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Abstract
Motivation involves both extrinsic and intrinsicpigs. One must intrinsically be motivated beforeeatiog a
new challenges followed by entrinsic motivation Bmst achievement. In this study, the reseacheat csesus
sampling technique whereby all 85 respondents wseel for the case study as a result of the famglistotal
population of respondents. The researcher usedfdrottary and secondary sources in gathering ddta.data
used in compiling this work have been gathered ftbenstaff and management of Ghana Senior High @cho
through the administration of questionnaires angqral interviews. The data views and responsebleostaff
and management, were analyzed and interpreteddafit the influence of motivation on teachershia $chool
in question. Findings of the study revealed jobichmnent and merit pay as requirements for increpse
motivation of teachers of Ghana Senior High Sch¢afieridua. The researcher suggests that effectiategies
such as job enrichment and merit pay could adelyudte implemented by management to increase the
motivation of teachers at Ghana Senior High Sclkadbridua .
Keywords: Intrinsic, Extrinsic, Motivation

1 introduction

Thousands of books and articles have been publishedt how to motivate a workforce. Not surprisjnghere
are many conflicting views. In the days of old, yauld either wrack your donkey rear with a stickdangle a
carrot in front of its nose when you wanted it towa. Something similar holds in the field of motiea.
According to Tanja Parsely 2008, rewards will l¢adattitudinal shifts that will lead to change iehavior
which will result in a better motivated workforce.

1.1 Background of the study

According to Green (2009), ‘motivation is a seteokrgetic forces that originates both within ad aelbeyond
the individual's being to initiate work related faefior and to determine its form, direction, intépsand
duration’.

Motivating employees was an important topic aslfack as 1789. Samuel Slater, a pioneer who intextiuc
textiles manufacturing to America was concerneduaifsoeating a work setting where it was comfortaiole
workers to do their jobs. Other effort to createositive motivational working climate ranged fronedge M.
Pullman’s company down to Henry Ford’s profit shgriplan. The Edison Electric Illuminating comparfy o
Boston provided tennis courts and bowling alleysheD firms planted gardens for workers or consedct
libraries and athletic facilities to keep their wers happy.

Motivation theories attempts to explain why peodpidave in the way they do. The question of whatvates
workers to perform effectively is not an easy amamswer. The difficulty is that, the researcheolned has to
make assumptions about the motives for the behawalbserved and recorded. Thus there is alwaysesmneeit
of subjectivity in any judgment made about motigatiThe link between motivation and managementtipes
is crucial to management success.

Employees are the greatest single asset availalda brganization. In its factual sense, orgaromais people:
In view of this, people are the only assets thatwark actively towards organizational goals.

Motivation in its simple terms can be describedtes behavior caused by a stimulus but directed rdsva
desired outcome as indicated in the model below:

Stimulus— Appropriate Behavior» Goal or Desired outcome.

In this model, the stimulus could be a need, ddwéncentive of some kind, example the need fordfoén

appropriate behavior for the need for food wouldtdepull into a motorway restaurant. The goal osidl

outcome would be the relief of hunger, pangs arzkat, the enjoyment of a satisfying meal.

Even though there are other factors such as ingiiknowledge and skills, the nature of task, ttagement

style adopted as well as the organization’s climateplay a part in the result people achieve wihard to
effective performance, motivation holds the keytdess, that determines the extent to which theviddal

110



Journal of Education and Practice www.iiste.org
ISSN 2222-1735 (Paper) ISSN 2222-288X (Online) “—.5[1
\ol.6, No.16, 2015 IIS E

desires to place his or her knowledge or skilhat disposal of others and better still, the shriuthe effects of
obstacles or difficulties in so doing of which tears of Ghana Senior High School are no exceptibns.in

this light that the researcher in this study se®kéind out how teachers of Ghana Senior High Stlawe
influenced by motivation with regard to their jobrformance.

1.2 Organizational profile

Ghana Senior High School - Koforidua (GSHSK) foimdinown as Ghana Secondary School (Ghanass) -
Koforidua was established in May 1943 as a contionafrom the then form four systems, now Juniogti
School. The school has a student population of hrausand two hundred and sixty — three with emmoye
population of one hundred and six which comprisghtg — five teaching staff and twenty — one noteaching
staff. Ghana Senior High School offer courses inésal Arts, Visual Arts, Home Economics, GenerdeSce,
Business Studies and Agricultural Science.

1.3Problem statement

There are many reasons why managers are continuatlgr distress in organizations. Resources — Human
Material and technology are, but a few issues coniing managers daily. More importantly, the huraapect

has questions that have perplexed and fascinatedgess of Ghana Senior High School for a long tifteese
questions include: What makes some teachers peratter than others? What makes some teachers seem
better satisfied in their job than others? How wanimprove the motivation and job satisfaction edichers?
When and under which conditions do teachers pdatigufeel bad feel bad about their jobs? What eachers

like and dislike about their jobs? The problemta$ tstudy therefore is to identify the influencenadtivation on
teachers of Ghana Senior High School.

1.4 Research objective
The general objective of this study is to investghe influence of motivation on teachers of Gh&aaior High
School.

To be able to attain this general objective, tiseaech will look at the following specific objeatis.
« To identify the type of motivational practices atipby management at Ghana Senior High School.
« To determine how motivational policies are desigbogananagement at Ghana Senior High School.
« To identify effective strategies for increasing thetivation of teachers at Ghana Senior High School

2.0literature Review

According to Green (2009), ‘motivation is a setokrgetic forces that originates both within as aelbeyond
the individual’'s being to initiate work related laefior and to determine its form, direction, intépsand
duration’. Employees are motivated by what theyinistcally believe is going to happen, not by whetnagers
promise (extrinsic) will happen. Managers can nattvemployees by setting in motion the conditietuired

for motivation, namely; confidence, trust, satisime and creating an environment that reinforcessé¢h
conditions. Green recognizes three of Herzberg'svaimrs as being crucial in motivating people. 3dare
recognition, interesting work and responsibilitye Blys, over and above monetary reward, what peoge is
praise. They need assurance that their effortkraoen, valued and appreciated. Sometimes all #gak satisfy
this deep desire is a sincere “well done”, prefgratelivered in front of their peers. Making peopl@®rk
interesting means driving away boredom becausa ifjieeat de-motivator. Make their work meaningfud gou

will spur them to realize their own highest potahti Giving people additional responsibilities inesl not only
giving them extra work, but work that is importamd requires a higher level of knowledge and shilstudy
using Herzberg's theory to compare what motivatablip — and private sector employees showed that in
employees of both sectors, the motivation to werkded to emphasize intrinsic, motivating factorise Dther
interesting result of his work was that public secwvorkers tended to value extrinsic or hygienetdex
significantly more than the workers in the privatetor. An argument that ensue from Herzberg'srthdmat
says intrinsic factors would be ranked as the logtiortant influences on job satisfaction while @gic
components would be ranked as low importance bykersr Therefore, it seems that items which could be
identified as intrinsic motivators and meeting estpons are an important part of achieving higrels of job
satisfaction or at least preventing dissatisfactidowever, these findings, though supported by exskin
research have not treated a major movement away frioney being seen by many managers as a major
motivator or at least an important factor influemgra person’s willingness to work.

Kim and Garman (2008), defines motivation as theirly force within an individual by which they atpts to
achieve some goal in order to fulfill some need®xpectations. These inner-striving conditions dbed as
wishes, desires, drives, urges, aspirations, ardsnef human beings direct, control or explainrthehavior.
They found that employees’ personal lives affeeirthttitudes and behaviors at the workplace. Tdisyovered
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this when examining the relationship between fima@nstress and work outcomes including pay sati&fac
work time use and absenteeism. Results of theifoeaqion showed that employees who had high leeéls
financial stress had lower levels of work. The iteWe consequence is poor productivity. They recemded
that employees should give financial educationsglasto reduce financial stress from their emplay&basy
agree to the corporate leaders belief that itngphi good business to satisfy workers needs fordgworking
conditions. Thus ‘a fair day’s pay and social iatdions’. They further cite other studies that kgt the
relation between participative management or ppetive decision making and job satisfaction. Selvstudies
have been demonstrated that participative decisiaking can be beneficial to workers’ mental healti job
satisfaction. According to these authors, the basisumption of participative management is thatisha
managers’ decision-making power with employee wilhance performance and work satisfaction. They
maintain that the main issues of the quality of lhovement are enhancing employee satisfactiomowing
intrinsic motivation and helping employees to fgebd about their work and jobs. Therefore, jobséatition
was one of the earliest anticipated outcomes ofosvepment. Many managers, union leaders and schsitare
the belief that participative management practibese substantial positive effects on performancd an
satisfaction at work. In recent research regarginblic-service motivation, Brewer, Selden and Fg@&09)
suggest that policy makers and public managersidtommsider employees in decision making procesmasof
the strategies for advancing public-service moitrat

Kini and Hobson (2008) agree with the concept afitent and process theories by suggesting thateobnt
theories are concerned with the identificationraportant internal elements and the explanationaef these
elements may be prioritized within the individuamployees bring to a work situation their feelingsliefs and
a repertoire of behavior which determine their modperandi on day to day basis. It is for this oeathat
managers constantly seek to understand, explainifapdssible to predict the nature of their emplege
behavior. Content theories of motivation attempéxplain and describe factors within the person ¢émergize,
direct, abstain and stop behavior. They provideraaméwork for managers to gain insights about their
employees’ internal state; while process theorieghe other hand focus on certain psychologicatgsses
underlying action and place heavy emphasis on it@sgrthe functioning of individual's decision sgsh as it
relates to behavior. Process motivational theaatesmpt to explain and describe some of the fadigrigally
outside the individual that energize, direct, smséad stop behavior.

Walkup (2008) showed in a group study that motidaaed satisfied employees are critical to the ssxad
organizations, especially service industries. Matthd and happy employees are the best way to etisatre
customers receive great service and keep returRngs Umphenour, one of the executives who pastiegpin
this focus group study remarked, “Good servicesdaieen by satisfied customers who are driven Hised
employees”. Optimal staffing has been shown to chplirectly on staff morale and job satisfactiorhiet in
turn transfers to the customers’ experience andbtittom line. In his study of the effects of orgaational
communication on job satisfaction and motivatidiustrate that role clarity problems lead to stressision,
anxiety, dissatisfaction, turnover, lack of jobeirgst and less innovation. They also indicated dhid¢rent
workers from different working environments haveyiag degrees of role clarity needs. He showed thatink
between intrinsic job characteristics and job $adison is stronger in richer countries, countrigeish better
governmental social welfare programs, more indialgitic countries and smaller power distance coestBy
contrast, extrinsic job characteristics are strgrajid positively related to job satisfaction in edluntries. In
addition, he found that intrinsic job charactedstiend to produce motivating satisfaction in cdeatwith good
governmental social welfare programs irrespectizéhe degree of power distance, while they do eodtto
work so in countries with poor governmental soeialfare programs as well as large power distanttareu
Kirkman and Shapiro (2007) maintain that job satiibn and organizational commitment are importstause
they have, in turn, been associated with othertipesbrganizational outcomes. For example, Kirknzam
Shapiro cite other authors who assert that empyd® are more satisfied with their jobs are aéss labsent
and less likely to leave. They are more likely tepthy organizational citizenship behavior and sfeil with
their lives overall. Employees who are more coneditire less likely to intend to leave their jobsuar actually
less likely to experience stress, more likely tafgen well and behave professionally. Internatidnal
commitment has been linked to lower intent to leiavimdia and to higher organizational citizenshghavior in
Israel and New Zealand. They cite a few reasonghfer skepticism: The ranges of things we meatugauge
job satisfaction distract from what's really impamt and distorts the true state of our organizatidive
observed that there are few things that are crifmatechnical people’s happiness: cool work, fady, good
relationships and a reasonable believes that thesfinolds more of the same. Most of the thingsnveasure are
important only if these primary things are missimgwhich case there is already a problem. He &srttiaims
that it's not that workers’ dissatisfaction is upiontant, but alleviating it shouldn’t be the mamag@rimary
focus. Instead, he proposes that we should lodkest motivation, which he believes more importéort your
collective success. People who are motivated anestxd on their work more than on their personadfsation.
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Motivated teams can operate at many levels of piisfaction. Motivation can also be a great sowtgb
satisfaction.

2.2 Theoretical framework

2.2.1Expectancy theory

A quite popular explanation of process motivatidayeloped by Victor Vroom is the expectancy theoayed
as one of the most prominent motivation and leddertheories. The majority of the early studiesddsthe
accuracy of the expectancy theory in predicting legge behavior. Victor Vroom defines motivation as
process governing choices among the alternativedasf voluntary activity. In his view, most behagicare
under the voluntary control of the individual ané aonsequently motivated.

Expectancy refers to the individual’'s belief comdeg the likelihood or subjective probability thatparticular
behavior will be followed by a particular outcomeck as level of performance. Several studies Hemen
guoted for and against expectancy theorists, famgte, Humphreys and Einstein (2008) have it tkpeetancy
theory focuses on individual perceptions of thekmamvironment and the interactions of that conteithh one’s
personal expectations. Since we believe a compsareemodel must include aspects of individual peadity,

an expectancy paradigm is a logical starting pddased upon this generic framework of expectanegryy we
agree that a comprehensive model of work motivatimnst include the concepts and elements of effort,
individual abilities and perceptions pal directeehbvior, intrinsic and extrinsic rewards, satistacttand
perceived equity. As a result, these authors fieehgly that additional variables are present i éxpectancy
theory of motivation such as follower self — cortcefd contribution of Shamir, House and Arthur (2007
proposed the motivational importance of the setfoncept of followers within the leader / follower dyad.
They theorized the transformational effects of idmaatic leaders, where the results of increasebbvielr
motivation by assisting those followers in the nbamance and enhancement of the self-concept. Fellow
motivational development has given rise to a cohadpmotivational development. The idea being that
individuals might move through stages of motivatibtievelopment whereby initial behaviors may beivated

by simple enjoyment but maturity and experience teag that individual to elicit certain behavioms things
like status or personal fulfillment. Critics of eeqiancy theory say theorist differ on how they mieftoncepts
(e.g., effort, motivation) and how they measurenth@hey also differ on research designs. No sydiema
approach being used across investigations. Expectiweory does not specify which outcomes are egleto
which individual in which situation. Expectancy ting creates an implicit assumption that all moiwatis
conscious. Individuals are assumed to consciowalyutate the pleasure or pain they expect to atiniavoid;
then a choice is made. Although, it is generallyeppted that individuals can't always conscioushefrt motives,
expectancies and perceptual process, expectanoyytBays nothing about subconscious motivationdigsu
testing this model have relied on employees framglsi organization who were doing the same or sinlbs.
These studies seriously limit and restrict a raofexpectancies and instrumentalism. These typestunfies
raise questions about generalizing the resultexfe studies to other situation.

2.2.2Equity theory

Stacey Adams, while working as a research psychgilogith the Electric Co. in Crotonville, New York,
developed and tested an equity theory of motivatihe essence of the equity theory of motivatiornhest
employees compare their efforts and rewards witlsehof others in similar work situations. This theof
motivation is based on the assumption that indi@idwhich work in exchange for rewards from the
organization, are motivated by a desire to be aflet treated at work. A key management role is the
maintenance of employee perceptions of equity éwlrkplace. Equity exists when employees perctiag
the ratio of their inputs (effort) to their outcosngewards) is equivalent to the ratios of othenrilsir employees.
Inequity exists when these ratios aren’t equivalant individual's own ratio of inputs to outcomesutd be
greater or less than that of others (Gibson eR@D7). In essence, this theory proposes that individaats
motivated to maintain fair or “equitable” relatidmgs between themselves and to change those redhtjes that
are unfair, “inequitable” (Kini Hobson, 2008:605}atistics of this theory, firstly, questioned thaéent to which
inequity that results from overpayment rewardsdseto perceived inequity simply because employees a
seldom told they're overpaid. Secondly, equity fesi on short term comparisons. What about long term
comparisons? Equity theory ignores reactions teceg&pced inequity. It's not like that two peoplellweact
somewhat differently to the same magnitude of iitgqifi they believe different things caused the iggu
Practical terms, what the theory says is that ipleyees judge their inputs (efforts) in the orgatian to be
rewarded fairly and justly in comparison to othéoing the same job, employees will be motivatedidok even
harder to earn those rewards. If however, emplopeeseives that their inputs (efforts) are not neled fairly
and justly in comparison to others doing the samhe ¢mployees will be less motivated and theredoest less
efforts in their jobs. In this context the rolermafinagers is critical in ensuring that employeesr'Dieel short-
changed by the organization; Inputs (efforts) aeognized and remunerated fairly; and Outcomesnapay
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and benefits are fairly and justly distributed agetnall shareholders. This will in turn ensure ttemtsions and
negative attitudes are not allowed to take rooicivmay assist in keeping workers happy and pradeict
2.2.3Job design theory

Job Design (JD) seeks to identify task charactesisdf jobs, how these characteristics combinedotmn
different jobs and their relationship to employestiration, satisfaction and performance (Kini andbidon,
2008). The Hackman — Oldham job characteristics ehod derivative of this theory developed in Japan
contends that providing employees with task vayietgk significance, task autonomy and feedback Je@d to
three critical psychological states (experiencecammgfulness of the work, experienced responsybildr
outcomes and knowledge of the actual results) whicturn, will lead to high internal motivationigh quality
work performance, high work satisfaction and lovgextieeism and turnover (McAfee, Quarstein and Ardal
2006).

2.2.4 Maslow’s hierarchy of needs

One of the most widely cited and discussed contettvation theory is the need hierarchy model psgubby
Abraham Maslow. Maslow defined human need as Phogizal - the need for food, drink, shelter andefel
from pain. Safety and security - the need for foeedrom threat; that is, security from threatenagnts or
surroundings. Belongingness, social and love nded for friendship, affiliation, interaction andd. Esteem -
the need for self esteem and for respect from stt&alf actualization - the need to fulfill onedgyf maximizing
the use of abilities, skills and potential. Maslewheory assumes that a person attempts to sHtesfyore basic
needs (physiological) before reacting behavior tomgatisfying upper level needs (self-actualizgtidrower
order needs must be satisfied before a higher aveled such as self — actualization begins to cbatperson’s
behavior. According to Maslow, a satisfied need eause to motivate. When a person decides that etwning
enough pay for contributing to the organizationymoey loses its power to motivate.

2.2.5Mcgregor’s theory x and theory y

McGregor’s theory X is based on the assumption pieatple are inherently bad. This represents a ipestii
view of human nature. According to this theory, pleodo not really want to work. They have to behaas
closely supervised and threatened with some typpuafshment. He believed that workers have litileno
ambition, prefer to avoid responsibility and wilek security as their major goal.

On the other hand, McGregor’s theory Y is premisadthe assumption that people are inherently gdbds
reflects an optimistic view of human behavior. Aating to this theory, work is as natural to peogéeplay or
rest. People’s attitudes toward work depend o firevious job experiences and the conditions suding the
job itself. If employees are able to understand esldte to their organization’s goals, they wilhdeto be
somewhat self-directed and will not need to beataeed or coerced into working. When given the grop
encouragement, people will seek, rather than avegponsibility and will often exercise considerable
imagination and creativity in carrying out theirtids. The above work climate or environment alsanptes a
Pygmalion effect (enhanced performance that redudt® others having positive expectations of us)reh
workers know that the supervisor/manager expect® from them. As a result, they simply perform mtran
expected. When a manager has high expectationg &memployees, his expectations tend to becorfie se
fulfilling prophecies. If a manager believes hispoyees are good, employees tend to behave inipipasys.
Base on these, it can be deduced that a managamg&ative attitude toward employees, that is charazet by
mistrust, punishment and general disrespect, osllyshto engender mistrust, disrespect, sabotaggemetally
negative attitude in employees. No one wins in $fitisation. Even the organization that feeds evesysuffers.
Conversely, a manager’s positive attitude towarglegees that is characterized by trust, supporgnapss,
unconditional mutual respect can help instill thene values in employees. This creates a win-wuatdn for
all including the organization.

2.2.60pponent process theory

This is an interesting theory of job satisfactionllandy (2007) which hypothesizes that job attimiéenanate
from a person’s physiological state. Opponent pedheory assumes that when you experience anmextre
emotional state, central nervous system mechanattesnpt to bring you back from a state of emotional
equilibrium or neutrality. In returning to neuttgli the emotional state may even surpass equitibrand
progresses to the opposite emotional state. Fangleawhen you were first appointed to your job, yoabably
felt happy, even elated. This positive emotionatestvaned over time to a neutral state or pertmpsstightly
depressed or unhappy state. Opponent process thessgnts an intriguing explanation of why jobtattes
change over time and why workers may become boitdtheir jobs they once found satisfying. It doext
explain, however, why some workers are continuelther very satisfied or dissatisfied with theib$o The
opponent process theory inculcates high performa®yee theory which is really an integration of Wwor
motivation and job attitude theories. This modetsuthe motivational framework of goal setting amddjcts
that high goals need high success expectationstteadyh performance. High performance, in turrgduces
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rewards, satisfaction and commitment to future goeihe model also considers the influence of paisand
situational factors, such as ability and task caxipy.

2.3 Types of motivation

Sansone C., Harackiewicz J M., (2009) in their bokinsic and Extrinsic Maotivation’- the searcbrfoptimal
Motivation and performance indicated that motivatiman be categorized into extrinsic and intrinsiges of
motivation.

2.3.1Extrinsic Motivation

Extrinsic motivation is caused by the expectatibrexternal sanctions to their own behavior. It ¥Xpected to
achieve a reward or avoidance of punishment omgfpotential unintended consequences. In other sydhe
conduct is instrumental: it becomes a means torah Eor example, by obtaining an economic, social o
psychological reward (a bonus, the approval ofrtheers or recognition of your supervisor.) Orahde taken
to avoid unpleasant consequences (the refusakafaay increase, the rejection of others, or ldssoofidence
by his boss). Extrinsic motivation depends on agigtbther than the acting individual. That one parceive a
behavior, or you can evaluate it according to tlséandards. And also has the option of providingnatr the
rewards or punishments. Thus there is no guardnééehe conduct which the individual believes Jakd right
to the goal that promoted such behavior. Extridsicactivated behavior arises from incentive motiva and
consequences that is contingent on the observealioeh

2.3.2Intrinsic Mativation

According to Green (2009), employees are motivatedvhat they intrinsically believe is going to happ not
by what managers promise (extrinsic) will happeraniigers can motivate employees by setting in madkien
conditions required for motivation, namely; confide, trust, satisfaction and creating an envirorintleat
reinforces those conditions. Green recognizes tbfeEerzberg’'s motivators as being crucial in mating
people. These are recognition, interesting work @sgponsibility. He says, over and above monetaward,
what people crave is praise. They need assuraraie thieir efforts are known, valued and appreciated.
Sometimes all it takes to satisfy this deep desir@ sincere “well done”, preferably delivered iorft of their
peers. Making people work interesting means drivamgy boredom because it's a great de-motivatokeMa
their work meaningful and you will spur them tolieatheir own highest potential.Intrinsic motivatiis caused
by the gratification derived from implementing timelividual’'s own behavior. The behavior is expressit is
both means and end. The realization, for examgla,dhallenging job for which you have the skiflgans that
the activity is in itself satisfactory. With intisically motivated behavior, the motivation comesnf internal
needs and the satisfaction provides spontaneoi#yact he intrinsic motivation by contrast, disps with any
externality (Self-sufficient). Therefore, the emagy theories of motivation emphasize the importaacel
potential of intrinsic motivation without reinforgyj means to the role of the external sanctions.

2.4 Factors to consider when designing motivational gizes for teachers
According to the Motivation Policy for Teachers ®hana Senior High School — Koforidua (2005)’, teaash
motivational policies will be considered by thelda¥ing factor:

2.4.1 Concerns of the parents teachers associ#tiof)

The parents teachers association (PTA) is an aotons body that comprises the union of parents whae h
brought their wards to school and the teachersheir twards. The Parents Teachers Association (P3fA)
schools play the major role as far as teacher mtivin is concerned. In most cases, the motivatfdeachers is
initiated and implemented by the Parents Teachssediation (PTA).

2.4.2 Teacher performance

According to Robbins and DeCenzo’s report in tHadiok "Supervision Today," every employee within a
company is different and, therefore, is motivatechérform well for different reasons. Due to th&etences
within an organization, it is important for a maeado get to know his/her employees and understemat
motivates their performance. "If you're going to ficcessful in motivating people, you have to bdmgn
accepting and trying to understand individual défeces.

2.4.3 The nature of the teachers’ job

One motivator for employees is a feeling that e ifself is worthwhile. According to Dr. Sunil Rt in his
article "A Review of Employee Moativation Theoriesidatheir Implications for Employee Retentions with
Organization", these employees feel personallyaesiple for their work and believe that is a meghihjob.
Employees who take personal responsibility forrthedrk and believe that it is making a positive aap will
strive hard to perform very well, leading to emgeyoyalty and improved productivity.

2.4.4 Work Environment of the Teacher

Employees have a desire to be part of a comparyanitositive and encouraging work environment. Madtng
input and strong working relationships during therkday will provide an environment that employeei w
want to be a part of. According to "Supervision &pd this involves focusing employees on achievenaeal
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maintaining equity in the workplace. This idea qliy has to do with the perception employees tavieir

importance in relation to others within the compalfiyemployees do not believe they are treated wihity

they will not perform well.

2.4.5 Public Recognition

Sandy Smith, in "Motivating Employees in Tough Tsylepoints out the importance of recognizing empksy
who work daily to live out the values of a compaBmployees like to receive acknowledgment and préism

managers of a job well done. Companies that makégrecognition a part of their normal protocollivareate
an environment for employees to perform well. Rragsan excellent motivator.

2.5 The influence of motivation on job performance

In Abraham Maslow's theory of needs and McGregdhisory X and Y, it is pointed out that motivated
employees always look for better ways to do aflobis their morale is boosted and are ready to g@xtra mile
as far as their task is concerned. Motivated enga@eyare more quality oriented. With this they pointthat the
results of motivation and job satisfaction is gyadind efficiency. They further maintain that matied workers
are more productive. Thus the end result of qualitg efficiency is increase in productivity.

A report made by Cassandra B. Whyte (2007), pantsthat motivation directs employee’s behavior doav
particular goals. When employees are both intralsicand extrinsically motivated with regard toaaget, they
put in positive behaviors towards the achievemérsugh target. Motivation also leads to increasegleyee
effort and energy towards their jobs. It serveam&nergy booster to employees and encouragestthpat in
extra effort with regard to their jobs. Increasadinitiation of, and persistent in, activities asimied out by
Cassandra in her report is another attribute aéfsed employees well motivated. Maotivation alschances
cognitive processing employees. Apart from the irhpaotivation has on employees, it also assist gament
to determine what consequences are reinforcing.ultireate influence here is that, lead to improeadployee
job performance.

2.6 Strategies for increasing motivation
2.6.1 Job Enrichment

According to Michael and Paul, 2008, job enrichmenbvides employees with an opportunity to grow
psychologically and mature in a job. Job enrichmattémpts to make the job itself motivational. Resk
indicates that jobs higher in enrichment factosultein higher satisfaction; however, research aisicates that
enriched jobs require more training time and reisudightly higher anxiety and stress. Job enriehtrincreases
a job's range and depth, which refers to the nurabactivities and the autonomy, responsibilitysaletion, and
control.

2.6.2 Merit Pay

A study by Milkorich and Newman, 2008, reveal thatprder to motivate, a salary plan must demotestitzat
good performance leads to higher levels of payjmize any negative consequences of good performamuk
relate other rewards to good performance. The momayemployees receive is actually a package mpdef
salary, and other fringe benefits such as transporsing, furniture, medical allowance. Otherdiude meal
subsidy and utility allowances. The money that exygés receive is actually a package of salary amefits.
Theories of motivation suggest that salary and fitsnkave influence on effort and persistence. Ray the
potential to satisfy each of the five needs in Mwa&t hierarchy. In Herzberg's two-factor model paya
maintenance factor that should not contribute ficantly to motivation. In expectancy theory, pancsatisfy a
variety of needs and influence choice and behavihile in equity theory, pay is a major outcometthae
compares with other employees.

2.6.3 Flexible working Hours

According to Pierce, 2009, flexible time is intedde ensure that the work of the organization oawplished
and, at the same time, to permit employees and thgiervisors to establish work schedules thatgeice
individual and family needs. Organizations are fhedth an increasingly diverse workforce that irds
nursing mothers, single parents with young childeemployees with very different responsibilitiesdahose
taking classes or pursuing degrees to improvesskitid abilities or for self-improvement. The coricep
flexible working hours has motivational appeal tarmy of these workforces. Research indicates tleibile
scheduling can be motivational in that job satigecis improved and absenteeism reduced. Thetyldi
accommodate employee needs is a healthy and goajiproach to motivation.

2.6.4 Incentives

Motivation increases with greater incentive vallie.the context of climbing competitions, one may be
motivated by the possibility of placing in the caflor most, the true incentive are the feelingseeigmced in
cranking a hard climb, winning a comp, or as Jawtgffatt says “just burning someone off.” Incentive
motivation gets stronger the closer you are toetrent or your goal. Set lots of short-term goalsaddition to a
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couple long-term aims, to shoot for (and hopefalthieve) on a regular basis. Too long a delay etweur
actions and their payoff makes it more difficult gy motivated. This explains why an active “tigt* (a
detailed list of routes to do) is such a great wadtr. If you are regularly sending routes on ttstthen it’ll be
awfully easy to train between climbing trips.

2.6.5 Positiveness

Confident, positive climbers are highly-motivatesijccessful climbers. Conversely, if you have a latk
confidence or are constantly negative about thitigsy your motivation is probably about 20,000 lessyunder

the sea. Maybe more than any other trait, youretegf positiveness (in general) is something yamied as a
child. Fortunately, a day-to-day effort to turn yamegative thoughts around can have dramatic sffectyour
confidence and degree of motivation. You must flsestome aware of your negative thoughts. Statements
guestioning the value of training or predictiongobr performances may be the most common amomietis.
Learn to immediately counter these thoughts wittmesthing positive. Use self-talk and self-instruotguch as
“this will help me build strength,” “stick it,” ofl can do it.”

2.7 Ghana education service

The Ghana Education Service (GES) was establishgrid of the Public Service of Ghana in 1974 byQuiR
247 and subsequently amended by NRCD 252, 357 BI€DS63. The GES is governed by a fifteen-member
council and other divisions at the GES headquarine Vision of Ghana Education Service is to @emat
enabling environment in all educational institusoand management positions that will sustain effect
teaching and learning in school and promote managegfficiency within the Service. The Ghana Edioca
Service is charged with the responsibility of impénting pre-tertiary education policies of governméhis is

to ensure that all Ghanaian children of school-ga@ige are provided with quality formal educatiod &aining.
2.7.1Teachers motivation as provided by the Ghana Educatn Service.

Under the Civil Service Law 1993, PNDC Law 327 gT®overnment, the Ministry of Education and the i@&ha
Education Service in 2010 replaced the Ghana Us@lealary structure (GUSS) with the Single Spia&aly
Structure (SSSS) where the Ministry of Educatidre Ghana Education Service and the leadership eof th
various teacher unions agreed on a 15 percentysalerement as teachers retention premium as avatitn
package for teachers.

The Ghana Education Service in 1995 institutedveard scheme to appreciate the role played by teadighe
Ghana Education Service in the delivery of quadithucation. This award is given on yearly bases ativaite
best performing teaching and non teaching staffindfis of this award are given a two bedroom houdé dt

the location of their choice and a car.

3.0RESEARCH METHODOLOGY

Ghana Senior High School — Koforidua (GSHSK), Bastegion, is chosen as the case study. GSHSK &dd
in Koforidua, New Juabeng Municipal Assembly. Iikolly owned by the government of Ghana. In thislg,
the researcher employed a cross-sectional desigroagh in which information is elicited from teachef
Ghana Senior High School in a number of differemiditions in order to assess the influence of natiivn on
them.

3.1RESEARCH DESIGN

In this study, the researcher employed a crossesettdesign approach in which information is éédi from
teachers of Ghana Senior High School in a numbaetifeérent conditions in order to assess the inftee of
motivation on them.

3.4RESEACH POPULATION AND SAMPLING TECHNIQUE

The total population for this study is made up lbtle teaching staff of Ghana Senior High Schoofdfidua.
The total population is eighty — five. For the pasp of this study, census sampling technique wad ts
sample out respondents, therefore all the 85 resgpus were used for the study. This is due todbethat, the
total population is fairly small, and that the datald be collected from all the respondents. Assalt of this,
all 85 respondents were used. Instrument employeedttieve information include interviews and gicastaire.
However questionnaires were used in this case.t@uesires were chosen over interviews becausenegnts
felt reluctant to disclose certain vital informatiovhich they deemed confidential. The questionsavere made
of both closed ended and open ended questions. &med questions have possible answers to theigugest
provided but closed ended does not have any pesaitdwers for the respondents to choose from aml th
expects the concrete opinions of respondents. Barernthat all aspects of the research are analyeéate
drawing relevant conclusion, statistical packageskcial science (SPSS) versiaf was used to analyze the
data.
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4.0FINDINGS

.Findings from the 50 questionnaires distributedetspondents revealed that extrinsic motivatiotihéstype of
motivation adopted by management of Ghana Senigh Bchool. — Koforidua. Factors such as the remerd

of the national best teacher award scheme, teaehtarmance and the work environment of teachbesmajor
factor considered by management of Ghana Senidr Sapool in designing motivational policies fordbars is

the concerns of the parents teachers associatidh.tkiis, teachers meet with parents to designiampdement
better motivational packages for teachers. Ouhefresponses given by teachers, the most paramasnthat
motivation help to release pressure on teachefatiea also motivation encourages teachers to nyaladity
decision regarding their roles. itbrings about d®in teachers performance and that inadequatevatioti
increases stress associated with work and bringstdbustration coupled with confusion among teashef
Ghana Senior High School. moreover, compensatiojolorperformance encourages teachers to meet sarget
Finally, job enrichment and merit pay are the ®ffective strategies for increasing motivation ihg@a Senior
High School.

4.1 SUGGESTIONS

After a thorough research on the influence of naton on teachers of Ghana Senior High School, the
researcher came up with the following suggestions:

The researcher discovered that intrinsic motivatisna major type of motivation for an effective job
performance in Ghana Senior High School. Howevenagament of Ghana Senior High School adopts only
extrinsic motivation. The researcher therefore sstgthat management of Ghana Senior High Schodd cse
intrinsic motivation hand in hand with extrinsic tivation in encouraging teachers for effective job
performance. Designing motivational packages fachers is vital in teacher motivation scheme andua$
cannot be undertaken only by management. In viewhisf teachers, parents and management must come
together to decide on which compensation is avigilfdy which performance.

The researcher also suggests that teachers shewttategically lured, enthused and kept focusethein job
content so that they remain motivated by buildieigtionship of trust and understanding with teashparents
and management balanced with the application o&fahority.

It was discovered regarding the study that therenis award made available to teachers and this ithe
national level. The researcher therefore suggestsngoduction of internal achievement awards fastb
performing teachers on yearly bases, to encouragedactices.

Finally, the main function of a teacher is to impkiowledge and social discipline to students. Thiguires a
kind of relationship between teachers and studehish determines the success of the teacher’s tgedn
view of this, the researcher suggests that a saglaktone for unbroken service between teachalssardents
is in place to encourage a positive social relatigm among teachers and students.

4.2 CONCLUSION

The researcher concludes that motivation is a mdgderminant of job performance in every organaatbf
which Ghana Senior High School — Koforidua is ngeption. As indicated by Green (2009), ‘motivatisra
set of energetic forces that originates both witienwvell as beyond the individual’s being to inéiavork related
behavior and to determine its form, direction, msiity and duration’. In view of this, the motivatiof teachers
of Ghana Senior High School must adequately beydediand implemented for effective teacher perfocea
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Number of teachers in each department

Cumulative
Frequency [Percent [Valid Percent [Percent
Valid SCIENCE 21 24.7 24.7 24.7
GENERAL ART 44 51.8 51.8 76.5
BUSINESS STUDIES |12 141 141 90.6
HOME ECONOMICS |4 4.7 4.7 95.3
VISUAL ART 4 4.7 4.7 100.0
Total 85 100.0 100.0
Table 2 Types of motivational practies adopted
Cumulative
Frequency [Percent Valid Percent |Percent
Valid Intrinsic motivation 34 40.0 40.0 40.0
Extrinsic motivation 51 60.0 60.0 100.0
Total 85 100.0 100.0

The statistics in table 1 shows that, out of ther@pondents, 21 representing 24.71% are in then&ei
department, 44 representing 57.76% are in the @eAer department and 12 which represent 4.71% ttoies
both Home Economic and Visual Art departments rethpely.

Table 2 highlights the major types of motivatiopedctices practiced in Ghana Senior High SchoolfoKdua.

Out of the 85 respondents, 44 respondents repregeti% indicated intrinsic motivation while 51 pesdents
representing 60% indicated extrinsic motivationisTshows that the majority of teachers in Ghanadsetigh

School are extrinsically motivated to work.
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Table 3 Factors management consider for deggiing motivational policies
Cumulative
Frequency [Percent [Valid Percent [Percent
Valid Concerns of _th_e parent 32 376 376 376
teachers association
Requirement of the nation 2 28.2 28.2 65.9
best teacher award schem]
Teacher performance 11 12.9 12.9 78.8
Work environment 9 10.6 10.6 89.4
All the above 10.6 10.6 100.0
Total 85 100.0 100.0

Thetable shows responses on what factors managemesiteo in designing motivational policies for teach
of Ghana Senior High School. It is clearly showattthe concerns of the parents teachers associainains
paramount in designing motivational policies fadkers of Ghana Senior High School by management.

Table 4 Method employed to increase the motivation of teachers @hana Senior High

School
Cumulative
Frequency [Percent [Valid Percent [Percent
Valid Job enrichment 33 38.8 38.8 38.8
Merit pay 33 38.8 38.8 77.6
Flexible working hours |19 22.4 22.4 100.0
Total 85 100.0 100.0

According to the survey, job enrichment and meay are the two preferred methods that can effdgtibe

employed to increase the motivation of teacheiGldna Senior High School - Koforidua. It is so heseawhen
respondents were asked the method that can effgctie employed to increase the motivation of teexlof

Ghana Senior High School, out of the 85 respond@&B8tsepresenting 38.82% indicated job enrichmé&ntther

33 representing same 38.82% indicated merit paytlmdemaining 19 respondents representing 22.31d9%ec
flexible working hours.

Table 5 Some areas of life dincial motivation support
Cumulative
Frequency [Percent [Valid Percent [Percent
\Valid Meets electricity and g| 13 15.3 250 250
expenses
solve some petty fami,, 12.9 21.2 46.2
financial problems
releases pressure on salar]20 23.5 38.5 84.6
Meets unexpected expens{8 9.4 154 100.0
Total 52 61.2 100.0
Missing  System 33 38.8
Total 85 100.0

Regarding the table above. This clearly indicabas financial form of motivation in Ghana SeniogHiSchool
has some relieve impact on the majority of teachers
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Table 6  Motivations bring about change in tedeers performance.

Cumulative
Frequency [Percent [Valid Percent |Percent
Valid Strongly Agree |41 48.2 48.2 48.2
Agree 44 51.8 51.8 100.0
Total 85 100.0 100.0

Motivation can bring significant changes in thectears performance based on the table above. Thuaitls
proper design and implantation of motivational s, employee performance level are likely to ower
This is clearly seen as presented in table.5 thatob the 85 respondents, 41 representing 48.2480gly
agreed and the remaining 44 representing 51.76%eddgo the statement ‘Motivation brings about cleaimy
teachers performance’
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