work performance and make them motivated. 

The organization should maintain the status of all employees within the organization. 

Performing meaningful work can provide a sense of status. The results in Table 7 show that 

the majority, 37 (43.5%), stated that they agree that status influences teachers work 

performance; therefore, the majority of Teachers are happy with their status, which makes them 

motivated. 

Table 5 indicates that out of the 85 respondents who did complete the questionnaire, the 

majority, and 34 (40%), stated that they agree that personal life influences teachers work 

performance. This implies that the majority of Teachers are indicated that personal life 

contributes to the motivation of Teachers. 

The supervisor-subordinate relationship should be clearly defined in the workplace. As a 

manager, you bear the primary responsibility for building and maintaining a good working 

bond with each employee. Set up specific protocols designed to facilitate manager-worker 

relations. Hold the staff members accountable for treating you with respect and adhering to the 

company's policies. Table 5 above indicates that out of the 85 respondents who did complete 

the questionnaire, the majority, 36 (42.4%), stated that they agree that relationship with 

subordinates influences teachers work performance, implying that the majority of Teachers are 

indicated that relationship with subordinates makes them motivated. 

It is essential that employees feel that their job is secure and not under the constant threat of 

being laid-off. The majority in this study, 32 (37.6%), stated that they strongly agree that job 

security influences teachers work performance, meaning that the majority of Teachers are 

happy with job security which makes them motivated. 
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4.5   OTHER REASONS TEACHERS EXHIBIT A PARTICULAR LEVEL OF 

PERFORMANCE 

While using the following five points Likert scale Always, Frequently, Occasionally, rarely, 

and Never, the respondents were asked to indicate their agreement regarding why teachers 

exhibit or perform a particular level of performance and motivation. The tables below show 

percentages of Teachers' responses to the questionnaire. 

4.5.1 External Reasons 

Table 4.6 External Reasons for Teacher Performance 

S/N EXTERNAL 

REASONS FOR 

TEACHER 

PERFORMANCE 

RESPONSES 

ALWAYS FREQUENTLY OCCASSIONALLY RARELY NEVER 

F % F % F % F % F % 

1 Praise for doing a 

good job 

44 51.8 23 27.1 13 15.3 5 5.9 0 0 

2 Praise for class 

lesson attendance 

34 40 32 37.6 10 11.8 5 5.9 4 4.7 

3 Praise for giving 

feedback to pupils 

31 36.5 32 37.6 10 11.8 5 5.9 4 4.7 

4 Praise for 

supervising school 

activities 

33 38.8 30 35.3 11 12.9 6 7.1 5 5.9 

5 Praise for using 

teaching aids 

32 37.6 31 36.5 10 11.8 8 9.4 4 4.7 

6 Praise for 

participating in co-

curricular activities 

40 47.1 25 29.4 10 11.8 7 8.2 3 3.5 
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Source: Filed Data (2020) 

Table 6 indicates that out of the 85 respondents who did complete the questionnaire, the 

majority, and 44 (51.8%), indicated Always. This implies that the majority of Teachers stated 

that the praise they get for doing good from their supervisors make them prepare and come 

with lesson plans in classes; therefore, Teachers are motivated and perform. 

When asked about class lesson attendance, the majority in study 34 (40%) indicated Always. 

This implies that the majority of Teachers stated that the praise they get for doing good from 

their supervisors make them attend classes lesson regularly; therefore, Teachers are motivated 

and perform. 

On marking and giving feedback to pupils, the majority, 31 (36.5%), indicated Always. This 

implies that the majority of Teachers stated that the praise they get for doing an excellent job 

from their supervisors make their mark and gives feedback to pupils or students; therefore, 

Teachers are motivated and perform. 

On supervision of school activities, Table 6 indicates that out of the 85 respondents who did 

complete the questionnaire, the majority 33 (38.8%) Always indicated, implying that the 

majority of Teachers said that the praise they get for doing a good from their supervisors makes 

them supervisor school activities; therefore, Teachers are motivated and perform. 

On the use of teaching aids to promote learning, study results show that the majority 32 (37.6%) 

Always indicated, implying that the majority 32 (37.6%) of Teachers said that the praise they 

get for doing a good from their supervisors make them use teaching aid to promote learning; 

therefore, Teachers are motivated and perform. 

When asked about participation in co-curricular activities, the majority 40 (47.1%) Always 

indicated, denoting that the majority 40 (47.1%) of Teachers stated that the praise they get for 

doing a good from their supervisors make them participate in co-curricular activities; therefore, 

Teachers are motivated and perform. 
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4.5.2 Personal Reasons  

Table 4.7: Personal Reasons for Teacher Performance 

S/N PERSONAL 

REASONS FOR 

TEACHER 

PERFORMANCE 

RESPONSES 

ALWAYS FREQUENTLY OCCASSIONALLY RARELY NEVER 

F % F % F % F % F % 

1 My job is thrilling 35 41.2 35 41.2 8 9.4 6 7.1 1 1.2 

2 Supportive boss 36 42.4 31 36.5 11 12.9 5 5.9 2 2.4 

3 The job has enough 

learning 

opportunities 

27 31.8 39 45.9 12 14.1 4 4.7 3 3.5 

4 The role at work 

requires personal 

development 

33 38.8 32 37.6 15 17.6 2 2.4 3 3.5 

5 Feeling of 

accomplishment 

22 25.9 40 47.1 14 16.5 8 9.4 1 1.2 

6 Accommodative 

attitudes of the 

administration 

32 37.6 32 37.6 15 17.6 4 4.7 2 2.4 

7 Listening Supervisor 29 34.1 30 35.3 16 18.8 9 10.6 1 1.2 

8 Comfort at work 25 29.4 34 40 14 16.5 10 11.8 2 2.4 

9 Present Salary 29 34.1 29 34.1 14 16.5 8 9.4 5 5.9 

Source: Filed Data (2020) 

Table 7 above indicates that of the 85 respondents who did complete the questionnaire, the 

majority 35 (41.2%), when asked if they enjoy their job, Always indicated, implying that the 
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majority of teachers stated that their jobs are thrilling. They have much variety of tasks that 

they do make them report for work on time; therefore, Teachers are motivated and perform. 

When asked about the influence of support on teacher motivation, Table 9 indicates that out of 

the 85 respondents who did complete the questionnaire, the majority, and 36 (42.4%), indicated 

Always. This implies that the majority, 36 (42.4%), of Teachers stated that the support they get 

from their bosses to carry out tasks makes them report for work on time; therefore, Teachers 

are motivated and perform. 

On the influence of learning opportunities available to the teachers on teacher performance, the 

majority, and 39 (45.9%), indicated frequently. This implies that the majority, 39 (45.9%) of 

Teachers, stated that their job has enough learning opportunities which they feel will help them 

in career advancement make them report for work on time; therefore, Teachers are motivated 

and perform. 

Table 7 shows that when the respondents were asked how their role at work influences their 

performance, the majority 33 (38.8%) always indicated, implying that the majority 33 (38.8%) 

of Teachers stated that their role at place of work requires them to develop and learn new skills 

and make them report for work on time; therefore, Teachers are motivated and perform. 

On the feelings of accomplishment, the majority, 40 (47.1%), indicated frequently. This implies 

that the majority, 40 (47.1%) of Teachers, stated that the feeling of accomplishment they get 

from their jobs makes them report for work on time. 

When asked about the influence of the attitude of the administration on their performance, 

Table 7 indicates that of the 85 respondents who did complete the questionnaire, the majority 

32 (37.6%) always indicated, implying that the majority 32 (37.6%) of Teachers stated that the 

attitudes of the administration are very accommodative in their company make them report for 

work on time, therefore. 

When evaluating the effects of the supervisor's style of work to listen on the performance of 

teachers, the majority 30 (35.3%) frequently indicated, meaning that the majority of teachers 

stated that their supervisor's style of work to listen to them makes them feel motivated and 

improve their performance. 
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When asked about the influence of work comfort on performance, the majority, and 34 (40.0%), 

frequently indicated according to Table 9, meaning that the majority 34 of Teachers indicated 

that they feel satisfied because of the comfort they get at work and make motivated and 

perform. 

Lastly, Table 7 above shows that when analyzing the effects of salary and salary increment on 

teacher performance, the majority, 29 (34.1%), indicated always. This implies that most 

teachers indicated that they feel satisfied with the present salary, and the increment they get 

makes them feel motivated and perform better. 

4.6 SUMMARY  

This chapter discussed the presentation of study results. The purpose of the study was to 

investigate the influence of motivation on teachers work performance in selected public schools 

in the Lusaka urban district guided by research objectives. The next chapter discusses the 

discussions of the findings. 
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CHAPTER FIVE: DISCUSSION OF RESULTS.  

5.1 THE EXTENT OF TEACHER MOTIVATION. 

The analysis showed that intrinsic motivators, work itself, responsibility, growth recognition 

advancement, and achievement significantly influence teachers' work performance in selected 

public schools in the Lusaka urban district. The analysis of this finding is that motivation has 

highly and significantly influenced teachers' work performance. 

The finding of this research is in line with the finding of Deci (2010), who emphasized the 

importance of motivation in influencing workers' performance. He believed that workers do 

not like to feel that they perform their tasks not necessary for money. This shows clearly the 

extent of value placed on intrinsic motivation. 

Based on the previous, it can be said that it is pertinent for employers of labour to know the 

kind of motivation that they can use to influence their employees to perform well on a job. In 

other words, the relevance of motivational factors depends not only on its ability to meet the 

needs of the employees but also that of the organization. 

Similarly, in another study, it was found that intrinsic motivation is essential for employee's 

satisfaction.  It was concluded that when employees are motivated, they will do a task with 

more interest and work hard, which will lead to good performance (Mehmod, 2013). 

Extrinsic motivational factors also significantly influence teachers' work performance in public 

schools in Lusaka urban district. The findings of the study show that teachers are highly 

motivated by extrinsic motivation factors.  This finding is corroborated by the general claim 

given in the questionnaire by respondents; most teachers indicated that they are motivated by 

extrinsic motivation factors except salary and work condition, where respondents indicated that 

they strongly disagree that they are satisfied with them. The findings agree with scholars like 

Lawler (2003), who states that extrinsic motivation factors are essential in an organization to 

attract and retain people. 

Furthermore, the study found that most of the teachers complained of some extrinsic motivation 

factors which were inadequately provided to them; for example, Table 7 showed that the 

majority strongly disagree that the current salary and increment paid to satisfy them, and the 

same table also showed that on work condition, the majority of teachers firmly stated that they 
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are not comfortable with work condition provided in the workplace. The findings are in line 

with (Herzberg 1966) stated that the hygiene factors are extrinsic to the job, and if present, lead 

to preventing job dissatisfaction because hygiene factors react to the environment and 

workplace for 'the need to avoid unpleasantness' and if absent leads to dissatisfaction of 

employee. 

The findings were also supported by Aswathappa (2003), who asserts that money is taken as a 

powerful motivator for an individual or group of people. He further argues that money is 

fundamental for the completion of a task. The results further agree with Beardwell (2004), who 

claims that money as a motivator is linked to the various objectives that it offers the best 

motivation for performance. 

For these reasons, employees should be motivated by obtaining the highest possible salary 

through working most efficiently, thereby satisfying the employee and employer. However, the 

findings do not agree with McGregor (2000), who places money in his Theory X category and 

feels it is a poor motivator. 

5.2 REASONS TEACHERS EXHIBIT PARTICULAR LEVEL OF MOTIVATION 

AND PERFORMANCE. 

The majority of respondents indicated that they are always and frequently that intrinsic and 

extrinsic motivation factors have a significant relationship with Teacher's work performance. 

The study uncovered a positive relationship between Teacher's intrinsic and extrinsic 

motivation and work performance. As motivation is enhanced, the level of performance rise. 

The results supported by the past investigations show a significant influence of motivation on 

Teacher's work performance. 

The study's findings discovered a positive relationship between intrinsic motivation and 

Teacher's work performance in selected public schools in the Lusaka urban district. According 

to Sansone and Haracckiewicz (2000), intrinsic motivation exists when conduct is executed for 

its purpose instead of acquiring material or social reinforces. It is the ideal type of motivation 

that positively influence performance. 

The majority of the Teachers showed that extrinsic factors have a significant relationship with 

Teachers work performance. The results show a positive relationship existed between extrinsic 

factors and Teachers work performance. The results also revealed the statistically significant 

relationship between motivation and Teachers work performance. Findings of the current study 
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concluded that there is a significant favourable influence of intrinsic and extrinsic motivation 

on Teachers work performance. 

The study corroborates with the findings of Deci and Gagne (2005) that reported a strong 

relationship between motivation and performance. Also, the result of a study on using the 

motivational strategy as a panacea for employee retention and turnover in selected public and 

private sector organizations in the Eastern Cape Province by Samuel (2008) showed that 

employees in both the public and private sector organizations were motivated to a considerable 

extent by a combination of intrinsic and extrinsic factors which in turn influence performance. 

The results of this study are supported by the findings of Mustafa and Othman (2010) which 

discovered a significant relationship between motivation and job performance. These findings 

correspond with the results of Geoffrey (2010), who examined that motivational characteristics 

have a significant influence on lecturers' teaching-learning and research performance. 

5.3 ENHANCEMENT OF TEACHER MOTIVATION 

The motivation of the Teachers can be enhanced by ensuring that hygiene factors are not 

causing dissatisfaction. This can be done by ensuring that salaries are competitive within the 

organization, ensuring that there are no significant salary disparities between employees doing 

similar work, and ensuring that work conditions are enhanced by ensuring that equipment and 

work environments are safe, fit for purpose hygienic. 

The findings in this study are supported or are in line with Herzberg (1987). He stated that 

managers need to eliminate dissatisfaction at work by ensuring that wages and salaries are 

competitive and attractive in an organization and ensure that the working environment is safe 

and free from harm. After removing hygiene stressors, the next step is to boost employees' job 

satisfaction by improving the actual content of the job itself. This can be done through job 

enrichment, giving employees challenging or complex tasks to perform. These more complex 

tasks should be interesting. 

Employee Empowerment, delegating increasing responsibility to the employee. Job 

enlargement, giving employees a great variety of tasks to perform. The variety of tasks should 

make interesting. The task should provide opportunities for Teachers to achieve by recognizing 

workers s contributions and creating rewarding work. Furthermore, it should matches the skills 

and abilities of the employees—giving as many responsibilities to an employee—providing 

opportunities to advance in the organization through internal promotions and offering training 
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and development opportunities so that people can pursue the positions they want in the 

organization. 

5.4 SUMMARY 

This chapter discussed the findings of the study results. Research objectives guided the 

findings. The next chapter discusses the conclusion and recommendations of the research 
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CHAPTER SIX: CONCLUSION AND RECOMMENDATION 

6.1 CONCLUSION  

The study aimed to examine the influence of motivation on teachers work performance in 

selected public schools in the Lusaka urban district. The study was quantitative. A total number 

of 100 class teachers from 10 selected public schools were the participants in the study. To 

collect necessary information using questionnaires distributed to the teachers, 85 

questionnaires out of 100 were filed correctly and returned, showing an 85% success rate of 

data collection. The data collected from teachers through closed-ended questions in the 

questionnaires were analyzed and interpreted using descriptive statistics. The analysis of data 

was performed with the help of the computer program SPSS version 22. 

The study found that teachers were hyped by intrinsic motivation factors such as work, 

recognition, responsibilities, advancement, achievement and growth. Furthermore, they also 

showed happiness to some extrinsic motivation factors such as company policy and 

administration, relationship to peers, status, and relationship with subordinates, personal life, 

supervisor, and job security. 

Teachers were not all happy with extrinsic factors in selected public schools in Lusaka urban 

district.  However, most of the respondents strongly disagreed with the current salary and 

increments are given to them were satisfying them. They also showed unpleasantness with 

work conditions being provided to them by indicating strongly disagree that the comfort they 

are given does not satisfy them. 

The study concludes a positive relationship between intrinsic and extrinsic motivation and 

teachers' work performance in selected public schools in Lusaka urban district. Based on the 

performance, intrinsic motivators were higher influencers than extrinsic motivators in selected 

public schools in Lusaka urban district. 

Furthermore, the study concluded that the teachers' motivation could be enhanced by ensuring 

that hygiene factors are not causing dissatisfaction. It can be done by ensuring that salaries are 

competitive within the organization, ensuring that there are no significant salary disparities 

between employees doing similar work, and ensuring that work conditions are enhanced by 

ensuring that equipment and work environments are safe, fit for purpose hygienic. The next 

step is to boost employees' job satisfaction by improving the actual content of the job itself. 
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This can be done by providing opportunities for achievement by recognizing workers' 

contributions and creating rewarding work. A matches the skills and abilities of the 

employees—giving as many responsibilities to employees—providing opportunities to 

advance in the organization through internal promotions and offering training and development 

opportunities so that employees or teachers can pursue the positions they want in the 

organization. 

6.2 RECOMMENDATIONS  

In this study, several issues of concern about the motivation of teachers and their performance 

in public schools were identified.  The following are recommendations to address them: 

 The Ministry of Education (MOE) or government should provide incentive packages to 

increase teachers' motivation. Particular attention should be put on increasing teachers' salaries 

and increments because most teachers complained of inadequate salaries to meet their needs. 

Increasing teachers' salaries will increase their morale to teach.  

 The working environment and condition of the employees should be adequately enhanced by 

management in public schools. Incentives such as medical care, responsibility allowances, etc., 

should be adequately provided to bring about high extrinsic motivation. 

  The growth and advancement of the teachers on the job through training and development 

should be efficiently implemented and indiscriminately carried out by the ministry of 

education, not to satisfaction among teachers. 

 For higher performance, as well as for teachers to have a sense of belonging, the ministry of 

education must introduce the Management by Objective (MBO) approach in public schools so 

that all teachers take part and be able to contribute meaningfully to the development of the 

organization to enhance motivations to teachers. 

  Ministry of education must encourage equity between effort put into the job and promotion 

to encourage teachers' hard work and good work performance. 

   Management needs to involve employees or teachers in setting clear, challenging yet 

attainable goals and objectives and give them the authority to accomplish those goals to 

enhance motivation. 
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 Provide the training and resources employees need to do the work and recognize employees 

for good performance, both formally and informally. 

6.3 RECOMMENDATION FOR FUTURE RESEARCH 

 The research should cater to both public and private schools Teachers. 

 The research should be conducted both in urban and rural public schools 

  All motivation theories should be included in the following study 

 More generally, this study examined the influence of motivation on Teacher work 

performance in selected public schools in the Lusaka urban district and generalized the results 

to the entire population. There is a need to conduct a more extensive study in other 

cities/regions in Zambia.  

The research revealed that despite the importance of motivation, no study had been done on 

the influence of motivation on Teachers' work performance. There is, therefore, a need to 

research more on the influence of motivation on Teacher work performance in Zambia. 

6.4 SUMMARY  

This chapter discussed the conclusion and recommendations of study results. The conclusion 

and recommendations were made based on the outcome of the research. 
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APPENDICES 

7.1 APPENDIX I: QUESTIONNAIRE 

Dear respondents, I am a student at University of Zambia pursuing a Masters‟ Degree in 

Business Administration (MBA). I am carrying out a research on the influence of motivation 

on Teachers work performance in selected public schools in Lusaka urban district. The 

responses will be confidential and are strictly for academic purposes. I will be most grateful 

for your cooperation and sincerity. SECTION A: Respondent characteristics. 

Section A Personal information  

1. What is your gender? 

Male                           female  

2. How old are you? 

Below 30 years                    31-39 years                 40-50 years                 

51-60 years 

 3. What is your level of Education?  

 Diploma              Bachelor’s Degree            Master’s 

Degree                     PhD   

Other (please specify) 

……………………………………………………………………………………                      

 4. How long have you been a teacher? ………………………………………………………... 
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Section B-Intrinsic Motivation Factors that Influence Teacher’s Work Performance 

You may be experiencing the following at your place of work.  On a five-point scale, indicate 

the extent to which each factor relates to you. As follows one (1) for strongly agree, two (2) for 

agree, three (3) for somewhat agree, (four) 4 for disagree and (five) 5 for strongly disagree.  

Recognition: The praise I get for doing a good job 

from my supervisor   

1 2 3 4 5 

Work itself: my job is thrilling such that I have a lot of 

variety in task  that I do 

1 2 3 4 5 

Achievement: I have the feeling  accomplishment 

from the job 

1 2 3 4 5 

Responsibility :I get support from my boss to carry out 

tasks 

1 2 3 4 5 

Growth :my role requires and allow me to develop and 

learn new skills 

1 2 3 4 5 

Advancement: I feel that my job has enough learning 

opportunities which will help me in career 

advancement 

1 2 3 4 5 

Looking at the response you gave for the praise you get for doing a job from your supervisor, 

indicate how you are motivated. On a five-point scale indicate the extent with which each factor 

relates to you. As follows 1 for Always, 2 frequently, 3 for occasionally, 4 for rarely and 5 for 

never. 

The praise I get for doing a good job from my 

supervisor makes me report for work on time  

1 2 3 4 5 

The praise I get for doing a good job from my 

supervisor makes me prepare and come with a lesson 

plan in class 

1 2 3 4 5 
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The praise I get for doing a good job from my 

supervisor makes me attend class lesson regularly  

1 2 3 4 5 

The praise I get for doing a good job from my 

supervisor makes me mark and give feedback to 

students or pupils  

1 2 3 4 5 

The praise I get for doing a good job from my 

supervisor makes me supervise school activities  

1 2 3 4 5 

The praise I get for doing a good job from my 

supervisor makes me use teaching aid to promote 

learning  

1 2 3 4 5 

The praise I get for doing a good job from my 

supervisor makes me participate in co-curricular 

activities 

1 2 3 4 5 

 

My job is thrilling and I have a lot of variety in task  

that I do and this makes me report for work on time  

1 2 3 4 5 

My job is thrilling and I have a lot of variety in task  

that I do and this  makes me prepare and come with a 

lesson plan in class 

1 2 3 4 5 

My job is thrilling and I have a lot of variety in task  

that I do and this  makes me attend class  lesson 

regularly 

1 2 3 4 5 

my job is thrilling and I have a lot of variety in task  

that I do and this makes me mark and give feedback to 

pupils or students  

1 2 3 4 5 



 

60 

 

My job is thrilling and I have a lot of variety in task  

that I do and this  makes me supervise school activities 

1 2 3 4 5 

My job is thrilling and I have a lot of variety in task  

that I do and this makes me  use teaching aid to 

promote learning  

1 2 3 4 5 

My job is thrilling and I have a lot of variety in task  

that I do and this  makes me participate in co-curricular 

activities  

1 2 3 4 5 

   

I have the feeling accomplishment from the job  makes 

me report for work on time  

1 2 3 4 5 

I have the feeling accomplishment from the job  makes 

me prepare and come with a lesson plan in class 

1 2 3 4 5 

I have the feeling accomplishment from the job  makes 

me attend class lesson regularly  

1 2 3 4 5 

 I have the feeling accomplishment from the job  makes 

me mark and give feedback to pupils   

1 2 3 4 5 

I have the feeling accomplishment from the job  makes 

me  supervise school activities 

1 2 3 4 5 

 I have the feeling accomplishment from the job  makes 

me use teaching aid to promote learning  

1 2 3 4 5 

 I have the feeling accomplishment from the job  makes 

me participate in co-curricular school activities 

1 2 3 4 5 
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I get support from my boss to carry out tasks makes me 

report for work on time  

1 2 3 4 5 

I get support from my boss to carry out tasks  makes 

me prepare and come with lesson plan in class 

1 2 3 4 5 

I get support from my boss to carry out tasks  makes 

me attend class lessons regular  

1 2 3 4 5 

I get support from my boss to carry out tasks  makes 

me mark and give feedback to pupils or student  

1 2 3 4 5 

I get support from my boss to carry out tasks  makes 

me supervise school activities   

1 2 3 4 5 

I get support from my boss to carry out tasks makes me 

use teaching aid to promote learning   

1 2 3 4 5 

I get support from my boss to carry out tasks  makes 

me participate in co-curricular activities   

1 2 3 4 5 

 

My role  requires and allows me to develop and learn 

new skills and makes me report for work on time 

1 2 3 4 5 

My role  requires and allows  me to develop and learn 

new skills and  makes me prepare and come with a 

lesson plan in class  

1 2 3 4 5 

 My role  requires and allows me to develop and learn 

new skills and makes me attend class lessons regular 

1 2 3 4 5 

 My role  requires and allows  me to develop and learn 

new skills and makes me mark and give feedback to 

pupils or students 

1 2 3 4 5 
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My role at my place of work requires me to develop 

and learn new skills and makes me supervise school 

activities   

1 2 3 4 5 

My role  requires and allows  me to develop and learn 

new skills and  makes me use teaching aid  to promote 

learning  

1 2 3 4 5 

 My role  requires and allows  me to develop and learn 

new skills and makes me participate in co-curricular 

school activities   

1 2 3 4 5 

 

I feel that my job has enough learning opportunities 

which have helped me in career advancement. makes 

me report for work on time  

1 2 3 4 5 

I feel that my job has enough learning opportunities 

which have helped me in career advancement makes 

me prepare and come to class with a lesson plan 

1 2 3 4 5 

I feel that my job has enough learning opportunities 

which have helped me in career advancement makes 

me attend lesson class regular  

1 2 3 4 5 

I feel that my job has enough learning opportunities 

which have helped me in career advancement  makes 

me mark and give feedback to pupils  

1 2 3 4 5 

I feel that my job has enough learning opportunities 

which have helped me in career advancement makes 

me supervise school activities  

1 2 3 4 5 
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I feel that my job has enough learning opportunities 

which have helped me in career advancement makes 

me use teaching aid to promote learning  

1 2 3 4 5 

I feel that my job has enough learning opportunities 

which have helped me in career advancement makes 

me participate in co-curricular school activities  

1 2 3 4 5 

Section C-Extrinsic Motivation Factors that Influence Work Performance 

You may be experiencing the following the place of work.  On a five-point scale indicate extent 

with each factor relates to you. As follows 1 for strongly agree, 2 for agree, 3 for somewhat 

agree, 4 for disagree and 5 for strongly disagree 

Company policy and administration: The attitude of 

the administration is very accommodative in my 

company. 

1 2 3 4 5 

supervisor: : I feel  my supervisor take time to listen 

to me   

1 2 3 4 5 

Relationship with peers: I feel that the relationship 

with my colleagues is good. 

1 2 3 4 5 

Work condition : I feel satisfied because of comfort I 

am provided at work 

1 2 3 4 5 

Salary : I am satisfied with present salary and 

increment given to me 

1 2 3 4 5 

Relationship with supervisor: I feel my performance 

has improved because of support from my supervisor  

1 2 3 4 5 

Status : I feel position, standing and grade are 

important motivation factors 

1 2 3 4 5 
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Personal life: I feel passionate with my work 1 2 3 4 5 

Relationship with subordinates: I feel interact with 

different levels at my work 

1 2 3 4 5 

Job security: I feel secured in my job  1 2 3 4 5 

 

Looking at the response you gave for the attitudes of the administration if it is accommodative, 

indicate how you are motivated. On a five-point scale indicate extent with each factor relates 

to you. As follows 1 for Always, 2 frequently, 3 for occasionally, 4 for rarely and 5 for never. 

The attitude of the administration  is very 

accommodative  in my company makes me report for 

work on time  

1 2 3 4 5 

The attitude of the administration is very 

accommodative  in my company makes me prepare and 

come to class with a lesson plan 

1 2 3 4 5 

The attitude of the administration is very 

accommodative  in my company makes me attend 

lesson class regular  

1 2 3 4 5 

The attitude of the administration is very 

accommodative  in my company makes me mark and 

give feedback to pupils  

1 2 3 4 5 

The attitude of the administration is very 

accommodative  in my company makes me supervise 

school activities  

1 2 3 4 5 

The attitude of the administration is very 

accommodative in my company makes me use 

teaching aid to promote learning  

1 2 3 4 5 
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The attitude of the administration is very  in my 

company makes me participate in co-curricular school 

activities  

1 2 3 4 5 

 

My supervisor’s style of work to listen to me makes  

me report for work on time  

1 2 3 4 5 

My supervisor’s style of work to listen to me makes me 

prepare and come to class with a lesson plan 

1 2 3 4 5 

My supervisor’s style of work to listen to me makes me 

attend lesson class regular  

1 2 3 4 5 

My supervisor’s style of work to listen to me makes me 

mark and give feedback to pupils  

1 2 3 4 5 

My supervisor’s style of work to listen to me makes me 

supervise school activities  

1 2 3 4 5 

My supervisor’s style of work to listen to me makes me 

use teaching aid to promote learning  

1 2 3 4 5 

My supervisor’s style of work to listen to me makes me 

participate in co-curricular school activities  

1 2 3 4 5 

 

The relationship I get from my colleagues at work is 

good  makes  me report for work on time  

1 2 3 4 5 

The relationship I get from my colleagues at work is 

good  makes me prepare and come to class with a 

lesson plan 

1 2 3 4 5 
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The relationship I get from my colleagues at work is 

good  makes me attend lesson class regular  

1 2 3 4 5 

The relationship I get from my colleagues at work is 

good  makes me mark and give feedback to pupils  

1 2 3 4 5 

The relationship I get from my colleagues at work is 

good  makes me supervise school activities  

1 2 3 4 5 

The relationship I get from my colleagues at work is 

good  makes me use teaching aid to promote learning  

1 2 3 4 5 

The relationship I get from my colleagues at work is 

good  makes me participate in co-curricular school 

activities  

1 2 3 4 5 

 

I feel satisfied because of comfort I get from my work 

makes me comfortable and report for work on time  

1 2 3 4 5 

I feel satisfied because of comfort I get my work  

makes me prepare and come to class with a lesson plan 

1 2 3 4 5 

I feel satisfied because of comfort I get my work  

makes me attend lesson class regular  

1 2 3 4 5 

I feel satisfied because of comfort I get my work  

makes me mark and give feedback to pupils  

1 2 3 4 5 

I feel satisfied because of comfort I get my work makes 

me supervise school activities  

1 2 3 4 5 

I feel satisfied because of comfort I get my work makes 

me use teaching aid to promote learning  

1 2 3 4 5 
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I feel satisfied because of comfort I get my work  

makes me participate in co-curricular school activities  

1 2 3 4 5 

 

I feel satisfied with present salary and increment  I get  

makes me report for work on time  

1 2 3 4 5 

I feel satisfied with present salary and increment I get 

makes me prepare and come to class with a lesson plan 

1 2 3 4 5 

I feel satisfied with present salary and increment I get  

makes me attend lesson class regular  

1 2 3 4 5 

I feel satisfied with present salary and increment I get 

makes me mark and give feedback to pupils  

1 2 3 4 5 

I feel satisfied with present salary and increment I get 

makes me supervise school activities  

1 2 3 4 5 

I feel satisfied with present salary and increment I get 

makes me use teaching aid to promote learning  

1 2 3 4 5 

I feel satisfied with present salary and increment I get 

makes me participate in co-curricular school activities  

1 2 3 4 5 

 

The support I get from my supervisor my performance 

has improved  makes me report for work on time  

1 2 3 4 5 

The support I get from my supervisor my performance 

has improved makes me prepare and come to class with 

a lesson plan 

1 2 3 4 5 
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The support I get from my supervisor my performance 

has improved makes me attend lesson class regularly  

1 2 3 4 5 

The support I get from my supervisor my performance 

has improved makes me mark and give feedback to 

pupils  

1 2 3 4 5 

The support I get from my supervisor my performance 

has improved makes me supervise school activities  

1 2 3 4 5 

The support I get from my supervisor my performance 

has improved makes me use teaching aid to promote 

learning  

1 2 3 4 5 

The support I get from my supervisor my performance 

has improved makes me participate in co-curricular 

school activities  

1 2 3 4 5 

 

The position and status I have at my place of work  

makes me report for work on time  

1 2 3 4 5 

The position and status I have at my place of work 

makes me prepare and come to class with a lesson plan 

1 2 3 4 5 

The position and status I have at my place of work 

makes me attend lesson class regular  

1 2 3 4 5 

The position and status I have at my place of work 

makes me mark and give feedback to pupils  

1 2 3 4 5 

The position and status I have at my place of work 

makes me supervise school activities  

1 2 3 4 5 
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The position and status I have at my place of work 

makes me use teaching aid to promote learning  

1 2 3 4 5 

+Th0+0+e position and status I have at my place of 

work makes me participate in co-curricular school 

activities  

1 2 3 4 5 

 

The passion I have for my work  makes me report for 

work on time  

1 2 3 4 5 

The passion I have for my work  makes me prepare and 

come to class with a lesson plan 

1 2 3 4 5 

The passion I have for my work  makes me attend 

lesson class regularly  

1 2 3 4 5 

The passion I have for my work  makes me mark and 

give feedback to pupils  

1 2 3 4 5 

The passion I have for my work  makes me supervise 

school activities  

1 2 3 4 5 

The passion I have for my work  makes me use 

teaching aid to promote learning  

1 2 3 4 5 

The passion I have for my work  makes me participate 

in co-curricular school activities  

1 2 3 4 5 
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I feel interaction with different levels  I get from  

subordinates at my work makes me report for work on 

time  

1 2 3 4 5 

I feel interaction with different levels  I get from  

subordinates at my work  makes me prepare and come 

to class with a lesson plan 

1 2 3 4 5 

I feel interaction with different levels  I get from  

subordinates at my work makes me attend lesson class 

regular  

1 2 3 4 5 

I feel interaction with different levels  I get from  

subordinates at my work  makes me mark and give 

feedback to pupils  

1 2 3 4 5 

I feel interaction with different levels  I get from  

subordinates at my work makes me supervise school 

activities  

1 2 3 4 5 

I feel interaction with different levels  I get from  

subordinates at my work makes me use teaching aid to 

promote learning  

1 2 3 4 5 

I feel interaction with different levels  I get from  

subordinates at my work makes me participate in co-

curricular school activities  

1 2 3 4 5 

 

The job security I get from  my job makes me report 

for work on time  

1 2 3 4 5 
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The job security I get from  my job makes me prepare 

and come to class with a lesson plan 

1 2 3 4 5 

The job security I get from  my job makes me attend 

lesson class regular  

1 2 3 4 5 

The job security I get from  my job makes me mark and 

give feedback to pupils  

1 2 3 4 5 

The job security I get from  my job The security I get 

from  my job makes me supervise school activities  

1 2 3 4 5 

The job security I get from  my job makes me use 

teaching aid to promote learning  

1 2 3 4 5 

The job security I get from  my job makes me 

participate in co-curricular school activities  

1 2 3 4 5 
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7.2: APPENDIX II: TIME SCHEDULE 2020/2021 

ACTIVITY 2020 

Proposal  May Jun Jul Aug Sept Oct Nov Dec 

Proposal 

Writing  

        

Proposal 

submission  

        

Data collection          

Data analysis          

ACTIVITY 2021 

Proposal  Jan Feb Mar Apr May Jun Jul Aug Sep Oct 

Data analysis            

Report writing            

Submission of 

draft report  

          

collection and 

Editing  

          

Submission of 

final Report  

          

 

  



 

73 

 

7.3 APPENDIX III: PROPOSED STUDY BUDGET  

Expense   Activity  Quantity Project cost per 

unit /item 

Total Cost in 

Kwacha 

Secretarial  

Service  

1. proposal 

typing and 

printing  

40 pages Typing k4 

Printing k1 

K200 

 2. proposal 

photocopy 

40 pages  K0.50 K100 

 4.project typing 

and printing  

84 pages  Typing k4 

Printing k1 

K905 

 4.project 

photocopy 

84 pages*5 K1 K420 

Research 

materials  

Miscellaneous. 

E.g. binding text 

books   

5 copies  K150 K1600 

Transport     K600 

Filed research 

resources  

Internet access    K250 

Miscellaneous  Computers 

expenses  to 

various  libraries  

  K700 

Contingent 

funds  

   K1500 

Grand Total     K7,257.5 

 


