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Abstract 

Motivationasameaningfulconstructisadesiretosatisfyacertainwantandisacentralpillarattheworkplace.Thus,motivating 

employees adequately is a challenge as it has what it takes to define employee satisfaction at the 

work‑place.Inthisstudy,weexaminetherelationshipbetweenjobmotivationfactorsandperformanceamongteachersofbasi

cschoolsinGhana.Thestudyemploysaquantitativeapproachonasampleof254teachersfromapopulationof 678in 

theEffutu MunicipalityofGhana, ofwhich 159questionnaires weredulyanswered andreturned 

(represent‑ing62.6%returnrate).UsingmultipleregressionandANOVA,thestudyfindscompensationpackage,jobdesign 

andenvironmentandperformancemanagementsystemassignificantfactorsindeterminingteacher’smotivationin the 

municipality. Thus, these motivation factors were significant predictors on performance when regressed at 

adecomposedandaggregatedlevels.Thesefindingssupporttheself‑determinationtheory,morespecificallyontheexplanat

ionsadvancedunderthecontrolledandautonomousmotivationfactors.Significantdifferenceswerealsoobservedinteacher

s’performanceamongoneoftheagecohorts.Thestudyurgesthemunicipaldirectorateofedu‑ 
cationtomakemoreroomforyoungteachertraineesandinternswhoareattheformativestageoftheircareerstobeengagedtoau

gmenttheexperiencedstaffstrength.Moreshouldbedonetomaketheprofessionattainsomelevelof 

autonomyinthedischargeofdutytobreedthenextgenreofinnovativeeducatorsinthemunicipality. 
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I. Introduction 
Motivation as a meaningful construct is a central pillarat the workplace. Thus, motivating employees 

adequatelyis a challenge as it has what it takes to define employeesatisfaction at the workplace. Quite 

a number of stud-ies have been devoted to the link between 

motivationanditsconstituentfactorsandemployeeperformanceindifferentorganizations[7,46].Ourstudyd

rawsinspira-tionfromtheself-

determinationtheory(SDT)advancedbyDecietal.[14]asaframeworkthatcanbeappliedto 

 

teachersmotivationandperformanceinbasicschoolsinGhana. It is worth noting that SDT differentiates 

betweencontrolled motivation and autonomous motivation. 

Thelatterisevidentwhenindividualsarefacedwithpressureand control. The former on the other hand 

emphasizeson the volitional nature of the behavior of individuals.The SDT provides evidence that 

suggests that motivationfuelsperformance[14,57]. 

InGhana,thesubjectofmotivationhasalwaysbeenatthe apex of national agenda and is evident in the 

num-berofstrikeactionsinthepublicservice.Intheearlypart 

 

 ofthe2000s,teacherswerepartofthepublicservant

s 
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whose agitation for improved condition of service 

didnotgounnoticed.ForsonandOpoku[16]hadstatedthatteachers’emolumentaccountedforlessthan35%of

the 
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public service wage bill although teachers were 

perceivedtobeinthemajorityintermsofnumbers.Thisphenom-enon did spark a wave of attrition of 

trained teachers toother sectors of the Ghanaian economy. The 

teachingprofessionasamatteroffactbecamealaunchedpadforthe youth. It should be said that the nature 

of the schoolsetting is basically a function of internal 

managementandleadership.TheheadteacherordirectorofeducationastheChiefExecutiveneedstoapprecia

teandrecognizethat results can be obtained through people. In 

today’sworld,organizationsareconcernedwithwhatshouldbe done to achieve sustained high level of 

performancethrough people who are innovative thinkers [4, 17, 41].These include paying more 

attention to how individualscan best be motivated and provision of an atmospherethat helps 

individuals to deliver on their mandates inaccordance with the expectations of management 

[25].Thismeansthataneducationalmanageroranindividualengaged as a teacher cannot do this job 

without know-ing what motivates people. The building of motivatingfactors into organizational roles 

and the entire processofleadingpeopleshouldbecontingentonknowledgeof motivation. Koontz and 

Weinrich [25] agree that theeducational managers’ job is not to manipulate 

peoplebutrathertorecognizewhatmotivatespeople. 

Anationaldebateensuedonthesignificantroleplayedby teachers in nation building and the need to 

addressthe shortfall in the condition of service of teachers tomotivate them to perform. Wider 

consultative meetingswere held with stakeholders in the teaching fraternity andthe outcome and the 

panacea was the introduction of auniform pay structure based on qualification. The legisla-

tivearmofgovernmentpassedAct737in2007thatsawthebirthoftheFairWagesSalaryCommission(FWSC).

Themandateofthecommissionwastoensureafairandsystematic implementation of government pay 

policy[18].Althoughthishasstabilizedtheteachingprofessionin terms of the level of attrition, concerns 

on how thisinducementtranslateintoteacher’sperformanceseemto dominate national discourse 

especially in the face offallen standard of education in Ghana. Such concernshave raised questions such 

as the following: (1) Does payrisecorrelatewithperformance?(2)Arethereotherfac-tors that ought to be 

considered in the nexus betweenmotivation and performance? (3) Are there any signifi-

cantdifferencesinthelevelofperformanceamongvari-

ousagecohorts(4)Doeducationalbackgroundmotivateteachers to perform better? These and other 

questionsareaddressedinthisstudy. 

The objective of this paper is to examine the linkbetween job motivation factors and performance 

amongbasicschoolteachersinGhana.Thisisagainsttheback-

dropthatteachershaveforsometimenowcomplained 

about condition of service and with the passage of FWSCbill, one would have thought that would have 

impactedon performance of teachers as it has been proven thatmotivation leads to satisfaction and 

ultimately to highperformance. The standard of education continues to 

beamajorconcernintheeducationalsetupofGhana. 

We organize the paper as follows: section one is theintroduction that sets the tone for the paper. The 

prob-lem is defined in this section, and the necessary questionsthat warrant redress are asked. We 

continue with a 

briefliteraturereviewontheconceptofmotivation,leadingtothedevelopmentofaconceptualframeworkand

hypoth-esis based on the self-determination theory (SDT). Sec-

tiontwofocusesonthemethoddeployed,withemphasisontheaim,designandsettingofthestudy.Thetheoreti-

calequationforthemultipleregressionisbroughttotheforehere.Sectionthreeistheresultsanddiscussion,and
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sectionfourconcludeswithpolicyimplications. 

Theconceptofmotivationandself‑determinationtheory(SDT) 

Maslow [33] is credited for being part of the early con-tributorsofhumanmotivationconcept.Maslow  clas-

sifieshumanneedsthatmotivatethemintotwo:(1)homeostasis and (2) finding that appetites 

(preferentialchoices among foods). The former refers to the body’sautomatic efforts to maintain a constant, 

normal state ofthebloodstream.Thelatterconcept,ontheotherhand,is of the view that if the body lacks some 

chemical, theindividual will tend (in an imperfect way) to develop aspecific appetite or partial hunger for 

that missing foodelement. Thus, Maslow was of the view that any of 

thephysiologicalneedsandtheconsummatorybehaviorinvolvedwiththemserveaschannelsfor  all  sorts  ofother 

needs. Relating this assertion to teachers and theneed for a salary pay rise, it should be pointed out that 

aperson who thinks he is hungry may actually be seekingmore for comfort, or dependence and managers in 

theeducationalsectoroughttoknowthis.Contemporaryresearcheshaveexpanded  on  the  theory  of  

motivationas advanced by Maslow [33, 34]. For an organization 

tothriveandbeefficient,certainconditionsoughttobeavailable in order for managers to get the best out of 

itshumanresources(workers/employees).Employees   ofan organization are the greatest asset in a dynamic 

andcompetitiveenvironment[49].Inthewordsof  Martin[32],ifanorganizationwantstobeeffectiveandaimsto 

sustain the success for a longer period of time, it isimportantforittohaveamotivatedworkforcemadeupof 

employees ready to learn. The last three decades havewitnessedanavalancheof  studies  that  emphasizes  

onthe point that employee motivation is essential for thesuccessof a business [2]. 

 

In exploring further on this connection, Mifflin 

[35]delvedintothefundamentalmeaningoftheword“moti-vation” and pointed out that it is a Latin word 

whichmeanstomove.Therefore,itisnearimpossibletomovepeoples’behaviorinanorganizationunlesssuch

moveistriggered by certain incentives. Robins and Coulter [49]explained the term motivation as the 

desire and willing-ness to exert high level of inspiration to reach organiza-tional goals, conditioned 

by the efforts ability to satisfysome individual need. In this study, we define motivationsimply as the act 

of moving people triggered by the provi-sionofsomeincentivestoachieveadesiredgoal. 

In the words of Deci and Ryan [13], the SDT focuseson human beings inherent desire to bring change 

andprogress as they advance to their fullest potential. Severalstudies have applied the SDT in various 

research areasthat includes education, medicine and other organiza-tional context. The SDT is of the 

view that individuals arebynatureactiveentitieswhowilldoeverythingpossibleto be integrated into the 

wider social environment in anattempt to be responsive to the behavior consistent withexisting self. 

The theory according to Trépanier et al. [57]defines social context as the workplace which facilitate 

orfrustrateonesstrivingtowardself-determination. 

The SDT theory has two major forms of 

motivationwhichmaybedifferentiatedonthebasisofitsnatureandquality according to Howard et al. [22]. 

When employeesengage in interesting activities or in pursuance of theirneeds, such a form of 

motivation is ascribed as autono-mous motivation. Such a form of motivation facilitatesemployees’ 

vitality and energy including satisfaction andwell-being [14]. When employees engage in activities outof 

pressure as a result of external factors such as attain-ing rewards including threat of being punished, 

or evenendogenous sources of such pressure as maintaining self-esteem, want of approval, image 

management or avoidingguilt, such a form of motivation can be ascribed as con-trolled motivation. 

Gillet et al. [20] explain that peoplewith controlled motivational behavior do so out of reasonas long as 

these contingencies exist and thus it predictsmaladaptive work outcomes (e.g., exhaustion of 

personalenergy)andturnoverintentions. 

SDTandjobperformance 

According to Motowildo et al. [38], job performance isa construct that elicits behavior related to 

achievementwith evaluative components. Most studies on this rela-

tionshiphaveemphasizedontheroleofautonomousandintrinsic motivation on performance with the 

argumentthat individuals autonomously motivated have certaininherent values and behaviors and thus 

give off optimalperformance. The theory of self-determination 

explainsthatautonomousmotivationshouldbethenecessary 

 

ingredientforbetterperformance.Thatis,whenindivid-uals are better informed about the purpose of 

their joband have a sense of ownership and the degree of 

freedomtooperate(autonomy),thepossibilityoftheyperformingbetter at work may be high. The source 

of such motiva-tion according to Deci et al. [14] may be from one’s inter-est and values. It is purpose-

driven, amplifies energy,enjoyable and provides enough rationalization for tasksto be accomplished 

effectively. Moreover, the intrinsiccomponent of autonomous motivation has been linkedwith job 
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performance in related literature and types ofperformance[7]. 

Empirically,thereareevidencetosuggestthatautono-mous motivation is linked with performance. 

Evidencepertaining to controlled motivation is less 

dispositive.ProponentsoftheSDThavearguedthatcontrolledmoti-vation (e.g., performance management 

systems) couldreduceemployeefunctioningbecauseactionderivedfrom personal values and interest 

may be disconnected,thereforeleadingtonegativeeffectsonperformance[48]. Counter argument posits 

that controlled motiva-tion may foster employee willingness to complete tasksin an attempt to avoid 

guilt or punishment or to earnexternalrewardwhichmaycomeintheformofcompen-sation package [27]. 

In this study, we focus on both thecontrolled and autonomous motivational factors. 

Morespecifically,wefocusonHerzbergetal.[21]motivatorsvalidated by Harvard Business Review in 

2003 whichwere made up of two motivators: (1) intrinsic factorssuch as achievement, recognition for 

achievement, theworkitself,growth,responsibilityandadvancement,and 

(2)extrinsicfactorssuchassupervision,workingcondi-tions, payment, interpersonal relationship, 

appreciationandcompanypolicy.Therefore,thebundleofmotivatorsusedinthisstudyaresimilartotheafore

mentionedonesandmayincludeperformancemanagementsystems,external rewards that come in the 

form of compensationpackages, job environment and training and development[30]. We explain these 

constructs further with the empir-ical evidence leading to the development of the concep-

tualframework. 

Compensationpackage 

Rasheed et al. [44] posit that package of compensationoffered to teachers in institutions of higher 

learning hastobemadebasedonseveralfactorsthatmayincludetheexperience that underpins the abilities 

of the teacher,qualifications and perhaps market rates. This is sup-ported by Bohlander et al. [6] who 

argued that teacherscompensation ought to be the most central concern formanagers and 

administrators of schools in 

stimulatingthem.Mostoftheseresearchstudiesarepremisedonthefactthatcompensationshouldbedesigned

tomeet 

 

theneedsofteachersandhasbefashionedintheformoftangible rewards. In corroborating this assertion, 

Marlowetal.[31]observedthatlowconditionofservicedefinedbysalarycreatesstressamongteachersinscho

ols.Thus,teachers’conditionofserviceshouldbemarketcompeti-tive in order to get higher motivation 

and to maintainthem. Other studies have found that salary levels 

havebeenthemainchallengeforeducationmanagersandarethe reason for the high attrition and that 

education plan-ners and managers should pay attention to the design ofcompensationpackages. 

Jobdesignandworkingenvironment 

The needs of teachers on the job ought to be plannedproperly. The workload on teachers should not 

be suchthat it will de-motivate [44], p. 103. Teachers at all lev-

elsshouldhavealearningenvironment,andeducationaladministratorsshouldmakeapointtotreatexistinghu

man resource (teachers) with maximum respect devoidofanydiscrimination. 

Nowadays,jobdesignisthecentralfocusofmanagersand human resource researchers. Thus, a well-

designedjob has what it takes in getting interest of employees.On the contrary, poorly designed job 

breeds boredomamong employees. Davidson [12] makes an 

importantobservationandremarkedinhisresearchthatwhenteachersareoverloadedandburdenedwithsoma

nynon-teaching activities, it portends as a hindrance in the jobdesign. Other scholars such as Clarke 

and Keating [9]have argued that the working environment of an educa-

tionalinstitutionaffectsteachers’motivation.ClarkeandKeating [9] found students to be the main reason 

whyteachers are motivated in schools. His emphasis was 

ontalentedandhardworkingstudentswhoboostthemoraleof teachers. Students who do not produce the 

desiredresults, on the other hand, de-motivate teachers. More-over, class size is another important 

consideration inmotivatingteachers.Othervariantsofthejobdesignandenvironment are captured in 

Ofoegbu [39] research inwhich he argued that institutions provide support in 

theformofresourcestotheteachersintheformofcomput-ers with Internet connections. Moreover, other 

factorssuch as the provision of e-libraries and research equip-ment, and other logistics for students 

may also serve asaneffectivemotivatorforteachers. 

Performancemanagementsystem 

Management of teachers and educational administratorsin all levels of education should focus on 

implementingbasic performance management systems to continuallyappraise teachers’ 

accomplishments. For instance, the useof a so-called 360-degree feedback system is importantwhere 

students’ feedback is attended to with the atten-tionitdeserves. 
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Stafyarakis[53]corroboratedthisandassertedthat‘Annual Confidential Reports’ have become obsolete. 

Yetthere has been an emergence of a scientific approach 

onthefieldofperformancemanagementastimegoeson.Indiscussingthisfurther,Milliman[37]isoftheviewthat 

although there are many practices available in thisfield, but a performance management system based 

on360-degreefeedbackapproachisthemosteffective. 

Contrary to the norm that teachers are most 

motivatedbytheintrinsicfactorsandleastmotivatedbythemone-

taryaspectsofteaching,Rao[43]demonstratesthatpoorappraisalsystems,lackofrecognitionandlackofrespe

ctfrom the head and other co-workers are some commonreasonsofdistressandde-

motivationamongteachersin educational institutions. The lack of recognition fromsupervisors is one 

of the many reasons why teacherswould want to leave the teaching profession Stafyarakis[53]. 

Moreover, Rasheed et al. [45] points out that teachersare much concerned about students’ feedback; 

hence,feedback from the students should be given a 

properweightageandinappraisingandmanagingteachers’per-

formanceintheinstitutionsofhighereducation.Jordan 

[23] stressed that the feedback of students is a majorissue of that motivates teachers and therefore 

teachersshould be given feedback from their students in scientificmanners. 

Traininganddevelopment 

Itisofsignificancethateducationaladministratorsfocusontrainingactivitiesasanessentialmeansofbothmot

i-vating employees and sustaining the survival of thatorganization according to Photanan [42] and 

Bohlanderet al. [6]. Leslie [28] identified professional growth 

asbasicmotivatorforteachers.Hestressedthattheprofes-sional learning platform available to a teacher is 

the basicpathofhis/hercareerdevelopment[29]. 

Conceptualframeworkandhypothesisdevelopment 

In  this  section,  the  study  harmonizes  the  

componentsoftheSDTtheoryintoaconceptualframeworkonmotivationandperformance  connection.  The  

frame-workdevelopedinthisresearchmay  be  useful  as  aguidebyacademiciansandpractitionersinunder-

standingthemechanismsthroughwhichmotivationalfactorsaffectjobperformanceamongteachersintheEffutuM

unicipalityofGhana.Onelucidatingonwhata  framework  is,  Chinn  and  Kramer  [8]  explained  thata 

framework can be seen as a complex mental formu-lation of experience. Further clarification was given 

todistinguishconceptualframeworkfromatheoreticalframework.Theyassertthatwhile  theoretical  frame-

workisthetheoryonwhichthestudyisbased,the 

 

conceptualframeworkdealswiththeoperationaliza-tion of the theory. Put in another way, it represents 

thepositionoftheresearcherontheproblemathandandatthesametimegivesdirectiontothestudy.Itmaybe 

entirely new, or an adoption of, or adaptation of, 

amodelusedinpreviousresearchwithmodificationtofitthecontextoftheinquiry[8]. 

The framework developed in this research has threecomponents: the first component looks at the 

factorsnecessary to induce motivation among teachers. Thesecondcomponentfocusesonmotivationasa  

con-cept. The last component which is on job performancelooks at the link between the aggregate 

motivationalfactorsandperformance.  The  extant  literature  sur-vey on motivational factors and 

performance providesallthenecessaryingredientsfor  the  construction  ofthe framework. First, the 

extant literature shows thatmotivation as a concept is simply the act of movingpeople triggered by the 

provision of some incentives toachieve a desired goal. The triggers of motivation 

mayincludesuchfactorssuchascompensationpackages,jobdesignandworkingenvironment,performance

managementsystemandtraininganddevelopmentwhicharecontrolledandautonomousfactorsascru-

cialelementsformotivation. 

Thesecondcomponentoftheframeworkistheaggre-

gatemotivation,whichistheinteractionofthecontrolledandautonomousfactorsofmotivation.Motivationac

cordingtoReeve(2001)referstotheexcitementlevel,thedeterminationandthewayapersonworkshardathis

worksetting.Ricksetal.[47]explicatingonthethesisofmotivationwasoftheviewthatmotivationisaninternal 

 

aspiration of a man that compels him to reach an objec-tiveorthegoalsetforhim. 

The third component of the framework is performance.AccordingtoCulture  IQ  [11]  and  Motowildo  et  

al.[38], job performance is the assessment of whether anemployee has done their job well. It is an 

individual eval-uation(onemeasuredbasedonasingleperson’seffort).In the words ofViswesvaran and Ones 

[58], p. 216, thetermjobperformanceis  used  in  reference  to  actionsthat are scalable, behavior and 

outcomes that employeesengage in or bring about that are linked with and con-tribute to the goals of an 

organization. It is linked to bothemployee- and organizational-level outcomes. A distinc-
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tivefeatureoftheframeworkdevelopedinthisresearchis that it shows the interaction between autonomous 

andcontrolled factors and motivation and how it affects theperformanceofteachersinFig.1. 

It can be visibly seen from the framework that teach-ers motivation may be defined by both 

controlled andintrinsicmotivationalfactorsthatmayinclude  thosethat fall under compensation 

packages, working envi-ronment, performance management system and trainingand development of 

teachers [44]. Yet the performance ofteachersinitselfmotivatesmanagementandpolicymak-ers to institute 

compensation packages, improved psy-chological aura through enhanced working environmentand 

job design and implementing appropriate perfor-mance management policy for a continued 

performanceenhancement. It should also be emphasized here thatthese job satisfaction factors may pass 

as job 

motivationalfactorsandtheorizethatahighlymotivatedteachermayberelatedtothelevelofsatisfaction. 

 

 
 

 

ScholarssuchasThusMildaetal.[36]andSpector 

[52]collectivelysharetheopinionthatteachersdif-fer from typical employees in various ways. 

Therefore,instruments that usually measure such job 

satisfactionandmotivationdimensionsasappreciation,commu-

nication,coworkers,fringebenefits,jobconditions,nature of work, organization itself, organizations’ poli-

cies and procedures, pay, personal growth, promotionopportunities,recognition,security,supervision  

maynotalwaysmatch  with  teachers’  motivation  aspectson the teaching field. However, some of 

these factorsaccording to some researchers can be used in under-standingmotivationandperformance  

among  teach-ers.Theconsensusonthesedimensionsisespeciallyon supervision, work itself, promotion 

and recognitionbeing important dimensions of teachers’ motivation atwork [50, 51, 56]. In addition, 

several researchers 

haveusedthesamemeasurementordimensionbutwithdifferentwording(synonym).Forinstance,  

Kreitnerand Kinici [26] define job satisfaction with the syno-

nym“motivation”whichtheyarguecontains“thosepsychological processes that cause the arousal, direc-

tion and persistence of voluntary actions that are goaldirected” Motivation depends on certain 

intrinsic, aswellasextrinsicfactorswhichincollaborationresultsin fully committed employees. Based on 

this relation-ship,wehypothesizethat: 

 

Hypothesis1Teachers’compensationpackage,jobenvironment and design, performance management 

sys-tems, training and development significantly affect teach-ers’motivation. 

In a similar manner, Board [5] asserted that tangibleincentives are effective in increasing performance 

fortask not done before, to encourage “thinking smarter”and to support both quality and quantity to 

achieve goals.Incentives, rewards and recognitions are the prime fac-tors that impact on employee 

motivation. Aarabi et al. [1]confirmed this assertion by making use of factors such aspayment, job security, 

promotion, freedom, friendly envi-

ronment,andtrainingandemployeejobperformancetomeasurethetermorganizationalmotivationwithposit

ive relationship found on these factors. On rewards(which comes in various forms, e.g., income/pay, 

bonus,fringe benefits among others) and recognition/appre-ciation, according to other researchers 

Performanc

e 

Intrinsic 

andextrinsicmotivat

ional 

 Class/BECEResults 
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keep high spiritamong employees which boost employee’s morale whichmay have a direct impact on 

performance and output.Thestudyhypothesizesthat: 

Hypothesis 2Teacher’s motivation positively affectstheirperformance. 

 

 

Methods 

Theaim,designandsettingofthestudy 

The paper aims to examine the link between 

motivationfactorsandperformanceamongbasicschoolteachersin Ghana. Data for this study were 

collected from pri-mary.Primarydataweresourcedfromthefieldofstudythrough questionnaire 

administration. The researcherssought for permission from the municipal directorate ofeducation to 

engage with teachers within the municipal-ity. A written permission was granted, and 

questionnaireswere administered to all basic schools’ teachers in themunicipality. 

At the preparatory stage, the questionnaires designedwere tested to make sure participants understood 

thedemandsofthequestionsinthequestionnaires.Informalinterviews method has been adopted to make 

sure thatadditional information that could not have been gath-

eredthroughtheuseofquestionnaireswascaptured.Theformal interviews using questionnaires ensured 

that westayed focused on the background objective that formedthebasisofthestudy. 

 

Samplingtechniqueanddataanalysis 

On the determination of the sample size, different authorshave differing views, but in most cases, the 

recommen-dation is that it should be large. Stevens [54] recom-mends at least 15 participants per 

predictor for reliableequation in the case of factor analysis. Tabachnick 

andFidel[55]providesaformulaforcalculatingsamplesizerequirements, taking into consideration the 

number ofindependent variables that one wish to use: N > 50 + 8 m(wherem = 

numberofindependentvariables).InlinewiththeseandotherrequirementslikeYamane[60],theexactsamplesi

zewillbedeterminedandquestionnairesdistributedaccordinglytotheselectedpublicandprivateschoolsinth

eEffutuMunicipality. 

The human resource unit of the educational directo-rate of education in the municipality has indicated 

thatthere are over 678 teachers teaching at various levels 

inthemunicipality[15].Thus,the678teachersbecomethepopulation in the municipality. Using Yamane 

[60] andvalidating with other sampling size technique, a samplesize of 254 has been adopted with a 0.5 

level of precision.Thus, 254 questionnaires were distributed among 

thevariousschools,but159werefilledandreturned(repre-senting62.6%returnrate). 

Quantitativedataareanalyzedbymeansofasoftwarecalled Statistical Package for Social Sciences (SPSS 

ver-sion 20). This is necessitated by the fact that the 

analyzedquantitativedataoughttobepresentedbygraphstogivequickvisualimpressionofwhatitentails. 

Thescalemeasurementofthequestionnairesincludednominalscale,ordinalandintervals. 

 

Questionnairesusedweresegmentedtocapturethedemographiccharacteristicsof  the  respondents  

andtheconstructsthatfeedsintothemulti-levellatentvariables using a five-point Likert scale (see [19, 

24]).A verification was done to assess the suitability of thedata for factor analysis with the 

expectation that Kai-ser–Meyer–Olkin  Measure  of  Sampling  Adequacy 

(i.e., KMo ≥ 0.6) and Bartlett’s Test of Sphericity valuearesignificant(p = 

0.05),whichwasthecaseforoursample data. In measuring some of the latent vari- 

ables,thestudydevelopeda9-scaleitemoncompen-sationpackagewiththefollowingloadings(e.g.,  

howhighisyourqualificationandpay(α=0.72),“isyour 

 

hypothesized two-factor structure was in line with the data(χ
2
/df=2.06,RMR=0.05,RMSEA=0.06,TLC= 0.94, 

CFI=0.93).Thestudyproceedstomakeuseofthepro- 

posedmeasurementmodelstoassesstherelationshipoutlinedintheconceptualmodelinFig.1. 

Hypothesizedtheoreticalequation 

Based on the conceptual model in Fig. 1, the study makesa number of hypothesis on the relation between 

motiva-tional factors and motivation itself and subsequently thelink between motivation and performance. 

Consequently,the study model leads to two structural equations as pre-sentedbelow: 

experiencelinked to your current pay?” (α=0.80), 

Y =α+βCP+βJDWE+βPMS+βTD+ε 
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“areyousatisfiedwiththemarketpremium”(α=0.75) 

etc.).  All  items  were  rated  on  a  five-point  Likert 

 

 

M 1 2 

 

3 4 1 

(1) 

 

scaleranging from 1=“not important” to 5=“very 

 

YJP=α+β1JM+ε2 

 

(2) 

 

important.”Aconfirmatoryfactoranalysis(CFA)indicatesthatthehypothesizedcorrelated3-factorstructure fits 

well with the responds of the participants(χ
2
/df=2.01,RMR= 0.05,RMSEA= 0.06,TLC=0.94, 

CFI=0.94). 

Jobdesignandworkingenvironmentwasmeasuredbya 7-item scale based on questions such as “how do 

youperceive your workload” (α=0.88), “does your work 

typeofferlearningenvironment?”(α=0.83),“Areyou 

inspiredbyyourworkingenvironment?”(α = 0.87),“Talentedstudentboostmorale”(α = 0.84) etc.Simi-larly, all 

items were rated on a five-point Likert scalerangingfrom1=“notimportant”to5=“veryimpor-tant.” A 

confirmatory factor analysis reveals that the 

hypothesized one-factor structure fits well with the data(χ
2
/df= 3.06,RMR= 

0.05,RMSEA=0.06,TLC=0.94, 

CFI=0.94). 

Performance management system was assessed using a9-

itemscalebasedontheseinferences(e.g.,“numberoftimessupervisorvisits”(α=0.69),“howoftenareyou 

visitedbythemunicipaldirectorofeducation”(α=0.78), 

“work recognition” (α = 0.72), etc.). All constructs wererated as 1 = “not important” to 5 = “very 

important.” Aconfirmatoryfactoranalysisrevealsthatthehypoth- 

esized two-factor structure was in line with the data(χ
2
/df= 2.86,RMR= 0.05,RMSEA=0.06,TLC=0.94, 

CFI=0.94). 

The last but not the least concept explored was jobperformance. It was assessed on a 12-item scale 

basedon the inferences such as (e.g., “are pupils treated 

with  respect?”  (    =0.77),  “do  you  help  pupils  workontheirsocial-emotionalskills?”  (= 0.69),  “are  

youfairandconsistentwithpupils”(= 0.87),  etc.).  Allitemswereratedona five-point Likert scale rang-

ingfrom1 = “notimportant”to5 = “veryimpor-tant.” A confirmatory factor analysis reveals that the 

 

whereJM = jobmotivation,CP = compensationpack-age,JDWE = 

jobdesignandworkingenvironment,PMS=performancemanagementsystem,TD=traininganddevelopment,JP=

jobperformance. 

 

Resultsanddiscussion 

Thestudybeginswithafrequencydistributionanddescriptivestatisticstocapturetheresponsesofteachersreg

arding the itemized construct identified in the con-

ceptualmodel.Beginningwiththesetwoisborneoutofthefactthatthedatacategoryusedinthestudyincludedc

ategorical,ordinalandnominalvariableswhichmaybedifficulttohaveasummarydescriptivestatistic. 

Withtheunderstandingthateverystatisticalapproachis guided by certain principles or in most cases what 

hascometobeknownasassumptions,adiagnosticcheckwasundertaken.Multicollinearityandsingularity,forinsta

nce,look  atthe  relationshipamong  theindepend- 

entvariables.Thus,multicollinearityexistswhentheindependent variables are highly correlated (r = 0.5 

andabove). The study was particular about these assump- 

tions because multiple regression abhors them (singular-ity and multicollinearity). Issues concerning 

outliers (i.e.,very high and low scores) was dealt with given the factthat multiple regression is sensitive to 

them. On normal-ity, the results of the Kolmogorov–Smirnov statics 

wereusedtoassessthedistributionofscores.Thetestresultwasinsignificant(i.e.,sig.valueofmorethan0.05),which

pointed to normality. Having done these, the study wassure there were no errors in the data and that the 
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= 

descrip-tivephaseofthedatausedcanbegin. 

Consistent with the general distribution of gender inthe demographic characteristics of Ghana, about 

63 ofthe teachers were female (39.6%) with 59.1% made 

upofmaleand1.3%beingtransgender.Thetransgender 

 

teachers were foreign teachers who were here on anexchange program. Most of the teachers in the 

sampletaughtattheprimarylevel(46.5%),followedbyjun-ior high level (43.4%) and kindergarten 

(8.8%), respec-tively. About 34.6% of the respondent responded 

theyhavetaughtbetween6and10yearsand22.0%hadspentbetween 11 and 20 years teaching. In terms of 

educa-tional background, about 50.3% of the respondent 

havehadfirstdegree,withtheremaining49.7%beingholdersof teachers Cert. A or Diploma from the 

training colleges,and master’s degree of the returned samples. The averagenumber of years participants 

have taught was observedtobe2.34yearswithacorrespondingstandarddeviation 

 

of 1.010. We present the demographic characteristics ofourparticipantsinTable1. 

As shown in Table 2, the compensation package 

scalehasgoodinternalconsistency,withaCronbachalphacoefficientreportedtobearound0.725.AccordingtoPalla

nt [40], Cronbach alpha values above 0.7 are consid-ered acceptable; however, values above 0.8 are 

preferable.Therefore,thethresholdvalueof0.725meansourscaleis internally consistent and acceptable. 

Similarly, the jobdesign and working environment scale recorded a Cron-bachalphacoefficientof0.793. 

Performancemanagement on the other hand hada Cronbach alpha coefficient of 0.70, yet training 

anddevelopmentrecordedalowerCronbachalphaof0.53, 

 

Table1Demographiccharacteristicsoftheteacherparticipants(total159).Source:Authors’ownconstructfromFieldData—

Questionnaire(2019) 

 

Variable Categories Frequency Percentage 

Genderofteachers Male 96 59.1 

 Female 63 39.6 

 Transgender 2 1.3 

Ageofteachers 18–25 11 6.90 

 26–35 43 27.0 

 36–45 54 33.9 

 46–55 35 22.1 

 56andabove 16 10.1 

Teachers’academicqualification PGDED 67 42.2 

 Bachelor’sdegree 80 50.3 

 Master’sdegree 12 7.50 

Rankofteachers SeniorSup.II 42 26.4 

 SeniorSup.I 10 6.30 

 Prin.Superintendent 92 57.8 

 Assist.DirectII 13 8.20 

 Assist.DirectI 2 1.30 

 DeputyDirectI 0 0.00 

Yearsteachingexperience Lessthan2years 21 13.2 

 2–5years 25 15.7 

 6–10years 55 34.6 

 11–15years 35 22.0 

 Over 15years 23 14.5 

 

Table2Descriptivestatistics,correlationmatrix,reliabilityandvaliditytest(N=159) 

Variables Mean SD 1 2 3 4 Cronbach’salp

ha 

Jobperformance 56.03 4.03 1    0.83 

PerformanceMgt.System 18.64 1.46 0.48** 1   0.70 

JobdesignandEnv 27.37 3.03 0.32** 0.43** 1  0.79 

CompensationPackage 40.3 4.10 0.25** 0.38** 0.42** 1 0.73 
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∗∗∗p<0.01;∗∗p<0.05;∗p<0.10 

 

 

       

 

 

 

whichmeantitlackedinternalconsistency.Thestudyhadtodrop trainingand development asfactor for 

jobmoti- 

Table4Teachers’jobmotivationandperformance 

 

 
Variables Model(1)Model(2)Model(3)Model(4)Model(5) 

vationandproceedwiththeothers.Jobperformance,   

however conspicuously recorded a Cronbach alpha of 

0.83.Intermsoftheoutputfromthecorrelationmatrix,it can be visibly seen that the scales computed were 

nothighly correlated and fallen below the threshold of 0.8 asrecommended (see [40], p. 56). Both the 

assumption ofsingularityandmulticollinearitybyextensionhavenotbeen violated (see Durbin Watson results) 

and thus thestudy can proceed to run the regression as per the setobjectivesandtheconceptualmodel. 

Teachers’performance 

Specifications 

Constant  31.92*** 46.24*** 44.47*** 33.99*** 30.50***(3.79) (3.14) (2.89) (3.056)

 (3.680) 

JM 0.463***(0.04) 

CP 0.253*** 0.039*** 

(0.08) (0.08) 

JDWE 0.32*** 0.103*** 

 

 

credencefromthetestofreliabilityandvalidity,examin-ing the causal effect becomes imperative. Using the 

base-line model in Eq. (1), the study concurrently runs 

theregressionwiththeoutputshowninTables2,3and4. 

In model one, the study regresses compensation pack-age with the dependent variable without 

controlling forother related factors. By implication what the results inmodel (1) seeks to explain is that, 

as the value of compen-sation package for teachers increases by 73 percentagepoints in the 

municipality, the mean of job motivationincreasesbythatsamemargin.Thehighcompensation 

 

 

tion 

R
2
 0.214 0.064 0.100 0.260 0.275 

 

Adj.R
2
 0.209 0.058 0.094 0.256 0.261 

VIF 1.00 1.00 1.00 1.00 1.2 

Toleranc

e 

1.00 1.00 1.00 1.00 0.787 

Durbin 2.04 1.91 1.95 2.05 2.11 

Watson 

 

 
Robuststandarderrorsinparentheses 

Dependentvariable:teachersperformance 

*p<0.10,**p<0.05,***p<0.01 

isevidencedbygovernmentofGhanareforminsalary
 structureandbolsteredbytheeffortoftheMem

berof 

Parliament(MP)throughthesharingofteachingandlearningmaterials(TLMs)inthemunicipality.Bythis 

Wegofurthertoexaminethecausaleffectofthefac-    (0.104)  (0.108) 

torsidentifiedastriggersofmotivationonteachers’level PMS    0.510*** 0.443*** 

ofmotivationusingordinaryleastsquaremethodwith     (0.08) (0.085) 

multipleregressionastheexactapproach.Havinggained Observa‑ 159 159 159 159 159 
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Table 3 Thecausaleffectofintrinsicandextrinsicfactorsonteachers’motivation 

 
Variables Model(1) Model(2) Model(3) 

 

gesture by the MP, teachers feel appreciated and derivehigh motivation. Moreover, the presence of a 

university(UniversityofEducation,Winneba)hashelpedtodeepen 

 

 

  thelevel of motivation. The model has cross-

variable 

 

 

Jobmotivation 

Specifications 

Constant 88.72*** 62.68*** 28.4***(5.58) (4.95) (4.06) 

CP 0.73*** 0.53*** 0.42***(0.14) (0.12) (0.08) 

JDWE 0.49*** 0.34*** 

(0.16) (0.11) 

PMS 0.45*** 

(0.22) 

Observation 159 159 159 

R
2
 0.529 0.73 0.882 

Adj.R
2
 0.525 0.72 0.880 

VIF 1.00 0.83 0.787 

Tolerance 1.00 1.20 1.28 

DurbinWatson 1.80 1.90 2.10 

Robuststandarderrorsinparentheses 

Dependentvariable:Jobmotivation 

^{*}p<0.10,^{**}p<0.05,^{***}p<0.01 

variance of 52 percentage and with close to about 48 per-centage unexplained as inferred from the 

coefficients ofboth coefficient of determination (R2) and adjusted coef-ficient of determination. Generally, 

the model is jointlysignificant (F = 170, p < 0.01) with a corresponding toler-

anceandvariableinflationaryfactor(VIF)of1. 

In model (2), the study varies the variables used withthe inclusion of job design and working 

environment toexamine how well the model can be through it cross-vari-able variance. Controlling for job 

design and environmentshowsasignificantdropinthecoefficientofcompensa-tion package from 0.73 to 

0.53 although highly signifi-cant. Job design and environment recorded a coefficientof 0.49 which 

meant this indicator increases teachers’ sat-

isfactionandthusmotivationby49percentagepoints.Inexplaining this phenomenon, one would say that jobs 

thatare rich in positive behavioral essentials such as auton-omy, task significance and identity and 

feedback con-tributetoemployees’motivation.Governmenthassince 

 

the introduction of its flagship program on free seniorhigh education emphasized the significance of 

educa-tion across all the strata. The autonomy of heads of 

unitwasbythisdirectivecurtailed.Headsofunitwerebarredfrom initiating policies to ease their operations. 

This find-ingissupportedintheliterature[7,30,46]andisalignedwith the SDT. For example, head teachers 

who had leviedpupilswithprintingfeesweresanctionedforsuchinitia-tive. Thus, by this gesture, the 

autonomy of the professionwas in doubt and this explains why the level of motiva-tion when this 

parameter is mentioned is low. With thisaddition,model(2)marginallyseesanimprovementof 

0.73 in the cross-variable variance which is a significant.Model(2)wasjointlysignificant(F=170,p<0.01). 

Allthe identifiedjob motivationvariables areconcur- 

rentlyusedinmodel(3)toinferwhethertherewasgoingtobeasignificantincreaseinthecoefficientofdetermi-

nationandadropintheresidue.Asaconfirmationtotheprioriassumption,therewasamarginalimprovementof

the explanatory strength of the model (R2 = 0.88). How-ever, the model witnessed significant drop in the 

coef-ficients.Thus,compensationpackagedroppedfurther 

from 0.53 to 0.42 and job design and environment from0.49to0.34. 

ItisimportanttonotethatthevalueofDurbinWat-son test results when all the identified factors are 

broughttogether in model (3) indicate a no autocorrelation in themodel which validates the earlier point of 

having dealtwithcriticalassumptionsthatborders  on  autocorrela-tion. Moreover, both our VIF and tolerance 
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were withinthe acceptable level. For instance, models (1)–(3) had aVIF score less than or equal to 1, which 

meant there werenoissuesconcerningapossibilityofhighmulticollin-earity. For tolerance, there are no clear-

cut cut-off point,but there is a suggestion of a tolerance greater than 0.40according to Allison [3]. Yet 

Weisburd and Britt [59] areof the view that anything below 0.2 is an indication 

ofseriousmulticollinearity.Inferringfromthese,itthere-fore goes to suggest that the tolerance levels of above 

1meantnomulticollinearity. 

In examining the relationship between the aggregatedmotivational factors and performance, the study 

bringsto the fore the following findings as shown in Table 

3.Thestudypresentsfour(4)differentmodelsontherela-

tionshipbetweenmotivationandperformance.Model 

(1) regresses the aggregate motivational factors on jobperformance, and the findings are quite 

interesting 

tonote.Thejobperformanceindicatorisincreasedby46%foreveryunitincreaseinmotivation.Thisrelation-

ship can further be explained to mean a teacher 

withinthemunicipalitywithasenseofsatisfactionwithhis/herteachingjobmayfeelmoreinclinedtobeatpost

nomat-ter what the prevailing circumstances are. The snowball 

effectofthisphenomenonisthereductioninabsentee-ismwithacorrespondingcurbonteachers’turnover.Although 

the coefficient of determination which explainsthecross-variablevarianceisbyfarlowerthanexpected 

(R2=0.214),themodelisjointlysignificant(F=41.44, 

p < 0.01). The VIF and tolerance levels are within accept-

ablethresholdwithaDurbinWatsonof2.04thatsignalsanoconcernofautocorrelationinthemodel. 

Models (2)–(4) regress the decomposed job motiva-tion factors on performance to ascertain their 

level ofsignificance,andindeed,astheorized,thesefactorswerepositively significant except with lower 

coefficient ofdeterminations(R2).Toexplaintherelationinmodel(2),it is important to note that 

compensation is the outputand the benefit that a teacher within the 

municipalityreceivesintheformofpay,orevenanyformofexchanges(in kind or in cash) to increase 

performance. The Mem-ber of Parliament for the area as part of effort to ensureteachers are well 

compensated shared over 700 laptopsto teachers within the municipality for effective teach-

ingandlearning.Thiscertainlyexplainswhytheattri- 

tionrateinthemunicipalityislowvis-à-vishighmoraleof teachers which largely explains the level of 

motivationandsatisfaction. 

Model(3)touchesonthepsychological  state  

theteacherfindshimorherselfowedtothenatureandstateofthejob.Thismayincludethejobenvironmentandthe 

degree of specialization. Yet in model (4), there is 

anexponentialincreaseinthecoefficientofperformancemanagementsystemsasitincreasesjobperformancewithin 

the municipality by 51 percentage point. It shouldbenotedthatperformancemanagement  sets  expecta-

tionsforteachers’performanceandthusmotivatesthemto work harder in ways expected by the municipal 

direc-torate of education under GES. The results in model (5)confirm earlier ones, but the inclusion of the 

other vari-

ablesascontrolseemstohaveincreasedthecoefficientsofthevariousmotivationalfactors.Thispartlyexplainsthepe

rformanceofthemunicipalityinthecentralregioninsuccessiveBECE. 

Furtherinvestigationis  made  to  understand  

whichoftheagegroupsisresponsiblefortheensuinglevelofperformanceinthemunicipality.Todothis,  

thestudy relies on one-way analysis of variance (ANOVA).Here, the mean scores of more than two 

groups arecomparedusingacontinuousvariableasthedepend-

entvariable.Havingtransformedtheordinalvariablesto continuous, it makes it quite straightforward to 

dothis. Using the categorical independent variable of agewhich has more than three categories and the 

job per-formance variable which we have transformed to becontinuous variable, the study undertakes 

a one-waybetweengroupsANOVAwithposthoctests.Teachers 

 

weredividedintofourgroupsaccordingtotheirages(group1:20–30yrs.;group2:31–40  yrs.;  group  3:41–50 

yrs.; group 4: above 51 yrs.). There was a sta-tisticallysignificantdifferenceatthe p<0.10levelin 

jobperformancescoresforthefouragegroups:F(4, 

159) = 0.042, p = 0.10. Despite reaching statistical sig-nificancefor  one  of  the  groups,  the  actual  

differenceinmeanscoresbetween  the  groups  was  quite  

small.Theeffectsizewascalculatedusingetasquared(etasquared = 179.1/8513 = 0.02)whichinCohen’s([10],pp. 

248–7) terms is considered far too small a size. 

Note should be taking that Cohen categorizes 0.01 as asmall effect, 0.06 as a medium effect and 0.14 as a 

largeeffect.  Post  hoc  comparisons  using  the  Tukey  HSDtestindicatedthatthemean  score  for  group  1  
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(56.12,SD=4.26)issignificantlydifferentfromtheotherthreegroupswhichwereinsignificant.Theresulthastheore

ticalsoundness.Group1wasmadeupofyoung 

teacherswhohadeitherreturnedfromtrainingcol-leges after completion or on internship and thus 

hadcause to perform for a possibility of being retained orgiven a very good report since internship 

supervisionformspartofthetrainees’assessment. 

Conclusion 

Inthisstudy,weexaminedamongahostofautonomousand controlled motivational factors and their 

relation-ship to performance among basic schools’ teachers in theEffutu Municipality of Ghana. A 

conceptual model wasdeveloped with the necessary hypotheses 

formulated.Usingmultipleregressionandone-wayanalysisofvari-

ance(ANOVA),thecausaleffectasshowninthemodelistested. 

Thestudyfindscompensationpackage,jobdesignandenvironmentandperformancemanagementsys-tem 

to be positively significant factors in 

explainingteacher’smotivationinthemunicipality.Thesejobmotivation factors were significant 

predictors on jobperformance.Theaggregatedjob  motivation  indica-tor when regressed on job 

performance reveals a posi-

tiveandsignificanteffect.BasedontheresultsfromtheANOVA,thestudyrecommendsthemunicipaldirector

ate of education to make more room for youngteacher trainees who are at the formative stage of 

theircareer to be engaged to augment the experienced staffstrength. More should be done to make the 

professionattain some level of autonomy in the discharge of dutyto breed the next genre of innovative 

educators in themunicipality.Alimitationofthestudyisitsinabilityto treat job motivation as a mediatory 

variable as cap-tured in the framework. The study recommends 

futureresearchtoexplorethisconnection. 
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