
1

Factors Affecting Teachers’ Motivation and Performance in

Secondary Schools,Northern Showa Zone,Oromia Regional State

BY

KassaFeye Jima

ID NO GSK /0510/08

Submitted to

Addis Ababa University

School of Graduate Studies

Department of Educational Planning and Management

Dame Abera, Ph.D. (Advisor)

Sep, 2018



i

ACKNOWLEDGEMENTS

I acknowledge my supervisors Dr. Dame Abera for their guidance during the writing of this

project. If it were not for their guidance, this work could not have been a success. I also

acknowledge teachers, principals and Supervisor of Degem, Abdisa Aga, and G/T/Biru

secondary schools for giving information which was required for the study.



ii

DECLARATION

This Research Project is my original work and has not been presented to any other university for

a degree or any other award.

Name_______________Signature________________________date ______________________



iii

Approval sheet

This Research Project has been submitted for examination with our approval as University

Supervisors:

Advisor’s Name _______________Signature__________________ Date ______________

Examiner ____________________Signature__________________ Date ______________

Examiner ____________________signature ___________________date ______________



iv

TABLE OF CONTENTS

Contents page

ACKNOWLEDGEMENT ............................................................................................................... i

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

Approval sheet ............................................................................................................................... iii

TABLE OF CONTENTS............................................................................................................... iv

List of table ................................................................................................................................... vii

Abstract ........................................................................................................................................ viii

ABBREVIATIONS AND ACRONYMS...................................................................................... ix

CHAPTER ONE ............................................................................................................................. 1

1. INTRODUCTION................................................................................................................... 1

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

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

1.3. Research Questions .............................................................................................................. 7

1.4. Objectives of the Study ........................................................................................................ 8

1.4.1. General objective ........................................................................................................... 8

1.4.2. Specific objectives ......................................................................................................... 8

1.5. Significance of the Study ..................................................................................................... 8

1.6. Delimitation of the Study ..................................................................................................... 8

1.7. Limitation of the Study ........................................................................................................ 9

1.8. Organization of the Study .................................................................................................... 9

CHAPTER TWO .......................................................................................................................... 10

2. REVIEW OF RELATED LITERATURE................................................................................ 10

2.1. Conceptual definitions........................................................................................................ 10

2.2 Theoretical Literature Review on Teachers Motivation ..................................................... 12

2.3. Factors that affect teachers' work performance.................................................................. 14

2.3.1. Lack of interest in teaching Profession........................................................................ 14

2.3.2. Inadequate Salary and other Benefits .......................................................................... 15

2.3.3. Characteristics of the school work Environment......................................................... 17

2.3.4. Student Disciplinary Problems .................................................................................... 19



v

2.3.5. Administrative Problems ............................................................................................. 19

2.3.6. Teachers’ Motivation................................................................................................... 20

2.3.7. Job satisfaction ............................................................................................................ 21

2.4. Empirical Literature review on teachers’ Motivation ........................................................ 24

CHAPTER THREE ...................................................................................................................... 27

3. RESEARCH METHODOLOGY.............................................................................................. 27

3.1 Introduction ......................................................................................................................... 27

3.2 Research Design.................................................................................................................. 27

3.3 Area of study ....................................................................................................................... 27

3.4. Research population ........................................................................................................... 28

3.5 Sampling Design and procedure ......................................................................................... 28

3.5.1 Sampling Design........................................................................................................... 28

3.5.2 Sample Size .................................................................................................................. 28

3.6. Data Collection Instruments............................................................................................... 29

3.6.1. Questionnaire: ......................................................................................................... 29

3.6.2. Interview...................................................................................................................... 30

3.7. Pilot test...............................................................................Error! Bookmark not defined.

3.8. Procedures of Data collection ............................................................................................ 30

3.9. Data Sources....................................................................................................................... 31

3.9.1 Primary Data................................................................................................................. 31

3.9.2 Secondary Data............................................................................................................. 31

3.10. Data Analysis and Interpretation...................................................................................... 31

3.11. Reliability and Validity .................................................................................................... 31

3.12. Expected Results of the study .......................................................................................... 32

CHAPTER FOUR......................................................................................................................... 33

4. DATA ANALYSIS AND INTERPRETATION...................................................................... 33

4.1. Reliability Statistics............................................................................................................ 33

4.2. Socio – Demographic characteristics of respondents......................................................... 33

4.3. Factors Affecting Teachers Motivation.............................................................................. 35

4.3. 1. Teaching Profession ................................................................................................... 35

4.4. Inadequate Salary and Other Benefits ................................................................................ 39



vi

4.5. Characteristics of Work Environment................................................................................ 41

4.6. Students disciplinary problem............................................................................................ 44

4.7. Administration problems.................................................................................................... 47

4.8. Staff Works Dissatisfaction and Weak Performance ......................................................... 49

4.9. Inferential statistics ............................................................................................................ 53

4.9.1. Correlation analysis ..................................................................................................... 53

4.10. Regression Analysis ......................................................................................................... 56

CHAPTER FIVE .......................................................................................................................... 59

5. SUMMERY, CONCLUSION AND RECOMMENDATION ................................................. 59

5.1. Summery ............................................................................................................................ 59

5.2. Conclusion.......................................................................................................................... 62

5.3. Recommendation................................................................................................................ 63

REFERENCES ............................................................................................................................. 65

APPENDICES ................................................................................................................................. .



vii

List of Table
Page

Table 4.1: Reliability Statistics ..................................................................................................... 33

Table .4.2 Respondents’ Socio - Demographic Characteristics.................................................... 34

Table 4.3.Respondents’ response on issues related to teaching profession .................................. 35

Table 4.4: Respondents report on inadequate salary and benefits ................................................ 39

Table 4.5: Respondents Response on Characteristics of Work Environment .............................. 42

Table 4.6.Respondent’s response on student’s disciplinary problem ........................................... 45

Table 4.7.Respondents’ response on administration problems ..................................................... 47

Table 4.8.Respondents’ response on staff works dissatisfaction and weak performance ............ 50

Table 4.9 Correlation Analysis ..................................................................................................... 54

Table 4.10: Model Summery ........................................................................................................ 56

Table 4.11: ANOVA Result.......................................................................................................... 57

Table 4.12: Regression Coefficients ............................................................................................. 57



viii

Abstract

The purpose of this study was investigation of factors affecting teachers’ motivation and its

impact on performance. The research approach used the qualitative and quantitative

approaches.The subjects of the study were teachers, school principals and supervisors of Degem

secondary school, Abdisa Aga secondary school, and G/T/Biru secondary schools.Purposive

sampling techniques are employed to select sample of individuals.The findings of the study

indicated that the first factor that affecting teachers’ motivation was characteristics of the work

environment. Secondly, students disciplinary problem. Thirdly,administrative problems.The

researcher tried to recommend the following.The education sector should improve the working

environment and working conditions in secondary school .This should be done in order to

motivate teachers to work.. The rate and mode of payment for teachers’ allowances, salaries and

other benefits should be improved by setting clear payment policies and use them in order to

guide the whole process payment. The government should increase the salaries, allowances for

the teachers in order to motivate them. Also the promotion criteria should base on certain merits

along with the proper salary scales allocation without any delay.Motivation and attractive

packages are to be provided to the teacher .The government with its bodies has to ensure that

there are attractive packages for teachers including teachers allowance such as risk allowance

and responsibility allowance loans along with paying teachers’ salaries claims of other benefits.

Improvement of in the management style and procedures are to be applied with especially for the

factors which are management oriented .The school management have to find other alternatives

in providing incentives to teachers rather than depending on increase of salaries and on the

benefits from the government. The educational office and other concerned body should work on

the system that able to upgrade teachers’ interest to their profession, teachers’ benefits and

fringe benefits, creating better working environment,handlingstudents’ disciplinary problems.

Keywords: Teachers’ Work Motivation, teachers’ Performance, Secondary Schools, Northern
Showa Zone
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CHAPTER ONE

1. INTRODUCTION

1.1. Background of the Study

Education is one of the most important elementsthat energize the development of society. It is a

base for socio-economic, cultural and political development of a country. It enables individuals

to acquire knowledge, skills, ability and attitudes andmake them full participate in the

development process of a country.

Panda and Mohanty (2003) stated that good teachers were essential for the effective functioning

of education system and for improving the quality of learning process. This result can be

achieved when teachers are satisfied with their job. Job satisfaction enables teachers to put their

maximum effort up on their work. The maintenance of high satisfaction and morale has long

been an important objective for educators. Teachers develop performance style characteristics to

their ways of relating to the world, perceptually as well as cognitively. An effective teacher’s

development design should have an exhaustive measure of these factors so as to encourage

necessary skills and attitudes amongst prospective teachers (UNESCO, 2002).

Riaz (2000) pointed out that the factors that can influence teachers’ work performance and

motivation. Some of the factors were inadequate salary and non-salary benefits, work itself, the

nature of work environment, personal relation with students and the teacher, disciplinary

problems of the students, parents, community and teachers’ perception to teaching, and

administrative problems. Thus, some of the variables that reduce teachers’ motivation and that

cause impact on teacher’s performance were described as follow. These are Inadequate salary:

which deals with insufficient monthly payment; other Benefits that  deals with the concerns

with the lack of  job promotion ,job rotation ; job satisfaction which is related to the teachers’

negative  attitude towards their role; nature of work environment which indicates the presence

of bad personal relationship with the colleagues and others with in the school and out; personal

relation with students: this is also another factor that shows the absence of student centered

approach in the class room; student disciplinary problems which shows the development of bad
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inclination like disturbing ,lack of attention  etc  from the student; the position itself, it unlike the

above variables this indicates hating their current post; administrative problems which indicate

that  much of the time school principals and their assistances only voice themselves instead of

making a participative decision so this makes the teachers not to feel sense of belongings on their

job.

Up on this situation the government of Ethiopia expressed its commitments for the improvement

of quality education in many educational conferences and events. The aim of continuous

professional development (CPD) was to improve the performance of teachers in the classroom

and improve student achievement. It was a career-long process of improving knowledge, skills

and attitudes-centered on the local context and, particularly, classroom practice. All teachers

must be actively engaged in: (a) their own learning process, (b) working with their colleagues,

(c) identifying their own needs and (d) the wide range of activities, formal and informal that

brings about improvement of their own practice and the practice of others (MoE, 2009).

Furthermore, MoE had introduced a program called education quality improvement package

(GEQIP) which was designed to improve the quality of education. As the major input of

education quality, teachers are widely recognized as a critical factors influencing education

quality. Thus, teachers’ professional development and motivation was the most determining

factors to education quality. The ministry of education has given priority for continuous

professional development (CPD) believing that it is the right of teachers as well as of a great

value for national development, especially in the areas of  teachers' beliefs, attitudes and

practices, needed to enhance students' learning (UNESCO,2006).

Finer (2000) states that teachers are the most important resource in every institution. Through

their individualized professional competence, they provide valued products and services. He also

notes that teachers’ performance level never exceeds 50% of an individual capacity to perform

particularly when not effectively motivated. They may stunt in low morale often displayed in

poor professional conduct and poor work performance. Teachers’ productive performance and

professionalism can be enhanced through motivational practices responsive to their needs. Gibbs

(1994) defines professionalism as qualification arising from a specific body of knowledge and its

ethical code of conduct. Good work performance and professionalism are said to go hand in

hand. Highly motivated teachers perform better, thus enhancing their professional growth
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through training and experience. A sense of identity and distinctiveness also increases translating

into professional growth. How teachers behave at work, is not simply a result of random

influences. Behaviour is caused and so is its reoccurrence. Education remains the most important

index in measuring development of a nation (Gibbs, 2000). Its linkage to other indicators of

development like socio-economic status, health, mortality rate, technology and poverty reduction

are clear. Education is credited with developing the full potential of people to lead productive

lives. Fundamentally, education enlarges people’s choices in life through capacity building and

transforms people by making them more receptive (Ndegwa, 2001). In view of the above, many

countries have continued to invest immensely in education with over 40% of the country’s

resources being spent on education. High school education spends a substantial part of this

allocation. Its importance is seen in its being the bridge between primary education and higher

learning. Charged with the responsibilities of this monumental duty, is the high school teacher.

The government is the employer of all public high school teachers through the teacher’s service

facilitator, a corporate body established under the Ethiopia’s law and enshrined in the

constitution. Its mandate includes all human resource functions comprising employment and

deployment of teachers, remuneration, performance appraisal, promotion and transfer,

registration, interdiction and termination of service, advisory services and any other practices

that are necessary to facilitate the teacher services in schools.

Successful learning at school is the foundation of lifelong learning by individuals and the

globalised knowledge society of the future (Ndegwa, 2001). Therefore, it is very important

that every pupil at school is well set on this path and teachers are the ones who have the

pivotal role to impart knowledge to students. According to (Ndegwa, 2001), teachers who are

appointed today are not only the leaders of the next generation, but they also act as role

models to students. He also added that if teachers are happy, motivated and satisfied with

their teaching profession, then greater student achievement will definitely result. Teachers’

decisions and attitudes are likely to affect the welfare and prospects of a country including

the lives of the country's future generation.

Motivations of teachers have been the focus of substantial research over the past years.

According to pointed out that teacher motivation, on the other hand, is usually demonstrated

by the behaviour of the teacher he also added low teacher motivation not only has adverse
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effects on student academic achievement, but  it has impact on the attainment of  quality of

education. Attracting and retaining teachers are also major concerns to educational leaders in

order to ensure that there is no shortage of teachers in the future (Gibbs, 2000).

Moreover, (UNESCO, 2002) points out that teaching in today's schools can be rewarding, but

it can also be filled with stress, frustration and little time to take care of oneself. This is so

because the role of teachers has changed dramatically over the past decades. Teachers are

required to play several roles during the course of the school day including those that parents

are supposed to play, for instance, provide moral education. High expectations from the

various stakeholders of education, including students, parents, school and society at large and

the various challenges that teachers have to face worsen the situation (Gibbs, 2000). With

regards to this, teachers feel frustrated and depressed and they also experience a feeling of

lack of motivation and dissatisfaction. Consequently, some teachers either quit the teaching

profession for greener pastures while others consider this situation as part of their fate. They

remain in the teaching profession, but however, they demonstrate a lack of interest in their

job, which can ultimately have adverse effects on student performance. High rate of

absenteeism among teachers also results which is a serious impediment to the delivery of

education and teach (Gibbs, 2000). There are numerous factors which account for why school

teachers are not satisfied with their job and what causes them to lack motivation. Moreover,

it is stated that some of thevariables are low salary, no promotion, lack of communication,

poor working environments and many more.

Since teachers occupy a fundamental position in the primary education system, therefore, it

is of upmost importance to cater for the needs of teachers and improve certain aspects of the

teaching profession (Gibbs, 2000). Thus, the producer of this study has an intention to assess

teacher’s motivation and its impact on their performance in secondary school.

1.2. Statement of the Problem

Teachers work performance and professional conduct are an importance prerequisite for student

academic achievement and quality education. When teachers are work motivated in work; it

results in better performance and professionalism. But teachers’ motivation may be affected
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variously by different school aspects including motivational factors.

Secondary education is an important level of education, due to its being a bridge between basic

primary education and university education. The grade level was charged with the motivation,

implementation and facilitation of the role of the high school teacher to bring better student

educational achievement(  quality education) in terms of creativity, innovation and problem

solving capacity . Thus, teachers’ motivation play significant role to bring quality education.

Because teachers are maintain central role to inculcate attitudes, values and character through

teaching. The teacher is a role model of which students’ intellect and behaviour are conditioned,

imitated and learnt. She/he is a counsel and can alter behaviour through reinforcement and

motivation.

Contrastingly, teachers’ work performance and professional conduct has become a subject of

public scrutiny over the past years. The government is duty-bound to provide a quality education

to the citizens (Gibbs, 2000). To achieve this, the country needs have highly motivated teachers

whose work performance and professional conduct are exemplary. Gibbs (2000) also stated that

the secret of success, for any business is highly professional employees who deliver both high

quality work and optimum quantity.

Like that education need highly motivated teacher. There are factors that motivate teachers.

Teacher motivational factors may be classified in to intrinsic and extrinsic motivation of the

work. Recently, many questions like “What is motivation, “Why teachers’ motivation is

important” What are the motivational factors that attract teachers towards teaching profession”?

Whether they join this profession by their own choice or there is some other factors that make

them bound to pursue this profession. Teachers have considerable impact on a country’s

prosperity and its generations, given that they are traditional agents of education. Teachers’

performance (quality of service) depends on many internal and external factors including

individual, organizational and environmental ones. Education and learning are intertwined

concepts. Although there are different theories suggesting various applications of motivational

models, it is undeniable that teacher response can vary across cultures and professions. Besides

culture and profession, other factors such as rewards or incentives also influence the motivation

of teachers (Gibbs, 2000).
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Reward refers to “the benefits which teachers receive in return for working on behalf of an

employing organization”. Rewards are considered as benefits received after a successful

completion of an assigned task. The two main forms are intrinsic and extrinsic rewards. Extrinsic

rewards consist of financial, material or social rewards such as; cash payment or various

employment benefits including health insurance and occupational pension. On the other hand,

job satisfaction, personal development, social status and recognition that can be attached to

particular job roles are self-granted and psychological rewards which are intrinsic rewards

(Gibbs, 2000).

Gibbs (2000) suggests that the size of the bonus and the active support from principals are also

important in teacher motivation. Teachers do not get motivated by the pay bonus unless they find

the amount large enough. Also, active commitment of the administrators is the key to the success

of group reward programmes. Furthermore, perceptions of the teachers on fairness have an

influence on their motivational reactions; therefore it may be necessary to explain the logic

behind the performance measures, the mechanics of the programme, and the level of

improvement in goals. Last but not least, face validity of student achievement assessments, other

measures of school performance and reliability are also found to be important in reward

programs (Gibbs, 2000). Though there so many factors that influence teachers’ academic

motivation and performance this research includes only the following worth mentioned potential

factors, among others, inadequate salary and other Benefits, job satisfaction, the characteristics of

work environment, personal relation with students and the disciplinary problems, the position

itself, and administrative problems. As a result of this, these factors have been given a prime

concerning this study. All organizations need motivated workforce in order to accomplish their

goals (Bwisa, 2012). Liu and Meyer demonstrated that primary school teachers had a positive

perception on their job despite low salaries but however the teachers who possessed greater

motivational drive in their jobs could be more dedicated to the success of their students but if it

were the case, private school teachers would have worked harder to help their students achieve

academic goals. There were however frequent severe disciplinary actions, poor preparation of

teaching materials, absenteeism as well as various forms of unrest which affect the

accomplishment of the set mission. For that matter, the researcher tends to investigate the role of

motivation in enhancing performance of private primary school teachers, despite the adequate
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motivation packages and procedures as compared to public schools. There have been a number

of studies on pay related incentives to motivating teachers of which these studies argued that

monetary rewards could not be the only way to motivate employees to improve performance.

Studies further argued that teachers in schools were highly motivated as such, the researcher

tended to investigate why the performance of some of these schools was still poor despite the

high motivation.Teachers’ motivation plays a very vital role in the promotion of teaching and

learning excellence. Normally, motivated teachers are more likely to motivate students to learn

in the classroom (Gibbs, 2000).

Several researches have been done locally on teachers’ motivation.Among these Adamu(2007)

did research on Job Satisfaction of TVET Teachers in East Showa Zone, a related research were

done by Guta(2008) An Assessment of Employee Job Satisfaction at Ethiopian Union Mission.

The other related research was made by Dawit(2008) Study on factors of work motivation,

Attrition and Retention of North WolloTVET Teachers in AmharaRegion.Teachers in secondary

schools of Addis Ababa, like all other types of organizations, are affected by job motivation

factors. Fundamentally, this study aims to investigate challenges that negatively affect

secondary school teachers ‘academic motivation and performance in Degem, Abdisa Aga, and

G/T/Biru secondary schools.

Hence, the purpose ofthisstudy isthereforetofind outthemajorchallengesthataffectsecondary

school teachers’ academicmotivation and performance inDegem, Abdisa Aga, and G/T/Biru

secondary schools byanswering the following basicresearchquestions.

1.3. Research Questions

1. What is the current status of teachers’ work motivation and performance in secondary

schoolsofNorthShoa Zone?

2. To what extent areteachers committed and interested in teaching at secondary school?

3. What are the major factors affect teachers’ work motivation and performance in secondary

schools?
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1.4. Objectives of the Study

1.4.1. General objective

The general objective of this study was to explore the factors that affect the teachers’ work

motivation and performance in Degem, Abdisa Aga, and G/T/Biru secondary schoolsand suggest

some possible solutions.

1.4.2. Specific objectives

1. To identify the current status of teachers’ work motivation and performance in secondary

schools of Northshoa Zone?

2. Toassess the major factor that affects the work motivation and performance of teacher in the

Degem, Abdisa Aga, and G/T/Biru secondary schools

3. To examine the commitment and interest of teachers currently in teaching in your school?

1.5. Significance of the Study

This study will provide an insight on the factors that affect the work motivation and performance

of teacher in secondary schools. And hence some of the benefits of the study to the school stake

holders (Teachers, principals, students, parents, and community) are worth as follow: Ithelps

academic staff of the schools, especially instructors, to identify their strong sideand take an

action about their weak side. Enablestudentstoknowthechallengesintheseschoolssoastoprepare

themselves accordingly. Indicatethemanagement of theseschoolsto develop suitable environment

workingfortheteachers. Togiveevidencefortheneedtoimproveorsustain theseschools

‘regulationconcerns andling theteachers serveasasteppingstoneforfurtherresearchstudies.

1.6. Delimitation of the Study

At the moment, Oromia Regional State does have 17 administrative Zones. However, it will be

verydifficulttoinvolveallschools of this regioninthestudysincethenumberof teacher’s is large and

vast enoughto subjugate moresmoothly. Owingtothisreason onlyDegem, Abdisa Aga and
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G/T/Biru secondary schools are considered inthisresearch tomakethestudymanageable andeasy.

Besides, inadequate salary and non-salary benefits, job satisfaction, the characteristics of work

environment, personal relation with Students and Students’ disciplinary problems disciplinary

problems, the position itself, Administrative problems are the only variables that given  an

emphasis for this study by the Student researcher. Thus, the study delimited to investigate factors

affects teachers work motivation and performance issues. Because factor that affect teachers

work motivation and performance issues at school level.

1.7. Limitation of the Study

The major limitations of this study were resource constraint including time, finance and access to

information. Besides, to obtain information from the respondents was somehow difficult due to

the busy nature of their work schedule. The study will be representative to the rest of the others

schools in Oromia Regional state but the following issues are some of the difficulties that the

student researchers would face for such as: The scatter of the schools; the process of data

collection is time consuming; transportations cost; willingness of the participants; data

availability; quality of the responses of the participants

1.8. Organization of the Study

This study organized and presented in five chapters. The first chapter deals with back ground of

the study, statement of the problem, objective of the study, significance of the study, delimitation

of the study, limitation of the study. The second chapter reviews related literature presented. The

third chapter (methods and procedures) tries to describe in detail how the study will be

conducted. The fourth chapter (Presentation and Analysis of Data) attempts to summarize and

present the data collection from the finding. Finally, the fifth Chapter (summary, conclusions,

and recommendations) tries to draw inferences based on the result. In this chapter, it will also try

to give the most important findings.
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CHAPTER TWO

2. REVIEW OF RELATED LITERATURE

2.1. Conceptual definitions

2.1.1 Motivation

Motivation is the willingness of an employee to contribute high levels of effort towards his or her

work, conditioned by the capacity of the effort to satisfy needs as well as his or her personal

environment. A motivated employee willingly tries hard to contribute his or her best

performance towards accomplishing his or her work (Ngirwa, 2006). Potter (2005) defined

motivation as a person’s active participation and commitment to achieve the prescribed results.

Basically, from the above definitions, employee motivation was seen as the inner drive or push

that led to a certain human action or inaction in a given time, given specific prevailing

conditions. It is a force that considers individual inner drive in the pursuit of pushing people to

do something in turn.

However, the process of motivation usually started with someone recognizing unsatisfied needs,

then establish a goal to be achieved and thus satisfying the need and accomplishing the goal

(Maslow,1948).Motivation can also be affectedly the social context. This context comprises the

organizational values and culture, leadership and management as well as groups or teams in

which people work. This attitude greatly discouraged academically able young men and women

from enrolling in teacher training courses. Many teachers resorted to other employment even

those left do not provide the quality of education expected of them (World Bank 1990).

Motivation is closely related to job performance not merely job satisfaction which was a

characteristic of motivated employees or quality of work life improvement programs which was

aimed at creating a situation of motivation. Therefore, for private schools to have a motivated

workforce, they need to create an environment in which higher levels of motivation are

maintained.



11

2.1.2 .Teachers’ Performance

Teacher performance plays an important role in the school performance. It comprises what the

employee does or does not do. Performance involves quality of output, quantity of output,

timeliness of the output, cooperation and the presence at work (Gungur 2011). Employee

performance can be defined as the record of outcomes achieved for each job function during a

specified period of time (Macky and Johnson 2000). However, performance could be measured

by variety of parameters which show an employee’s pattern of performance over time.

Performance in the organization context is usually defined as the extent to which an

organizational member contributes to achieving the goals of the organization. It involves an

organization to communicate its mission and strategies to the employees, setting individual

performance targets to meet the employee as well as the organization mission. The continuous

review of performance management ensures organizational performance (Ying 2012).

2.1.3 Teachers Motivation and its effect on Teachers Performance

According to Hoy and Mislal (1987), employee motivation is a complex force, drive, need,

tension state that starts and maintains voluntary activity directed towards the achievement of

personal goals. Therefore, motivation is what starts and energizes human behavior, how those

forces are directed and sustained as well as the outcomes they bring about (performance).It

therefore follows that there is a relationship between motivation and performance which is

paramount in any organizations existence. It is possible that an employee may display low

motivation from the organizations perspective yet enjoy every aspect of the job. This state

represents high job satisfaction. (Ifnedo, 2003) demonstrated that a motivated worker is easy to

be spotted by his or her agility, dedication, focus, zeal and general performance.

This part presented the theories that related to motivation as well as performance of teachers

which in the researcher’s point of view contribute to the performance of teachers. Teacher’s

motivation is however a complex and difficult term, so, a precise definition of this concept is

exclusive as the notion comprises the characteristics of individuals and situation as well as the

perception by the individual.
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2.2 Theoretical Literature Review on Teachers Motivation

2.2.1 Maslow’s Hierarchy Theory

Maslow, (1943) hypothesized human needs in a hierarchy of importance. Physiological needs,

security needs, social needs, esteem needs and self-actualization. Once each of the needs was

significantly satisfied, it would lead to a driving force for the next need. People need to satisfy

physiological needs first which act as primary motivators; individual’s then move up the

hierarchy to seek to satisfy safety needs, self-esteem and finally seek self-actualization. This

dominates a person’s behavior especially among managerial personnel. Maslow provided that for

an employee to be productive, he should be satisfied with these needs otherwise the failure to

meet organizational goals. However in the current situation, most people want to get jobs to

make them sure of daily bread, meeting their needs as much as a better future with promotions

and use of talent. Teachers would also be more motivated if given freedom and power to carry

out tasks so as to give own results.

2.2.2 The Achievement Theory

The theory stated that the major part of a person’s performance was driven by the intensity of the

persons need for achievement, Ngirwa(2006). In the current situation, people would perform

highly if they had to achieve their needs or if they wanted to get something.

2.2.3Expectancy Theory

The theory argued that the motivational force to an individual’s performance was a function of

the expectancies that individuals had concerning future outcomes times the personal value they

placed on those outcomes. According to the expectancy theory, the strength of a tendency to act

in a certain way depended on the strength of the expectation that the action would be followed by

a particular outcome and on the attractiveness of that outcome to the actor (Ngirwa, 2006).

2.2.4 McGregor’s Theory X and Theory Y

McGregor (1960) proposed two theories in trying to view employee motivation. He

distinguished two alternative basic assumptions about people and their work. Theory X and

Theory Y, which according to him, they took opposite views of people’s commitment to work.
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They tended to have no ambitions, responsibilities, want and preferred to follow than lead others.

They are self-centered therefore caring less about organizational goals. Theory Y assumed that

people would be moved to meet their work goals if they were committed and that rewards should

be in place to address their higher order need. In the current situation, the two groups of people

are applicable though in theory Y, people do not normally get their expectations.

2.2.5 Herzberg’s Two factor Theory

The theory was based on the need for fulfillment because of how best to satisfy workers.

According to Herzberg, he referred to environmental factors that caused workers‟ dissatisfaction

as the hygiene factors. The presence of these factors did not cause satisfaction thus affecting the

performance of workers. Hygiene factors included pay, supervision, security, work conditions

among others. They were perceived necessary but not sufficient conditions for satisfaction. The

theory further identified factors that made workers work harder. These were motivational factors

and they included; recognition, achievement, responsibility, growth, advancement thus high

performance. In the current situation, Herzberg’s theory is applicable in schools in that, they

need to appoint good supervisors who have leadership skills and ability to treat teachers fairly,

ensure that policies didn’t frustrate teachers therefore needed to be clear, equal and fair. Teachers

should be allowed reasonable amount of time to socialize thus a sense of teamwork. The

environment in which people work has an effect on performance so the employees should

address both motivators and hygiene factors to retain teachers.

2.2.6 Equity Theory

According to Adams, a person’s job satisfaction depended on his perceived equity as determined

by a call for fair balance to be struck between employees‟ inputs for example hard work, skills,

tolerance, enthusiasm and employees‟ output for example salary, benefit and intangibles like

recognition. According to the theory findings, a fair balance served to ensure a strong and

productive relationship with the employees with the overall result being satisfaction thus

motivated employees. The theory was built on the belief that employees become demotivated

both in relation to their job and their employers if they felt as though their inputs were greater

than the outputs. Employees therefore could be expected to respond in different ways for

instance reduced effort, became disgruntled, disruptive among others.
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2.3. Factors that affect teachers' work performance

2.3.1. Lack of interest in teaching Profession

According to the teacher retention model of Gardy and Figueriaas cited in Manna and Tesfaye

(2002), there are four stage processes that will help teachers to choose to stay or leave their

profession. Of which selection is the stage, in which teacher first show their interest towards the

profession. It is widely argued that the status of teachers in most countries, both developed and

developing, has declined substantially during recent decades (Bennel, 2004). However in

Tesfaye and Demewoz (2004) in their study explained that inclination towards the teaching

profession took a rain check over the last forty years mostly due to the status attached to the

profession. According to (Esteve), as cited in Getachew, 1999, teaching is profession that people

join when they are not capable of finding an alternative job which pays more. In this regard

Motuma (2006) and Mulugeta (2010) also confirmed that most teachers enter in to the profession

because it is easier to get than other jobs or to make money (their earning) out of it till they get

another job among other reasons. Commitment refers to the attachment and loyalty. As defined

by (porter et al., 1974 cited in Armstrong, 1995, commitment is a relative strength of the

individual’s identification with, and involvement in, a particular organization. Moreover, a

review by Armstrong (1995) mainly North American literature, led him to the conclusion that:

“high organizational commitment is associated with higher motivation and good performance”.

One of the causes of organizational commitment is job satisfaction. People who are satisfied with

their job are more committed to their organization than those who are less satisfied (Mueller,

Boyer, Price, & Iverson, cited in Taye, 2011.Shukla (2009) demonstrated a high positive relation

between professional commitment and job satisfaction. Sylvester (2010) held that the factors like

location of institute, educational qualification and years of teaching experience of teacher

educators have impact on their attitude towards teaching profession as well as level of job

satisfaction. Attitude measurement has very wide currency, particularly in social psychology the

new curriculum emphasizes that a curriculum should be based on the students' learning interests,

life experience and cognitive levels, and that it can promote more educational processes of

participation, communication and, enable specific learning targets to be followed.
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2.3.2. Inadequate Salary and other Benefits

Teacher salary scale has an intimate connection with teacher retention patterns. When salary

levels drops in relation to the level which pertain for similar qualified personnel, this gives rise to

teacher dissatisfaction and less performance which, if unresolved can cause long duration

difficulties and lack of motivation (Coolahan, 2003). Coolahan argued that, from a variety of

perspectives the establishment of appropriate salary provision for teacher will have short-term

and long-term effects on teachers’ retention pattern. Problems in work places occur due to wrong

perception of employees or their lack of understanding about how organization link performance

and pay system. Armstrong (1995) stated that problems arise in work place due to inequitable or

unfair pay systems. In this regard, Vroom’s expectancy theory suggests that a pay-performance

link is essential for motivating performance. According to Fisher et al. as cited in Befikadu

(2001), the expectancy model has three major components, each of which based on a series of

fairly straight forward observations. Expectancy: the individual’s perceptions of the probability

that effort will lead to task accomplishment or performance, Instrumentality: perceptions of the

probability that performance will result in receiving rewards (such as pay or recognition),

Valence: the subjective value or desirability that the individual places on the attainment of a

certain reward. As per Fisher et al. (2006) explanation of the theory, “high performers will tend

to gain a large share of compensation resources and thus be motivated to stay with the

organization with better performance.

Below-average performers will become discouraged and will tend to leave the organization.

“They continued by stating that, however, reward system that are not linked to performance tend

to have the opposite effect and thus result in the worst of both possibilities. Well paid poor

performers may stay with the organization: they are well rewarded and will not be sought by

other organizations. By contrast, top performers feel under-rewarded and will be sought by other

organizations that appropriately value their contributions.

There is considerable evidence that wages are almost equally important to teachers in their

decisions to leave their jobs as they are to workers in other occupations. There is also an

indication that teachers tend to give up their work or weak performance if their salaries are low

relative to alternative wage opportunities. Especially teachers at the start of their career are
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highly influenced by wage discrepancies. However, it does not imply that experienced teachers

are not affected, because higher salaries also appear to attract better-prepared and higher-quality

teachers (NCTAF,as cited in Getachew 1999).

Inadequate salary has been mentioned as the main cause of teachers’ lack of motivation in

different studies (Getachew, 1999; Manna and Tesfaye, 2000, Darge, Tesfaye and Demewoz,

2004 and Motuma, 2006). In addition to being the main cause of turnover, low pay is also put as

one of the highest ranking reason for their departure (Motuma, 2006:97). Despite the revision of

teacher’s salary and career structure in 2007, inadequate salary has remained to be the major

problem in Ethiopia (VSO, 2007). Similarly, (Bobbitt et al., as cited in Burns, 2001) stated that

teachers leave for higher paying jobs in other professions. Although teacher salary have

improved in recent years, they remain low compared to those of other similarly educated workers

(Ingersoll, 2001). Overall, teachers in the United States earn much less than other workers with

the same amount of education and experience. Same is true in Ethiopia; teachers are paid less

than others in non-teaching profession with the same experience and qualification.

In addition, Ayalew(1991), (cited in Darge, 2002), identified that low and inequitable salary and

inequitable chance of career advancement as critical matters in teachers’ job dissatisfaction.  In

addition to salary, fringe benefits like housing, free health care service and opportunities for

further training or education plays major role in teachers’ retention as it creates belongingness

and commitment in the minds of teachers (Darge, 2002). On the contrary, there is evidence that

teachers’ satisfaction was poorly related to salary and other benefits (Nces, 1997, cited in

Motuma, 2006). Money does not augment the intrinsic nature of work. Indeed, in the most

extreme cases it will not affect the employee’s motivation at all (as with voluntary work, where

the driving forces it related with commitment or Vocation).

According to Armstrong (1995), lack of commitment and dissatisfaction, which is the main road

to poor performance, can arise from very lack of clarity about performance, lack of group

cohesion and dissatisfaction and conflict with managers and supervision. It is stated by Greer

andLortie cited in Aleazar (2007) that teaching is career less and dead end job in USA as

compared to other careers. The number of positions in the upper ladder as compared to the
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existing teachers are limited, consequently the difficulty for the advancement leave teachers no

choice but to abandon their profession in search of advancement.

Armstrong (1995) argues that dissatisfaction with career prospects is a major cause of weak

performance. To certain extent, this has to be accepted. More and more people recognize that to

develop their careers they need to move on and there is little that employers can do about it.

Moreover, promotion criteria are also still based on qualification and years of service alone. In

Ethiopia also teaching was career less job with only in the last few decades (Aklilu, 1967).

Motuma (2006) identified that inadequate salary and lack of motivation including low base

salaries, limited non -financial benefits, inconsistent implementation of career structure, lack of

faire payment for work done to extra time and lack of compensation such as; bonus, fringe

benefits, incentives and rewards were the major causes of teacher’s dissatisfaction in government

secondary schools of Oromia regional state.

2.3.3. Characteristics of the school work Environment

School working conditions contribute to teacher commitment levels and perseverance in a

challenging placement (baker, 1988: Dove, 1982; Hurst and Rust, 1990, Tatto, 1997:148, as cited

in Motuma, 2006:32). In both less and more industrialized countries, poor levels of

organizational support have been found to be a power full reason for qualified individuals not

taking a position or leaving it permanently. Teachers with inadequate resources and professional

isolation during their first years of teaching are particularly vulnerable (Baker, 1988

MooreJohnson,   cited in Tattoo, 1997, in Motuma, 2006). According to (Dunham,Kyiriacou and

Sutcliffe, 1979 cited in Getachew, 1999),poor working conditions include problems such as

inadequate equipment, poorly maintained buildings, lack of space, poor quality furniture, lack of

suitable premises and poor staff room facilities. In some countries, working conditions such as

class-size, insufficient or defective amenities and equipment, inappropriateness of teaching

assignments and volume of non-teaching assignments are some of the worst problems be setting

teachers today (ILO, 1991). With regards to working environment, Bennel (2004) stated that

teachers as compared to other professions do not have the chance to enjoy the same work

environment. Muluken et al. as cited in Arega(2007)  and also recommended that upgrading the

work environment and working conditions for teachers is a favorable act towards increasing
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teacher motivation, making the profession more attractive, enhancing retention of teachers, and

improving the quality of teaching and learning. Although it may always require a substantial

amount of money, changes in this area may be cheaper and more effective than an overall

increase in teachers’ salaries.

They further stated that increasing teacher salaries may seem apparent in reacting to attrition

problems. However, Macdonald, as cited in Muluken et al., 2007stated that improved working

condition and environment play their own role by improving school buildings and teachers’

accommodation, increasing teacher responsibility for educational decisions, reducing class sizes

increasing parental  community support, promoting collegial relationships among teachers and

administrators, providing teacher support and recognition, and providing teacher counseling and

medical care. Girmay (2011) is pointed out those teachers who were stressed due to the various

aspects of the school environment reported less satisfaction and commitment in their job. There

appears little doubt that one of major adverse influences on job satisfaction, work performance

and productivity, and absenteeism and poor performance is the incidence of stress at work

(Mullins, as cited in Girmay, 2011).  Kyriacouas cited in (Getachew, 1999) also underlined that

in every day work execution, teachers face a variety of difficult situations like tight deadlines

given to a specific task that may be source of stress. Getachew (1999) also stated that time

pressure and poor working condition will create stress on teachers.  Another environmental

factor that causes teacher dissatisfaction is socio-economic status. With regard to the socio-

economic status, the lower the socio-economic class of the teacher’s family, the more likely the

person is to remain in teaching; the higher the socio-economic status, the more likely the person

is to leave teaching (Boland and Selby, cited in chapman, 1994). In connection with this Tesfaye

and Demwoze (2004) affirmed that “ the teaching profession is accorded with low socio

economic  status in Ethiopia promoting negative attitudes towards the profession which in turn

result in little or no respect to those in the profession by the community (parents, student,

concerned government parties…)”. In this respect Getachew (1999) recalled the few years earlier

teaching was a respectful occupation both socially and economically.

However, these days, people started to attach status with money earned rather than knowledge

and sacrifices which resulted in the low status rendered to teaching profession in the recent

decades.
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2.3.4. Student Disciplinary Problems

Some teachers are more dissatisfied with student’s disciplinary problems which enforce them to

quit their job. Students’ disciplinary problems can be manifested through disruptive behavior and

rowdy (Dunham, 1981). Dunham,( 1981) pointed out that student characteristic and disciplinary

problems include students who refuse to cooperate and do little or no work in class and who is

openly aggressive toward other children and teacher. Esteve cited in Getachew (1999) also

indicated that in the environment where students manifest disruptive behavior, teachers feel

stressed unsafe and uncertain of how they should react.  In this regard, the finding of Darge

(2002) showed that students’ character is frequently stated as source of dissatisfaction for

teachers particularly in the capital city Addis Ababa. It is easy to understand that student

discipline is a very hard subject to deal with, as it involves parents, administrators as well as

teachers. Each person may have a different definition of how to correctly discipline a child. In

any case it should be handled because it is one of the major sources of teachers’ dissatisfaction

and weak performance.

2.3.5. Administrative Problems

Muluken et al. as cited in Tesfaye(1999) secondary school administrators should continuously

upgrade and prepare themselves in order to meet the changing demands of their jobs. They

further noted that organized and systematic training in educational leadership and effective and

transparent management that goes further than the infrequent workshop presently offered in most

systems is urgently needed for principals. In connection with administrative problems, (Kyiiacou

and Sutcliffe, cited in Darge, 2002) stated that defective regulations or the failure to adhere to

regulations is still another area of discontent for teachers. In this regard Manna and Tesfaye

(2000) has indicated in their study that satisfaction of employees with effective administration

and support and supervision are major predicators of job satisfaction and there by career decision

of teachers. They further found that 66.5 and35.2 percent of teachers involved in their study were

unhappy in their relationship with the school administration and colleagues respectively. The

Ministry of Education cited in Motuma (2006) stated that the school administrators (principals

and vice principals) should be master degree holders. However experience shows that most of

school principals and vice principals in Oromia regional state, North Shoa Zone are degree

holders.
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2.3.6. Teachers’ Motivation

Motivation of teachers helps to retain teachers at their work places and it includes “materials and

psychological needs” as pay on its own increase motivation among teachers. Many writers are in

the motivation of teachers help to Performance-based pay will increase teacher motivation by

adequately rewarding productivity gains. This perspective links the attitude of teachers to student

outcomes, by arguing that once the motivation and skill of the teacher determine salaries, teacher

quality will be improved. Within the literature, Tomlinson (2000) argues that performance-based

pay is about motivating people, and developing performance oriented cultures. Teachers, who

are not motivated by financial rewards, can be encouraged with non-financial rewards these,

rewards can include, for example: satisfaction from high student achievement, recognition,

influence, learning new skills, and personal growth (Tomlinson, and Odden 2000). Learning is a

process of interaction between teachers and students as they both participate in the learning

process, but with more weight given to teachers to show the way. Learning achievements can

mainly be determined in classroom by motivated teachers who plan for teaching, put into

practice what they have learned (Adea, 2006).

Davidson (2005) focused on role of teachers in providing good quality education in public

secondary schools through motivation where it suggested some initiatives to increase the

teacher’s level of motivation that will improve the education system.  The organizational culture

affects the performance of the employees positively or negatively. As in organization different

employees from different culture and background and with different languages so there thinking

level is also different. When organizations do not make a proper culture in organization so

definitely employees will feel stress because of bad communication in between employees and

their superiors and their performance towards their job will not meet the set standards.  His study

found that the bad working and living conditions have an adverse effect on the teacher’s

performance. It is essential to consider the terms and conditions of service for the purpose of

motivating and retaining teachers (Kadzamira, 2006).
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2.3.7. Job satisfaction

Spear etal. (2000) highlightsthat the wide range of factors that influence teacher job satisfaction

and motivation in the United Kingdom. The main factor found to contribute to job satisfaction of

teachers is working with children whereas job dissatisfaction was primarily attributed to work

overload, poor motivation, and perceptions of how teachers are viewed by society and these

sources of dissatisfaction were called hygiene factors ,because they form the outer environment

of work and keep things from getting to disturbing. The hygiene factors included:-company

policy and administration, supervision, relationship with supervisors, work conditions, salary and

relationship with peers, personal life, and relationship with subordinates, status and security.

Manipulating those factors can make educators only respond on the range from dissatisfied to

neutral. Only through the manipulation of motivators can improvement on a range from neutral

to satisfaction be achieved.

Chandrasekar (2011) examined that the workplace environment impacts on teachers’ morale,

productivity and job performance both positively and negatively. If the work place environment

is not liked by the teachers’ so they get de-motivated and their performance also affected. Poorly

designed work timings, unsuitable authorities or duties, lack of appreciation, and lack of personal

decision making opportunity. People working in such environment are not satisfied they feel

stress on themselves and it impacts on employee’s job performance. Performance of teachers in

all education system, the performance of teachers is one of the handfuls of factors determining

school effectiveness and learning outcomes. Mohanty (2000) explains that teacher performance

as the most crucial input in the field of education. Teachers are perhaps the most critical

component of any system of education.

Competency is defined as the potential or ability of a person in handling their jobs and producing

the best results. Competency is a criterion possessed by an individual who involves good

behavior, knowledge and an attitude which is able to present excellent results. Competency is

derived from the word “competence” which meant ‘to be suitable’ and can be defined as good

and complete assignment and responsibility (Siddiqui, 2007). It is the ability in executing duties

which are related to necessary activities.
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Teacher experience is important for teacher’s performance in secondary school. If teachers are

asked what might be done to encourage them to work harder and to improve the quality of their

work, as long experience the teachers accommodate knowledge, skills and  aptitudes on teaching

learning process through your life. Teachers differ in terms of the knowledge, skills, aptitudes,

attitudes, and values they bring to their classrooms. They also differ in their teaching experience

(Anderson, 1991). The education of a teacher is based firmly on a foundation of general

education including mastery of subject matter and insight in the interrelationships and

professional preparation. General education contributes to growth as a person, specialization

provides scholarly knowledge of the subjects to be taught and integrated with professional

education leading to new understandings and skills for professional performance Nayak and Rao

(2002). Competent teachers apply broad, deep, and integrated sets of knowledge and skills as

they plan for, implement, and revise instruction.

Technology proficiency is one dimension of teachers’ competence (Siddiqui, 2004).   Singh and

Shan (2005) described that in service training comprehends the whole range of activities on

which teachers can extend their professional education, develop their professional competence

and improve their understanding of educational principles and techniques. An effective teacher’s

characteristic is who quite consistently achieves which either directly or indirectly or focuses on

the learning of their students (Anderson, 1991). Attaining instructional excellence is a specific

characteristic of an effective teacher most have basic command of his subject matter. He must

keep abreast of his field and able to communicate his knowledge effectively to others at the level

of comprehension. He must have an acquaintance with psychological principals and be able to

make practical use of them in teaching. Above all, teacher must desire to improve. Effective

teachers provide effective demonstration, give clear redundant explanation of complex material

and present specific a clear examples and similarity while directing student’s attention to key

ideas and relevant attributes.  Teacher development programs are used to describe the wider

aspects of teacher’s growth and continuous improvements and progressive changes throughout

their life.  Reimers (2003) holds teacher development is the professional growth a teacher

achieves as a result of gaining increased experience and examining his or her teaching

systematically. The ministry of education also defines teacher development as the recruitment of

appropriate candidates and the provision of adequate knowledge, abilities, skills and professional
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qualities both at pre-service and in-service levels, so that they will be able to provide quality

education for rearing of competent citizens (Basic Education Program, 2007).

The government of Ethiopia has taken different initiatives to improve quality of the education

system at all levels with particular emphasis to teacher development program. In strengthening

this effort, MoE (2003) has launched teacher education system overhaul (TESO) program. The

main objective of this program was to strengthen teachers’ professional competences and

improve students’ performance through continuing professional development (CPD). MoE

(2002) stated the following major problems of the teacher training program: the recruitment,

selection of teachers and educational managers was not based on interest and professional

competence, the training of teachers lacks clear vision, mission and standard, and absence of

continuous professional development program for teachers.

Teacher development program was launched to solve the complex situation of teacher training

program. The major objectives of the TDP are to produce teachers: (1) with appropriate

academic knowledge, professional ethics, attitude, commitment and self-confidence,(2) capable

of conducting action research, apply participatory problem solving and learner centered teaching

approach, implement continuous assessment techniques, practice democratic principles in class

room and are competent to discharge social responsibilities,(3) responsible to encourage students

particularly females who are interested and have the potential to join teaching profession,(4) who

care for the physical, social and emotional development of their students and support students by

preparing and applying educational technology and enhance students learning practices.

Education reforms geared towards teacher development programs has significant contribution in

transforming education system and quality of education. The general education quality

improvement package is a reform program that has been designed to further scale up government

effort to improve the quality of the general education (MoE, 2007). In this package, teacher

development program (TDP) focuses on improving the quality of instruction and student learning

by enhancing the capacity of teachers in primary and secondary education through pre-service

and in-service teacher education. Teacher development program is also based on the

deteriorating situation of the quality of education in Ethiopia.
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The far reaching objectives and intention of the program is to improve the quality of the general

education and produce capable citizens who can contribute to and engage in the process of

social, economic, and political development of the nation. In the education quality improvement

program (EQIP), teacher development program is designed as one component to improve the

quality of education because; teachers are one of the determinant factors in the improvement of

students’ achievement and quality of education. Teacher development program is also based on

the deteriorating situation of the quality of education in Ethiopia (World Bank, 2008).

2.4. Empirical Literature review on teachers’ Motivation

Atiya&Palwasha conducted a study on the influence of motivation on performance. The

objective of the study was to examine the effect of motivation on teachers’ performance in public

and private schools in Peshawar city, Khyber Pakhtunkwa. The aim was to reveal the significant

and positive relationship between teachers‟ motivation and their performance. The research was

quantitative in nature and a survey was conducted to acquire the views of the respondents who

were the teachers themselves.

Motivation and performance were important factors in terms of organizational success and

achievement to gain competitive advantage and for this reason; they required skilled and

competent employees (Latt, 2008). Motivation increases productivity of employees thus

achieving goals in an effective way. Teacher motivation was important as it improved skills and

knowledge of teachers as well as directly influencing students‟ achievement. (Mustafa and

Othman, 2010) If in schools the teacher’sdidnot have sufficient motivation then they would be

less competent which directly influence the students and the education system. An instrument

was designed to measure the variables and high scores indicated that teachers‟ motivation

towards performance was measured using self- developed questionnaires. The findings were

described in respondent characteristics and were organizational. As such, the correlation between

motivation and performance proved that there was a moderate positive correlation. However,

regression analysis was also used to examine the influence of motivation on performance and

this was not associated with teaching experience of the teachers. The analysis revealed that there

was a positive relationship between teachers‟ motivation and performance. As motivation

increased, the level of performance increased. The research showed great importance to
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motivation of teachers in the field of education. If teachers were not motivated and had low

performance then they couldn’t give their best efforts. (Chudi-Oji, 2013) conducted a study on

the impact of motivation on teachers-students‟ performance in secondary schools in Udi local

government area. The study revealed that education was recognized as the fundamental basis on

which the nation could function effectively. The government’s social-political and economic

viability depended solely on the quality education given to her citizens. Therefore the technical

development of the population had to be well educated and so those who imparted the needed

knowledge had to be motivated adequately as it’s the key to performance and improvement. The

purpose of the study was to identify the impact of motivation on the teachers’ performance and

academic performance of students. A survey study was carried out in selected schools in Udi

local government area in public and private schools. Questionnaires were administered,

organized and analyzed to determine the mean score. Findings were based on the responses of

respondents as regards to the research questions. However, (Chudi, 2013) found out that teachers

refused to teach effectively in class causing a decline in performance because of irregular

payment of salaries. The research also showed that teachers required more knowledge from

programs like seminars, workshops to mention a few. Teachers weren’t also serious with their

work because of inadequate promotions, also teachers abandoned teaching and went for better

paid jobs and they refused to carry out their duties effectively and efficiently because of their

welfare being neglected.(Chudi,2013) recommended school heads to make use of correct

motivation strategies in schools like recognition, responsibilities and others. Teachers should

also work hard to enhance knowledge and skills. The society should recognize teachers and

respect them in building the nation. Institutional materials and other facilities should be made

available to teachers in carrying out their duties. ( Mary, 2010) conducted a study investigating

the effects of motivation on the performance of primary school teachers in Kimanya-Kyabakuza

division, Masaka district. The study was to find out whether motivation of teachers had any

effect on their role to perform and the effect of intrinsic and extrinsic motivation. A descriptive

survey design was adapted. Primary data was collected using structured questionnaires for

teachers as well as key informative guides for head teachers and education officers in the

municipal. Both qualitative and quantitative data was collected. The research findings revealed

that the performance of teachers was good despite the fact that motivation was inadequate. A

significant positive relationship between intrinsic motivation and performance of teachers was
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found to exist in primary schools in the division. On the other hand the relationship was revealed

between extrinsic motivation and performance of teachers implying extrinsic motivation affected

teachers‟ performance. In order to improve teachers‟ motivation and performance at work, the

study recommended an increment in primary teachers‟ salaries to match their cost of living,

provision of accommodation, strengthening of supervision as well as instituting towards to good

performers among others. The research focused on teachers’ motivation and incentives in low

income countries. The study assessed the extent to which the material and psychological needs of

teachers were being met. These included; occupational status, pay and benefits, attrition, job

satisfaction to mention a few. Teachers‟ status declined resulting from de-professionalism for

example; increased reliance on less educated and qualified teachers with low job security, low

standards of teaching, feminization and declines in standard of living (Paul Bennel, 2004).Paul

Bennel also argued that pay on its own did not motivate though pay and other material benefits

were motives dominating but were too low for individual and household survival needs. He

reported that available evidence suggested that teacher pay was generally very low and declining

in real terms in most countries.

The findings revealed that improvement of quality education had generally failed to be

recognized in the pivotal role of teachers. He further identified African countries like

Madagascar and Malawi where teachers had only two years of secondary education; form 4

levers in 1990 were employed in Malawi and Tanzania in 2001. The key issues of teachers‟

motivation and pay had been skimmed over at times ignored. Education reforms focused on

improving teachers‟ competence, learning and working environment as well as trying to increase

workload ignoring to pay other conditions of service.
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CHAPTER THREE

3. RESEARCH METHODOLOGY

3.1 Introduction

Research methodology is a systematic way of solving a problem. This chapter presents the

methodology to be used in the study which covers the area of study, research design, data

collection methods and sources of data to be used in the data collection, sample procedure and

tools for data analysis.

3.2 Research Design

Research Design was used to structure the research. The researcher used the qualitative and

quantitative approaches. It’s used as a framework to show how the entire major parts of the

research project, the sample, work together in addressing research questions (Kothari, 2004).The

researcher adopted the descriptive design which was a valuable means to ask questions and

assess the phenomena.

3.3 Area of study

The population is a group of individuals who have one or more common characteristics that are

of interest to the researcher. The study was carried out on a group of individuals of interest to the

researcher. The subjects of the study were teachers and school principals and supervisors

ofDegem secondary school, Abdisa Aga secondary school, and G/T/Biru secondary schools. As

a result, while gathering the data from those repliers, the student researcher is expected to make

positive approach, because if there is a rough approach from the student researcher side the

subjects of the study will not be as such willing enough to contribute the an ample information.

The subjects of the study were teachers, school principals and supervisors of Degem secondary

school, Abdisa Aga secondary school, and G/T/Birusecondary schools. As a result, while

gathering the data from those repliers, the student researcher is expected to make positive

approach, because if there is a rough approach from the student researcher side the subjects of

the study was not be as such willing enough to contribute the an ample information. This group

of workers was easily accessible to the researcher and held a big number of teachers thus
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representing other private schools in the region in getting the views on the issue of the impact of

motivation on their performance besides there were low performances of teachers despite higher

motivation as compared to public schools.

3.4. Research Population

The subjects of the study were teachers, schoolprincipals andsupervisors ofDegem secondary

school, Abdisa Aga secondary school, and G/T/Biru secondary schools.

3.5 Sampling Design and Procedure

This section deals with the design used to select the sample for the study and determining the

sample size.

3.5.1 Sampling Techniques

Sampling is the process of selecting a portion of the population to represent the entire population

in collecting information. The researcher employed purposive sampling techniques by

considering distance from work area, transport accessibility and random sampling which

involved the selection of a sample of individuals with a purpose in mind relevant to the topic of

study (Denscombe, 2007).

3.5.2 Sample Size

In sample size determination and enables to take the proportional number via comparing and

contrasting this study participants (teachers,principals and supervisors) experience, their stay in

teaching position and administrative position. Besides, since the total population size is 211 in

three of the secondary schools a sample size of 156 (50 teachers, oneprincipal and

onesupervisorfromDegemsecondary school, 50 teachers, oneprincipal and one supervisor from

Abdisa Aga secondary school and 50 teachers, oneprincipal and one supervisorfromG/T/Biru

secondary school) was taken for this study using the above quoted method. The main reason that

the sample size reduced to 156is to make the data collection process easy,

manageable.Furthermore, the subjects are homogeneous. The researcher has given more

emphasis to these three schools, because these schools’ teachers and principals have rich and

long experience, for this reason those participants are believed to provide adequate information
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for this proposed study. As pointed by Kothari (2003) that a sample size greater than 30 tends to

reflect a normal distribution trend which is valid for generalization. However, the study

employed two sampling procedures that was; purposive sampling techniques to select schools

and random sampling techniques to get respondents or study participant.

3.6. Data Collection Instruments

The student researcher himself has developed the instruments from the literature review through

comparing and contrasting other previously performed thesis for the sake of  gathering the

relevant data regarding  the factors affecting the work motivation and performance of teachers in

some selected Secondary Schools of Northern Showa zone of Oromia regional state. Hence to

generate the required data/information, the study was use primary data sources. The primary data

collection tools will include questionnaire, interview, and was designed in a way that enables to

gather data relevant to the study.  Through questionnaire, teachers’ perception was collected.

Interview was used to get additional data and also to confirm the data which would be obtained

using the questionnaire.

3.6.1. Questionnaire:

Both open ended and closed –ended questionnaires was designed so as to provide comfort and

room for wider and detailed response of the respondents.

Throughtheclosed–endedquestionnairetyperatingscalewhichiscalleddeterminant–

choicequestionsthe expectedinformationtobegin includes the following items:inadequate salary,

Other Benefits, job satisfaction, the characteristics of work environment, personal relation with

students and the disciplinary problems, the position itself( tendency towards to teaching),

Administrative problems

Throughtheopen–ended questionnaire, theinformationgatheredincludesfollowing three items:

the factors that affect teachers’ work motivation and performance in selected secondary schools

of North Showa Administrative zone; the current status of teachers' work motivation and

performance in these secondary schools of North Showa Administrative zone. The commitment

and interest of teachers currently in teaching in North Showa Administrative zone



30

3.6.2. Interview

Interview was also designed to gather data from these schools. Semi- structured interview will be

conducted with the teachers, principals, school supervisors so as to reach information regarding

the available challenges at the three schools and their impacts on the academic performance.

Pilot test, since the researcher himself prepared three sets of questionnaire based on the literature

review Part of this study via comparing and contrasting other previously performed thesis, pilot

testing was thought to be very essential to make some corrections. Bearing in mind the value of

pilot testing, the researcher will validate the instruments before the actual data collection.

Primarily, the developed instruments were given to potential and receive comment. Based on the

comments and criticisms gained, the researchers makethe necessary modifications. The corrected

instrument was pilot tested on 30 participants (teachers, principals, supervisors) who will

participate in the final data source subjects.

3.8. Procedures of Data collection

In order to keep the quality of the data to be collected, the student researcher by himself was

directly involved in the data collection process via sharing experience for a certain period of time

with colleagues and other researchers who are deployed in similar assignments in Addis Ababa

University at the moment before the real operation begins for. The potential reason for sharing

experience with other researchers is just to get a clear clue all about the data collection process.

Next ,formal communication was made through in person to have access to the study subjects

(participants) via explain the purpose of the study because the participants may feel something in

the time of communication and then after the 156questionnaire was administrated to the teachers

( for 50 teachers ,1principal one supervisor from Degemsecondary school, 50 teachers ,one

principal one supervisor from Abdisa Aga secondary school and 50 teachers , one principal and

one supervisorfrom G/T/Biru secondary school).In the time of data collection, the participants

were treated and handled positively the reason is they may act badly, lack patience etc.

Furthermore, while gathering the qualitative data, participants were asked positively so as to

make them contribute sufficient information as much as possible. Finally the collected data was

arranged via tallying.
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3.9. Data Sources

The data was collected for the study comprised of primary and secondary data. Data were

collected from employees through interviews and questionnaires.

3.9.1 Primary Data

This comprised gathering of data that werenot actually exist until and unless it’s generated

through the research process using different approaches Qualitative approach to get the

perspectives and feelings of respondents through interviews and questionnaires. The respondents

were contacted about the study then they scheduled convenient time and the date. Quantitative

approach was also used to provide statistical data on the study.

3.9.2 Secondary Data

Its data wasobtained from literature resources. This is data was collected by other people, its

second hand information including published one (Saunders et al, 2000). In the study, the data

wassourced from published reports, articles and journals.

3.10. Data Analysis and Interpretation

The data collected summarized, coded and analyzed using tabulation approach by using SPSS

version 20. Tabulation involved the process of summarizing will collected data in a table to

facilitate computation of various variables during data analysis.

In this study, descriptive method of data analysis used in order to describe the current condition

of the schools. Therefore, descriptive statistical tools like frequency and percentage and

inferential statistics like correlation and regression was employed. Moreover, Chi-square test

employed to test the result.

3.11. Reliability and Validity

Reliability refers to the degree to which the instrument measures what is intended to be measured

(Lufumbi, 2010). To test reliability of data collected from respondentscronbach’salpha

employed. Validity refers to getting results that accurately reflect the concept validity of the

questionnaire in the study. This was conducted by distributing questionnaires to potential
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respondents to be filled and commented. Moreover, the researcher employed chi square test to

test the result.

3.12. Expected Results of the study

The researcher expected to get in details the understanding of the role of motivation in enhancing

performance, the various motivating factors and the reasons behind, why the performance of

teachers in some schools is still poor.
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CHAPTER FOUR

4. DATA ANALYSIS AND INTERPRETATION

This section of the study deals with data analysis and interpretation. The aim of the study was to

examine the factors affecting teachers’ work motivation and performance in selected secondary

schools. To produce these study 150 teachers, 3 principals and 3 supervisors were participated.

The data obtained from field survey was presented as follows.

4.1. Reliability Statistics

To test the reliability of the data cronbach’s alpha was employed .The cronbach’s alpha value

ranges between 0 and 1.Thus, the reliability of this data presented as follows.

Table 4.1: Reliability Statistics
S/N Dimensions Cronbach’s Alpha No of items
1 Teaching profession .789 10
2 Inadequate Salary and Other Benefits .843 8
3 Characteristics of Work Environment .921 7
4 Students disciplinary problem .891 5
5 Administration problems .992 5
6 Staff works dissatisfaction and weak performance .834 5

Source: Field Survey, 2018

Table 4.1 deals with reliability statistics of the data. The reliability statistics value ranges

between 0 and 1. If the result is above .70, it implies the data isacceptable. The above results

show that reliability of statistics because the result is above .70. Thus, all the dimensions have

strong reliability.

4.2. Socio – Demographic characteristics of respondents

Under this section, socio demographic characters tic of respondents were presented. It includes

sex, education and work experience and the result presented as follows.
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Table .4.2 Respondents’ Socio - Demographic Characteristics
S
/
N

Items Respons
e

Teachers Principa
ls

Supervisors

ON EN X2 df

p-
valu
eF(%) F(%) F(%)

1

Sex Male 110(73.3%) 3(100%) 3(100) 113

78.
0

31.4
1

1 .000
Female 40(26.7%) - 43
Total 150(100%) 3(100%) 3(100%) 156

2

Education Diploma 4(2.7%) - - 4

52.
0

265.
046

2 .000
Degree 142(94.7%) 3(100%) 3(100%) 148
Master’s
Degree

4(2.7%) - - 4

Total 150(100%) 3(100%) 3(100%) 156

3

Work
experience

Below
26

123(82%) 3(100%) 3(100%) 126

52.
0

161.
077

2 .00026-29 21(14.0%) - - 24
30-35 6(4.0%) - - 6
Total 150 (100%) 3(100%) 3(100%) 156

Source: Field survey, 2018

Table 4.2 deals with socio demographic characteristics of respondents. The first item was sex

,regarding to sex,110(73.3%) of the teacher respondents, three (100%) principals respondents

and three (100%) supervisors respondents were male sex category while 40(26.7%) teacher

respondents were female sex category. Thus, from the above information it is possible to

conclude that the majority of respondents were male sex category.

The second item was education. Regarding to education 142(94.7%) of teachers respondents,

three (100%) of principals respondents and three (100%) supervisor respondents were at

educational level of first degree while four (2.7%) of the teacher respondents were diploma

holders and four (2.7%) of teacher respondents were master’s degree holders. From the above

information it is possible to conclude that the majority of respondents were degree holders.

The third item was work experience. Regarding work experience, 123(82%) of teachers

respondents, three (100%) principals respondents and three (100%) of supervisors respondents

haveworkexperience of below 26. Thus, from the above information, it is possible to conclude

that the majority of respondents have work experience of below 26.
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4.3. Factors Affecting Teachers Motivation

4.3. 1.Lack of interest inteaching Profession

Teaching profession was one of the dimensions designed as a factor affecting teachers’

motivation and its impact on teacher’s performance. Ten Statements were designed to assess the

teaching profession as factors that affect teachers’ motivation. The result presented as follow

Table 4.3.Respondents’ response on issues related to teaching profession
S/
N

Items Respo
nse

Teachers Principal
s

Supervisors

ON EN X2 df

p-
valu
eF(%) F(%) F(%)

1

I am
interested in
teaching
profession as
a career

SD 4(2.7%) - 4

31.
2

143.590 4 .000

D 19(12.7%) - 21
U 7(4.7%) - 1(33.3%) 9
A 85(56.7%) 3(100%) 2(66.7%) 87

SA 35(23.3%) 35
Total 150(100%) 3(100%) 3(100%) 156

2

I have joined
the teaching
profession
because they
couldn’t get
other
alternatives
occupation

SD 5(3.3%) - 5

31.
2

121.821 4 .000

D 15(10%) - 15
U 42(28%) - 43
A 75(50%) 3(100%) 3(100%) 80

SA 13(8.7) - 13
Total 150(100%) 3(100%) 3(100%) 156

3

It is a kind of
job I  could
easily get

D 75(50%) 2(66.7%) 1(33.3%) 76
52.
0

20.462 2 .000
U 48(32%) 1(33.3% 2(66.7%) 50
A 27(18%) - 30
Total 150(100%) 3(100%) 3(100%) 156

4 I joined the
profession to
use teaching
stepping stone

D 34(22.7%) - 36

52.
0

23.077 3 .000
U 42(28%) 1(33.3%) 133.3%) 42
A 56(37.3%) 2(66.7%) 266.7%) 60
SA 18(12%) - 18
Total 150(100) 3(100%) 3(100%) 156

5 I joined
teaching
profession to
ease their
economic
problems

D 72(48%) 3(100%) 2(66.7%) 75

69.282 3 .000
U 47(31.3%) - 1(33.3%) 48
A 27(18%) - 29
SA 4(2.7%) - 4
Total 150(100) 3(100%) 3(100%) 156

6 I could not get SD 38(48%) 1(33.3%) 38 31. 58.679 4 .000
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good result in
national
examination
to join other
areas of study

D 59(39.3%) 2(66.7%) 3(100%) 64 2
U 25(16.7%) - 25
A 21(14%) - 22
SA 7(4.7%) - 7
Total 150(100%) 3(100%) 3(100%) 156

7 I liked the
respectfulness
of the
teaching
profession at
the time

D 11(7.3%) - 11

31.
2

102.577 2 .000

U 35(23.3%) - 35
A 104(69.3%

)
3(100%) 3(100%) 110

Total 150(100%) 3(100%) 3(100%) 156

8 Teaching has
comparatively
been
advantageous
than any other
occupation by
the time they
were
employed

D 28(18.7%) 1(33.3%) 1(33.3%) 29

39.
0

73.641 2 .000

U 22(14.7%) 1(33.3%) 23

A 81(54%) 1(33.3%) 2(66.7%) 85

SD 19(12.7%) - 19

Total 150(100%) - 3(100%) 156

9 I assigned in
the teaching
stream based
on their
university or
college result

D 105(70%) 1(33.3%) 105

51.
0

88.941 2 .000

U 15(10%) - 15
A 30(20%) 2(66.7%) 3(100%) 33
Total 150(100%0 3(100%) 3(100%) 156

1
0

I believe that
teaching has
more freedom
than other
jobs

A 150(100%) 3(100%) 3(100%) 156

153 95.098 2 .000
Total 150(100%) 3(100%) 3(100%) 156

Source: Field survey, 2018

Table 4.3 showed that respondents’ response on issues related to teaching profession. To this

regards, statements were designed and the result presented as follows. The first statement was

“I am interested in teaching profession as career”. Against this statement, 85(56.7%) of teacher

respondents, three (100%) principals respondents and two (66.7%) supervisor respondents were

said agree. To result was test by chi square test. The calculated chi square value was 143.590

which were greater than the expected value. The calculated p-value was .000 at 4 degree of

freedom which was less than the 0.05. This implies that the respondents have interest to

teaching profession as a career.
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The second item was “I have joined the teaching profession because I couldn’t get other

alternatives occupation”. With this regards, 75(50%) of teachers respondents, three (100%) of

the principals respondents, three (100%) of supervisors respondents were said agree. The

calculated chi-square was 121.82 which were greater than the expected number 31.2. The

calculated P-value was .000 at 4 degree of freedom. This implies that the respondents have

joined the teaching profession because they couldn’t get other alternatives occupation.

The third item was “it is a kind of job I could easily get”. To this regards, 75(50%) of teacher

respondents, two (66.7%) of principals respondents and one (33.3%) of supervisors respondents

said disagree while 48(32%) of teachers respondents, one (33.3%) of principals respondents

and two (66.7%) of supervisors respondents were said undecided. The calculated chi-square

value was 20.402 at 2 degree of freedom which was less than the expected number 52.0. The

calculated P-value was .000 which was less than 0.05. This implies that respondents teaching

are not a kind of job that could easily get.

The fourth item was “I joined profession to use teaching stepping stone”. To this regards,56

(37.3%) of teacher respondents ,two (66.7%) principals respondents and two (66.7%) of

supervisor respondents were said agree .The calculated chi square value was 23.077 at 3 degree

of freedom which was less than the expected number 52.0. The calculated p- value was less

than 0.05.This implies that respondents joined profession to use teaching as a stepping stone.

The fifth item was “I Joined teaching profession to ease my economic problems. To this

regards, 72(48%) teacher respondents, three (100%) of principals respondents and two (66.7%)

of the supervisors respondents were said disagree. The calculated chi square value was 69.282

at 3 degrees of freedom which was greater than expected number 39.0. The calculated p- value

was .000 which was less than .05. This implies that respondents joined teaching profession not

to ease their economic problems.

The sixth item was “I could not get good result in national examination to join other areas of

study. To this regards, 59(39.3%) of teacher respondents, two (66.7%) of principals

respondents and three (100%) of the supervisors respondents were said disagree. The calculated

chi-square value was 58.679 at 4 degrees of freedom which was less than the expected number
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31.2. The calculated p- value was .000 which was less than 0.05.This implies that respondents

could not get good result in national examination to join other areas of study.

The seventh item was “I liked the respectfulness of teaching profession at the time”.

Concerning to this, 104(69.3%) of teacher respondents, three (100%) of principal respondents

and three (100%) of supervisors respondents said agree. The calculated chi-square value was

102.577 at 2 degrees of freedom which was greater than the expected number 31.2 .the

calculated p- value was .000 which was less than .05.This implies that respondents liked the

respectfulness of teaching profession at the time.

The eighth item was “teaching has comparatively been advantageous than any other occupation

the time they were employed”. With this regards, 81 (54%) of teacher respondents, one (33.3%)

of principals and two (66.7%) of supervisors respondents were said agree. The calculated chi-

square test value was 73.641 at 2 degree of freedom which was greater than the expected

number 39.0. The calculated p-value was .000 which was less than .05. This implies that

teaching has comparatively been advantageous than any other occupation when the time they

were employed.

The ninth item was “I assigned in teaching stream based on my university or college result”. To

this regards, 105(70%) of teacher respondents, one (33.3%) of principals respondents were said

disagree while 30(20%) of the teacher respondents two (66.7%) of principals respondents and

three (100%) of supervisors respondents were said agree. The calculated chi-square value was

88.941 at 2 degrees of freedom which was greater than expected number 51.0 .The calculated

chi square was .000 which was less than 0.05. This implies that respondents are not assigned in

teaching stream based on their University or college result.

The tenth item was “I believe that teaching has more freedom than other jobs”. Regarding to

this statement was150 (100%) of teacher respondents, three (100%) of principals respondents

and three (100%) supervisors respondents said agree. The calculated chi-square value was

95.092 at 2degrees of freedom which was greater than the expected number 153. The calculated

p-value was .000 which was less than.05. This implies that respondents believe that teaching

has more freedom than other jobs.
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4.4. Inadequate Salary and Other Benefits

The second dimensions factors affection teachers’ motivation and its impact on performance

designed in this study were inadequate salary and other benefits. To describe this dimensions

statements were prepared and presented to the respondents and the data obtained from the

respondents through data collection instruments and presented as follows.

Table 4.4: Respondents report on inadequate salary and benefits
S/
N

Items Respons
e

Teachers Principa
ls

Supervisor
s

ON EN X2 df

p-
valu
eF(%) F(%) F(%)

1 I feel
dissatisfied
my present
salary

A - 3(100%) -

153
SA 150(100%) - 3(100%) 153

Total 150(100%) 3(100%) 3(100%) 153
2 The income is

not sufficient
to support
myself and
the family

A 128(85.3%
)

3(100%) 3(100%) 131 76.5

77.65
4

1 .000SA 22(14.7%) - - 22
Total 150(100%) 3(100%) 3(100%) 153

3

Lack
incentives and
fringe benefits
like house
allowance and
health care
has led them
to a feeling of
dissatisfaction

D 11(7.3%) 2(66.7%
)

- 11

38.3
145.7

45
3 .000

U 32(21.3%) 1(33.3%
)

- 32

A 98(65.3%) - 3(100%) 101
SA 9(6%) - - 9

Total 150(100%) 3(100%) 3(100%) 153

4 Better pay is
offered to
non-teaching
occupation

U - 1(33.3%
)

- 1

A - 2(66.7%
)

2 51
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which require
the same
qualification
and service
year

SA 150(100%) - 150 2 .000

Total 150(150%) 3(100%) 153

5 I feel my
present job
cannot help
me to achieve
the economic
goal of I have
set for myself

SD - 1(33.3%
)

38.3

97.90
2

4 .000

D 12(8%) 2(66.7%
)

12

U 8(5.3%) - 8
A 82(54.7%) - 1(33.3%) 83
SA 48(32%) - 2(66.7%) 50
Total 150(100%) 3(100%) 3(100%) 153

6 I feel lack of
bonus for
secondary
school
teachers
contribute to
teachers’
weak
performance.

SD

38.3 36.20
3

3 .000

D 34(22.7%) 1(33.3%
)

34

U 58(38.7%) 1(33.3%
)

1(33.3%) 59

A 48(32%) 1(33.3%
)

2(66.7%) 50

SA 10(6.7%) - 10
Total 150(100%) 3(100%) 153

7 I feel that not
paid a fair
salary for the
work I do

U 8(5.3%) - - 8

52 106.6
27

2 .000
A 106(70.7%

)
3(100%) 3(100%) 109

SA 36(24%) - - 36
Total 150(100%) 3(100%) 3(100%0 153

8 I think lack of
rewards for
outstanding
performance
may cause
teaching staff
weak
performance

A 108(72%) 3(100%) 3(100%) 111

78
31.11

8
1 .000

SA 42(28%) - 42

Total 150(100%) 3(100%) 3(100%) 153

…

Source: Field survey, 2018

Table 4.4 showed that respondents report on inadequate salary and benefits. To this regards, the

first statement that describe the issue was “I feel dissatisfied my present salary”. Against this

statement, 150(100%) of teachers respondents and 3(100%) supervisors respondents were said
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strongly agree. This implies that respondents were said they feel dissatisfied to their present

salary.

The second item was “the income is not sufficient to support myself and the family”. Against

this statement 128(85.3%) of teachers respondents, three (100%) of principal respondents and

three (100%) supervisors respondents were replied agree. From the above information it is

possible to conclude that respondents were the income is not sufficient to support themselves and

their family.

The third item was “lack of incentives and fringe benefits like house allowance and health care

has led them to a feeling of dissatisfaction”. With this regards, 98(65.3%) of teachers

respondents and three (100%) supervisor respondents replied agree. From the above information

it is possible to conclude that lack of incentives and fringe benefits like house allowance and

health care has led them to a feeling of dissatisfaction.

The third item was better pay is offered to non-teaching occupation which requires the same

qualification and service year. To this regards, 150(100%) of teacher respondents were said

strongly agree while two (66.7%) of principals and three (100%) supervisors replied agree. From

the above information it is possible to conclude that better pay is offered to non-teaching

occupation which requires the same qualification and service year.

The fifth item was “I feel my present job cannot help me to achieve the economic goals of I have

set for myself”. Concerning to this, 82(54.7%) of the teacher respondents said agree while two

(66.7%) of supervisors disagreed. From the above information it is possible to conclude that

respondents feel that their present job cannot help them to achieve the economic goals that they

have set for themselves.

4.5. Characteristics of Work Environment

This section deals with characteristics of work environment as a factor affecting teachers’

motivation and its impact on their performance. To assess the characteristics of work

environment statements were designed in the questionnaire and the result presented as follows.
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Table 4.5: Respondents Response on Characteristics of Work Environment
S/
N

Items Respo
nse

Teachers Principa
ls

Supervisors Ob

No

Exp
No

X2 df p-
valu
eF(%) F(%) F(%)

1 I think less
respect from
students affect
the teaching
performance

SD 4(2.7%) - -

51.
0

99.098 2 .000

D 19(12.7%) - -
U 7(4.7%) - 3(100%) 24
A 85(56.7%) 3(100%) - 109
SA 35(23.3%) - - 20
Total 150(100%) 3(100%) 3(100%) 153

2

I think a low
social status
of teaching
profession in
secondary
school affect
my work
motivation

SD - -

38.
3

112.80
4

3 .000

D 15(10%) 1(33.3%
)

2(66.7%) 17

U 18(12%) 1(33.3%
)

- 18

A 94(62.7%) 1(33.3%
)

1(33.3%) 95

SA 23(15.3%) - - 23
Total 1(100%) 3(100%) 3(100%) 153

3 I think lack of
work
autonomy in
secondary
schools affect
my working
motivation

SD - -

51.
0

10.510 2 .000

D 54(36%) 2(66.7%
)

1(33.3%) 55

U 32(21.3%) 1(33.3%
)

1(33.3%) 33

A 64(42.7%) - 1(33.3%) 65
SA - - -
Total 150(100%) 3(100%) 3(100%) 153

4 I think heavy
workload is
one of the
major factors
affecting my
teaching
attitude/perfor
mance

SD - - -

51.
0

34.039 2 .000

D 85(56.7%) 1(33.3%
)

- 85

U 34(22.7%) 1(33.3%
)

1(33.3%) 35

A 31(20.7) 1(33.3%
)

2(66.7%) 65

SA - - -
Total 150(100%) 3(100%) 3(100%) 153

5 I think
performance
evaluation on
the bases of
political
attitudes
affects my job
performance
in secondary

SD - - -

51.
0

203.09
8

2 .000

D 6(4%) - - 6

U 12(8%) - 1(33.3%) 13
A 132(88%) 3(100%) 2(66.7%) 134

SA - - -

Total 150(100%) 3(100%) 3(100%)
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schools
6 I think lack of

recognition
from
concerned
bodies my
affect interest
in teaching

SD - - -

38.
3

165.30
1

3 .000

D 25(16.7%) - - 25

U 16(10.7%) - 1(33.3%) 17

A 104(69.3%
)

3(100%) 2(66.7%) 106

SA 5(3.3%) - - 5

Total 150(100 3(100%) 3(100%) 153

Source: Field survey, 2018

Table 4.5 showed that respondents response on characteristic of work environment. To describe

this situation, statements were designed and the result presented as follows.

The first statement was “I think less respect from students affect the teaching performance”.

With this regards, 85(56.7%) of the teacher respondents, three (100%) of principals respondents

were said agree. The calculated chi-Square value was 99.098 at 2 degrees of freedom which was

greater than the expected number 51.0.the calculated p-value was .000 which was less than

0.05.this implies that respondents thought less respect from students affect teaching performance.

The second statement was “I think a low social status of teaching profession in secondary school

affect my work motivation”. Against this statement, 94(62.7%) of teachers respondents,

19(33.3%) of principals respondents and one (33.3%) of supervisors respondents were said

agree. The calculated chi-square test value was 112.804 at 3 degrees of freedom which was

greater than the expected number 38.3.The calculated p-value was .000 which was less than

0.05.This implies that respondents think a low social status of teaching profession in secondary

school affect their work motivation.

The third statement was “I think lack of work autonomy in secondary schools affect my working

motivation”. Against this, 64 (42.7%) of teacher respondents one (33.3%) of principals

respondents and one (33.3%) of supervisor respondents were said agree. The calculated chi-

square value was 10.10 at 2 degrees of freedom which was less than expected number 51.0. The
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calculated p-value was .005 which was less than .05. This implies that respondents thought that

lack of work autonomy in secondary schools affect their working motivation.

The fourth statement was “I think heavy workload is one of the major factors affecting my

teaching attitude/Performance. Against this, 85(56.7%) of teachers respondents, one (33.3%) of

principals respondents replied disagree. The calculated chi-square test was 34.039 at 2 degrees of

freedom which was less than the expected number 51.0. The calculated P-value was .000 which

was less than 0.05. This implies that respondents thought that heavy workload is not one of the

major factors affecting their teaching attitude/performance.

The sixth statement was “I think performance evaluation on the bases of political attitudes affects

my job performance in secondary schools”. Against this, 132 (88%) of teacher respondents three

(100%) of principals and two (66.7%) of supervisors replied agree. The calculated chi-square

value was 23.098 at 2 degrees of freedom which was less than expected number 51.0. The

calculated p- value was .000 which was less than 0.05. This implies that respondents thought that

performance on the bases of political attitude affects their job performance in secondary schools.

The sixth statement was “I think lack of recognition from concerned bodies affect interest in

teaching. Against this, 104(69.3%) of teacher respondents, three (100%) of principal respondents

and two (66.7%) of supervisor respondents replied agree. The calculated chi-square test value

was 165.301 at 3 degrees of freedom. The calculated p-value was .000 which was less than

0.05.this implies that respondents thought that lack of recognition from concerned bodies affect

interest in teaching.

4.6. Students disciplinary problem

In this section the researcher has tried to investigate students’ disciplinary problems as a factor

that affects teachers ‘motivation and its impact on teachers’ performance and the result presented

as follows.
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Table 4.6.Respondent’s response on student’s disciplinary problem
R
ol
l
o

Items Response Teachers Principals Supervisor
s

Ob
No

Exp
no

X2 df P-
valu
e

F(%) F(%) F(%)

38.
3

138.58
2

3 .000

1 I feel
disrespect
and
misbehaving
of some
secondary
school
students is
one of the
major causes
for lack of
motivation

SD - - -
D 12(8%) - - 12
U 18(12%) 1(33.3%) - 18
A 98(65.3%

)
2(66.7%) 3(100%) 101

SA 22(14.7%
)

- - 22

Total 150(100
%)

3(100%) 3(100%) 153

2
I think more
freedom is
given to
students than
teachers in
school

\\SD - - -

51.
0

24.980 2 .000

D 68(45.3%
)

2(66.7%) - 68

U 22(14.7%
)

- - 22

A 60(40%) 1(33.3%) 3(100%) 63
SA - - -
Total 150(100

%)
3(100%) 3(100%) 153

3 I think a
seriously
deficient
student’s
academic
performance
is a source of
the
disappointme
nt in my job

SD 36(24%) - - 36

38.
3

77.092 3 .000

D 79(52.7%
)

1(33.3%) 1(33.3%) 80

U 4(2.7%) 1(33.3%) - 4
A 31(20.7%

)
1(33.3%) 2(66.7%) 33

SA - - -
Total 150(100

%)
3(100%) 3(100%) 153

4 I think
students
negligence in
doing
assignment
home works
and other
activities
affect my
teaching

SD - - -

76.
5

105.41
8

1 .000

D - - -
U - - -
A 137(91.3

%)
3(100%) 3(100%) 140

SA 13(8.7%) - - 13
Total 150(100

%)
3(100%) 3(100%) 153
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Source: Field survey, 2018

Table 4.6 showed that respondents response on students disciplinary problem. To this regards

statements were designed and the result presented as follows.

The first statement was “I feel disrespect and misbehaving of some secondary school students is

one of the major causes for lack of motivation”. Against this statements, 98(65.3%) of teachers

respondents, two (66.7%) of principal respondents and two (100%) of supervisor respondents

were said agree. The calculated chi-square value was 138.582 at 3 degrees of freedom which was

greater than the expected number 38.3. The calculated p-value was .000 which was less than

0.05.This implies that respondents feel disrespect and misbehaving of some secondary school

students is one of the major causes for lack of motivation.

The second statement was I think more freedom is given to students than teachers in school .To

this regards 68(45.3%) of teachers respondents and two (66.7%)of the principals respondents

were disagreed The calculated chi-square test w ere 24.980 at 2 degrees of freedom which was

greater than expected number 51.0 .The calculated p-value .000which was less than 0.05. This

implies that respondents through more freedom are given to students than teachers in school.

The third statement “I think a seriously deficient students’ academic performance is a source of

the disappointment in my job. To this regards, 79(52.7%) teacher’srespondent’sone (33.3%)

ofthe principal’s respondents and one (33.3%) of the supervisors respondents .The calculated

chi-square test value was 77.092 at 3 degrees of freedom. Which was greater than expected

number 38.3the calculated p-value was .000 which was less than 0.05? This implies that

respondents thought a seriously deficient students’ academic performance is a source of the

disappointment in their job.

The fourth statement” I think students negligence in doing assignment, homework and other

activities affect my teaching .To this statement, 137(91.3%) of teachers respondent and 39100%)

principals respondent and one (100%) of supervisors respondents were said agree .The calculated

chi-square test value was 105.418 at 1 degree of freedom .Which was less than 0.05 .This implies

that respondents thought students negligence in doing assignment, homework and other

activities.
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4.7. Administration problems

In this section administration problem was included as a factor affecting teachers’ motivation

and its impact on teachers’ performance and the result presented as follows.

Table 4.7.Respondents’ response on administration problems
S/
N

Items Respons
e

Teachers Principa
ls

Supervisor
s

ON EN X2 df

p-
valu
eF(%) F(%) F(%)

1 I feel
teachers don’t
have freedom
to make their
own decision
regarding
teaching and
learning
process

SD - - -

21.804 2 .000

D 75(50%) 3(100%) 2(66.7%) 77

51.
0

U 30(20%) - 1(33.3%) 31

A 45(30%) - - 45
SA - - -
Total 150(100%) 3(100%) 3(100%) 153

2 I think school
principals
evaluate
performance
of teachers on
the basis of
political
activities and
ideologies

SD 12(8%) - - 12

38.
3

39.758 3 .000

D 65(43.3%) 3(100%) 2(66.7%) 67
U 37(24.7%) - 1(33.3%) 38
A 36(24%) - - 36
SA - - -
Total 150(100%) 3(100%) 3(100%) 153

3

I think school
management
and
supervisor in
the course of
supervision
always give
criticism of
teachers work
and they are
sometimes
fault finder

SD - - -

38.
3

86.503 3 .000

D 35(23.3%) 2(66.7%
)

3(100%) 38

U 6(4%) 1(33.3%
)

- 6

A 84(56%) - - 84
SA 25(16.7%) - - 25
Total 150(100%) 3(100%) 3(100%) 153

4 I think the
difficulties in
organizing
students in

SD - - - 38.
3

203.10
5

3 .000
D 7(4.7%) - - 7
U 2(1.3%) - - 2
A 109(72.7% 3(100%) 3(100%) 112
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network in
RMB create
disagreement
between
teachers and
school
management

)

SA 32(21.3%) - - 32

Total 150(100%) 3(100%) 3(100%) 153

5 I feel school
principals do
not treat all
teachers
equally as per
school rule
and regulation

SD 4(2.7) - - 4

30.
6

183.56
9

4 .000

D 24(16%) 2(66.7%
)

1(33.3%) 25

U 8(5.3%) 1(33.3%
)

1(33.3%) 9

A 95(63.3%) - 1(33.3%) 96
SA 19(12.7%) - - 19
Total 150(100%) 3(100%) 3(100%) 153

Source: Field survey, 2018

Table 4.7 showed that respondent response on administration problems .To describe

administration problems .The first statement was “I fell teachers don’t have freedom to make

their own decision regarding teachers and learning process .To this regards, 75(50%) of

teachers respondents, three (100%) of principal respondents were said disagree. The calculated

chi-square test value was 21.804 at 2 degrees of freedom which was greater than expected

number 51. The calculated p-value was .000 which was less than 0.05 .This implies respondents

feel teachers do have freedom to make own decision regarding teachers and learning process.

The second statement was “I think school principals evaluate performance of teachers on the

basis of political activities and ideologies. To this regards 65(43.3%)of teachers respondents ,

three (100%) of principals respondents and two (66.7%) of supervisors respondents were said

disagree .The calculated chi-square test value 39.758 at 3 degrees of freedom which was less

than the expected number 38.3 This implies that respondents thought school principals

evaluated performance of teachers on the basis of political activities and ideologies.

The third statement was “I think school management and supervisor in the course of

supervision always give criticism of teachers work and they are sometimes faultfinder. To this

regards, 84(56%) of teachers respondents .The calculated chi-square test value 86.503 at 3

degrees of freedom  which was less than the expected number 38.3 . The calculated p- value
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was .000 which was less than 0.05. This implies that thought school management and

supervisors in the course of supervisor always give criticism of teachers work they are

sometimes faultfinders.

The fourth statement was “I think the difficulties in organizing students in net work in RMB

create disagreement between teachers and school management. To this regards, 109(72.7%) of

the respondents, three (100%) principal respondents and three (100%) of supervisors

respondents were agree. The calculated chi-square test value 203.105 at 3 degree of freedom

which was greater than the expected number 38.3. The calculated p-value was .000 which was

less than 0.05.This implies that respondents thought the difficulties in organizing students in net

work in RMB create disagreement between teachers and school management.

The fifth statement was “I feel school principals do not treat all teachers equally as per school

rule and regulation. To this regards , 95(63.3%) of  teachers principals respondents and one

(33.3%) of supervisor respondents were agree .The calculated chi-square test value was 183.569

at 4 degrees of freedom .Which was greater than the expected number 30.6 .The calculated p-

value was .000 which was less than 0.05 . This implies that respondents through that school do

not treat all teachers equally as per school rule and regulation. Assigning qualified and

experienced teachers to support the teachers , increasing status of teaching profession through

rewarding recognition to teachers , creating freedom in teaching  and learning process ,

minimizing students disciplinary problems by properly applying the school rule and regulations.

4.8. Staff Works Dissatisfaction and Weak Performance

In this section the researcher tried to investigate the factors affecting teachers’ motivation and its

impact on performance. The data obtained from the field survey presented and summarized as

follows.
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Table 4.8.Respondents’ response on staff works dissatisfaction and weak performance
S/
N

Items Respons
e

Teachers Principa
ls

Supervisor
s

ON EN X2 df

p-
valu
eF(%) F(%) F(%)

1 Lack of
facilitating
teachers
promotion by
improving
salary and
other benefits

SD - - -

38.
3

251.00
0

3 .000

D 14(9.3%) - - 14
U 8(5.3%) - - 8
A 120(80%) 3(100%) 3(100%) 123
SA 8(5.3%) - - 8

Total 150(100%) 3(100%) 3(100%) 153
2 Lack of

assigning
qualified and
experienced
teachers and
increase
support

SD 8(5.3%) - - 8

30.
6

196.18
3

4 .000

D 23(15.3%) 1(33.3%
)

- 23

U 22(14.7%) - - 22
A 95(63.3%) 2(66.7%

)
3(100%) 98

SA 2(1.3%) - - 2
Total 150(100%) 3(100%) 3(100%) 153

3

Absence of
increasing
status of
teaching
profession
through
giving
recognition to
teachers

SD 5(3.3%) - - 5

38.
3

95.340 3 .000

D 42(28%) 1(33.3%
)

1(33.3%) 43

U 20(13.3%) 1(33.3) - 20
A 83(55.3%) 1(33.3%

)
2(66.7%) 85

SA - - -

Total 150(100%) 3(100%) 3(100%) 153

4 Absence of
teachers work
freedom in
teaching –
learning
process

SD 1(.7%) - - 1

38.
3

49.693 3 .000

D 45(30%) 2(66.7%
)

1(33.3%) 46

U 54(36%) - 2(66.7%) 56
A 50(33.3%) 1(33.3%

)
- 50

SA - - -

Total 150(100%) 3(100%) 3(100%) 153

5 Minimizing
students

SD - - - 51.
0

208.51
0

2 .000
D 14(9.3%) - - 14
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disciplinary
problems by
properly
applying the
school and
regulations set
by ministry of
education

U 4(2.7%) - - 4
A 132(88%) 3(100%) 3(100%) 135
SA - - -
Total 150(100%) 3(100%) 3(100%) 153

6 Lack of
giving due
attention for
teachers
interest than
daily routine
activities

SD - - -

51.
0

248.94
1

2 .000

D 4(2.7%) 1(33.3%
)

1(33.3%) 5

U 4(2.7%) 2(66.7%
)

1(33.3%) 5

A 142(94.7%
)

- 1(33.3%) 143

SA - - -
Total 150(100%) 3(100%) 3(100%) 153

Source: Field survey, 2018

Table 4.8 depicted that respondents’ response on staff works dissatisfaction and work

performance. To describes this statements were designed and the result presented as follows

The first statement was “lack of facilitating teacher’s promotion by improving salary and other

benefits. To this regards, 120(80%) of teachers, three (100%) of principals and three (100%) of

supervisor respondents were said agree. The calculated chi-square test value was 251.000 which

were greater than the expected number 38.30. The calculated p-value was .000 which was less

than 0.05. This implies that there is lack of facilitating teacher’s promotion by improving salary

and other benefits

The second statement was “lack of assigning qualified and experienced teachers and support .In

this regards, 95(63.3%) of teachers, three (66.6%) of principals and three (100%) of supervisor

respondents said agree. The calculated chi-square test value was 196.183 at 4 degrees of freedom

which was greater than the expected number 30.6. The calculated p-value was .000 which was

less than .000. This implies that there is lack of assigning qualified and experienced teachers and

support.
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The third statement was absence of increasing status of teaching profession through giving

recognition to teachers. To this statement 83(55.3%) of teachers, one (33.3%) of principals and

two (66.7%) of supervisor respondents were agree. The calculated chi-square test value was

95.340 at 3 degrees of freedom which was greater than the expected number .This implies that

there is absence of increasing status of teaching profession through giving recognition to

teachers.

The fourth statement was “absence of teachers work freedom in teaching learning process.

Regards to this 54(36%) of the teacher respondents said undecided ‘two (66.7%) principals

respondents said disagree.  and two (66.7%) of the supervisor respondents said undecided .The

calculated chi-square test value was49.693 at 3degrees of freedom which was greater than the

expected number 38.3. The calculated p-value was .000 which was less than 0.05. This implies

that there is absence of teachers work freedom in teaching learning process.

The fifth statement was “minimizing students disciplinary problems by properly applying the

school and regulation set by Ministry of education .To this regards, 130(88%) ofteachers, three

(100%) principals and three (100%) of supervisors respondents were said agree. The calculated

chi-square test value was 208.510 at 2degrees of freedom which was a greater than the expected

number 51.0. The calculated p-value was .000 which was less than 0.05 this implies that

minimizing student’s disciplinary problems by properly applying the school and regulation set by

minimizing of education.

The sixth statements was “lack of giving due attention for teachers interest than daily routine

activities .Against this statement, 142(94.7%) of teachers, one (33.3%) of supervisors

respondents said agree. The calculated chi-square test value was 248 .941 at 2 degrees of

freedom which was less than the expected number 51. The calculated p-value was .000 which

was less than 0.05. This implies that there is lack of giving due attention for teacher interest than

daily routine activities.
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4.9. Inferential statistics

4.9.1. Correlation analysis

The study sought to establish the relationship between independent variables(Staff works

dissatisfaction and weak performance, inadequate salary and other benefits, teaching profession,

students’ disciplinary problems, administrative Problems, characteristics of the work

environment) and dependent variables (Teachers Motivation and performance) . Pearson

Correlation analysis was used to achieve this end at 95% confidence level (α = 0.05). Correlation

analysis is one of the most widely used in research, it is often used to determine a relationship

between two different variables, if so how significant or how strong is the association between

variables. And also a very useful means to summarize these relationships between the variables

with a single number that falls between -1 and +1 Field (2005).A correlation analysis with

Pearson´s correlation coefficient (r) was conducted on all variables in this study to explore the

relationships between them. The correlation coefficient r is statistics used to measure the degree

or strength of this type of relationship (Taylor, 1990).

To interpret the strengths of relationships between variables, the guidelines suggested by Taylor

R, (1990), was followed. His classification of the correlation efficient (r) is as follows: ≤ 0.35 is

considered to represent low or weak correlation; 0.36 – 0.67 is modest or moderate correlation;

0.68-0.89 is strong or high correlation and a correlation with r coefficient ≥0.90 is very high

correlation. Again if the correlation result lies between -1 and 0, the two variables are negatively

related. However, the result is interpreted and discussed using this criterion in each dimensions.

The result presented as follows.
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Table 4.9 Correlation Analysis

Correlations
teacher

motivation
Teaching
Professio

n

Inadequate
salary and

other
benefits.

Characteristi
cs of the

Work
Environment

Students’
Disciplinary

Problems

Administrativ
e Problems

Staff work
dissatisfactio
n and weak
performance

teacher motivation
Pearson Correlation 1 .817** .736** .864** .844** .859** .778**

Sig. (2-tailed) .000 .000 .000 .000 .000 .000
N 150 150 150 150 150 150

Teaching Profession
Pearson Correlation 1 .756** .782** .864** .894** .709**

Sig. (2-tailed) .000 .000 .000 .000 .000
N 150 150 150 150 150

Inadequate salary and
other benefits.

Pearson Correlation 1 .657** .826** .740** .613**

Sig. (2-tailed) .000 .000 .000 .000
N 150 150 150 150

Characteristics of the
Work Environment

Pearson Correlation 1 .727** .802** .912**

Sig. (2-tailed) .000 .000 .000
N 150 150 150

Students’ Disciplinary
Problems

Pearson Correlation 1 .853** .642**

Sig. (2-tailed) .000 .000
N 150 150

Administrative Problems
Pearson Correlation 1 .743**

Sig. (2-tailed) .000
N 150

Staff work dissatisfaction
and weak performance

Pearson Correlation 1
Sig. (2-tailed)
N

**. Correlation is significant at the 0.01 level (2-tailed).
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Table 4.9 showed correlation analysis. Teachers motivation was positively associated or

correlated with teaching profession at .817 and the calculated p- value was .000 which was less

than the usual statistical significant value 0.05(P<0.05).Teacher motivation was positively

correlated or associated with inadequate salary and other benefits at .736 .The calculated p- value

was .000 which was less than 0.05. Thus, the result is statistically significant.

Teacher’s motivation was positively related or associated with characteristics of the work

environment at .864. The calculated p- value was .000 which was less than 0.05 Hence the result

is statistically significant.

Teacher’s motivation was positively related or associated with students disciplinary problems at

.844 .The calculated p- value was .000 which was less than .05.Hence the result is statistically

significant.

Teacher motivation was positively related or associated with administration problem at .859.The

calculated p-value was .000 which was less than 0.05.Thus, the result is statistically significant.

Teacher’s motivation was positively related or associated with staff work dissatisfaction and

weak performance at .778.The calculated p- value was .000 which was less than 0.05.So the

result is statistically significant.
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4.10. Regression Analysis

The study sought to establish how factors affecting teachers motivation and its influence on

teachers performance using multiple linear regression analysis. The dimensions were:  Staff

works dissatisfaction and weak performance, inadequate salary and other benefits, teaching

profession, students’ disciplinary problems, administrative Problems, characteristics of the work

environment. The regression model was:

Y= β0 + β1 X1 + β2 X2 + β3 X3 + β4 X4 + β5X5 +β6X6 + ε

Whereby Y is  teacher motivation    , β0 is regression constant, β1 – β6regression coefficients, X1

is teaching profession, X2 is Inadequate salary and other benefits, X3 is Characteristics of the

Work Environment, X4isStudents’ Disciplinary Problems,X5 is Administrative Problems,X6 is

Staff work dissatisfaction and weak performance and  ε model’s error term.

Table 4.10: Model Summary
Model Summary

Model R R Square Adjusted R Square Std. Error of the

Estimate

1 .926a .857 .851 .27482

a. Predictors: (Constant),  Staff work dissatisfaction and weak performance,  Inadequate salary

and other benefits., Teaching Profession, Students’ Disciplinary Problems, Administrative

Problems,  Characteristics of the Work Environment

According to Table 4.10, R square is 0.857   which shows that 85.7 % of the dependent variable

is being explained by independent variables. This depicts that the model accounts for 85.7 % of

the variations in influencing teacher’s motivation while 14.3% remains unexplained by the

regression model.
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Table 4.11: ANOVA Result
ANOVAa

Model Sum of Squares Df Mean

Square

F Sig.

1

Regression 64.593 6 10.766
142.53

9
.000b

Residual 10.800 143 .076

Total 75.393 149

a. Dependent Variable: Factors affecting teacher motivation

b. Predictors: (Constant),  Staff work dissatisfaction and weak performance,  Inadequate salary

and other benefits., Teaching Profession, Students’ Disciplinary Problems, Administrative

Problems,  Characteristics of the Work Environment

Source: Field survey, 2018

The ANOVA statistics presented in Table 4.11 was used to present the regression model

significance. An F-significance value was 142.539 at df(6,143). Calculated p-value was

.000which was less than 0.05 (P < 0.05) which show the result statistically significant which was

established showing that there is a probability of less than .05 of the regression model. Thus, the

model is very significant.

Table 4.12: Regression Coefficients
Coefficientsa

Model Unstandardized
Coefficients

Standardized
Coefficients

T Sig.

B Std. Error Beta

1

(Constant) .239 .206 1.163 .247
Teaching Profession -.090 .071 -.102 -1.269 .206
Inadequate salary and other benefits. .036 .076 .027 .474 .636
Characteristics of the Work

Environment
.491 .088 .495 5.551 .000

Students’ Disciplinary Problems .333 .074 .352 4.490 .000
Administrative Problems .198 .061 .261 3.228 .002
Staff work dissatisfaction and weak

performance
-.040 .085 -.037 -.470 .639

a. Dependent Variable:  Teacher motivation
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Source: Field survey, 2018

From the findings in Table 4.12 the multiple linear regression equation becomes:

Y= .239+-.090X1+.036X2+.491X3+ .333X4+.198X5+-.040X6

From the model, when other factors (teaching profession, inadequate salary and other benefits,

Characteristics of the Work Environment, Students’ Disciplinary Problems, Administrative

Problems and Staff work dissatisfaction and weak performance) are at zero, teachers’ motivation

becomes .239.  Holding other factors (teaching profession, inadequate salary and other benefits,

Characteristics of the Work Environment, Students’ Disciplinary Problems, Administrative

Problems and Staff work dissatisfaction and weak performance) is constant; a unit increase in

teaching profession would lead to -.090 increases in teachers’ motivation. A unit increase of

inadequate salary and other benefits would lead .036 increases in influencing teachers’

motivation. A unit increase of Characteristics of the work environment would lead .491 increases

teachers motivation. A unit increase of Students’ Disciplinary Problems would lead to .333

increases in teachers’ motivation. A unit increase of Administrative Problems would lead to .198

increases in teachers’ motivation. A unit increase of Staff work dissatisfaction and weak

performance would lead to-.040   increases in teachers’ motivation. From the above information

it is possible to infer that the first factor that affecting teachers’ motivation was characteristics of

the work environment, Secondly student’s disciplinary problems, Thirdly Administrative

Problems.
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CHAPTER FIVE

5. SUMMERY, CONCLUSION AND RECOMMENDATION

5.1. Summary

The purpose of this study was investigation of factors affecting teachers’ motivation and its

impact on performance. Thus, this study attempted to answer the following research questions.

1. What is the current status of teachers’ work motivation and performance in secondary

schools of North Shoa Zone?

2. To what extent are teachers committed and interested in teaching at secondary school?

3. What are the major factors affect teachers’ work motivation and performance in

secondary school?

Factors Affecting Teachers Motivation

Lack of interest inteaching Profession

Teaching profession was one of the dimensions designed as a factor affecting teachers’

motivation and its impact on teacher’s performance. Ten Statements were designed to assess the

teaching profession as factors that affect teachers’ motivation. The finding result presented as

follows.  Respondents have interest to teaching profession as a career. Respondents have joined

the teaching profession because they couldn’t get other alternatives occupation. Respondents

teaching are not a kind of job that could easily get. Respondents joined profession to use

teaching as a stepping stone. Respondents joined teaching profession not to ease their economic

problems. Respondents could not get good result in national examination to join other areas of

study. Respondents liked the respectfulness of teaching profession at the time. Teaching has

comparatively been advantageous than any other occupation when the time they were

employed.Respondents are not assigned in teaching stream based on their University or college

result. Respondents believe that teaching has more freedom than other jobs.
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Inadequate Salary and Other Benefits

The second dimensions factors affection teachers’ motivation and its impact on performance

designed in this study were inadequate salary and other benefits. To describe this dimensions

statements were prepared and presented to the respondents and the data obtained from the

respondents through data collection instruments and presented as follows. Respondents were the

income is not sufficient to support themselves and their family. Lack of incentives and fringe

benefits like house allowance and health care has led them to a feeling of dissatisfaction. Better

pay is offered to non-teaching occupation which requires the same qualification and service year.

Respondents feel that their present job cannot help them to achieve the economic goals that they

have set for themselves.

Characteristics of Work Environment

This section deals with characteristics of work environment as a factor affecting teachers’

motivation and its impact on their performance. To assess the characteristics of work

environment statements were designed in the questionnaire and the result presented as follows.

Respondents thought less respect from students affect teaching performance. Respondents think

a low social status of teaching profession in secondary school affect their work motivation.

Respondents thought that lack of work autonomy in secondary schools affect their working

motivation. Respondents thought that heavy workload is not one of the major factors affecting

their teaching attitude/performance. Respondents thought that performance on the bases of

political attitude affects their job performance in secondary schools. Respondents thought that

lack of recognition from concerned bodies affect interest in teaching.

Students disciplinary problem

In this section the researcher has tried to investigate students’ disciplinary problems as a factor

that affects teachers ‘motivation and its impact on teachers’ performance and the result presented

as follows.Respondents feel disrespect and misbehaving of some secondary school students is

one of the major causes for lack of motivation.Respondents through more freedom are given to

students than teachers in school.Respondents thought a seriously deficient students’ academic
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performance is a source of the disappointment in their job.Respondents thought students

negligence in doing assignment, homework and other activities.

Administration Problems

In this section administration problem was included as a factor affecting teachers’ motivation

and its impact on teachers’ performance and the result presented as follows. Respondents feel

teachers do have freedom to make own decision regarding teachers and learning process.

Respondents thought school principals evaluated performance of teachers on the basis of

political activities and ideologies. Thought school management and supervisors in the course of

supervisor always give criticism of teachers’ work they are sometimes faultfinders.

Respondents thought the difficulties in organizing students in net work in RMB create

disagreement between teachers and school management. Respondents through that school do

not treat all teachers equally as per school rule and regulation.  Assigning qualified and

experienced teachers to support the teachers , increasing status of teaching profession through

rewarding recognition to teachers , creating freedom in teaching  and learning process ,

minimizing students disciplinary problems by properly applying the school rule and

regulations.

Staff Works Dissatisfaction and Weak Performance

In this section the researcher tried to investigate the factors affecting teachers’ motivation and its

impact on performance. The data obtained from the field survey presented and summarized as

follows.There is lack of facilitating teacher’s promotion by improving salary and other benefits.

There is lack of assigning qualified and experienced teachers and support.There is absence of

increasing status of teaching profession through giving recognition to teachers. There is absence

of teachers work freedom in teaching learning process.

Minimizing student’s disciplinary problems by properly applying the school and regulation set

by minimizing of education. There is lack of giving due attention for teacher interest than daily

routine activities.
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5.2. Conclusion

Management of teachers’ motivation in secondary school is necessary because it enables the

school to survive and produce quality education for the benefits of individuals and in the national

development at large hence competing in the labor market in the fast changing world of science

and technology. Efficiency and effectiveness competition in the labour market results from

factors motivation of human resource, working competences among employee which depends on

skills and knowledge. All this cannot be obtained without education, which needs human

resources that are teachers who are the main implementers in the provision of education.

Teachers motivation was positively associated or correlated  with teaching profession at .817 and

the calculated p- value was .000 which was less than the usual statistical significant value

0.05(P<0.05).Teacher motivation was positively correlated or associated with inadequate salary

and other benefits at .736 .The calculated p- value was .000 which was less than 0.05. Thus, the

result is statistically significant.

Teacher’s motivation was positively related or associated with characteristics of the work

environment at .864. The calculated p- value was .000 which was less than 0.05 Hence the result

is statistically significant.

Teacher’s motivation was positively related or associated with students disciplinary problems at

.844 .The calculated p- value was .000 which was less than .05.Hence the result is statistically

significant.

Teacher motivation was positively related or associated with administration problem at .859.The

calculated p-value was .000 which was less than 0.05.Thus, the result is statistically significant.

Teacher’s motivation was positively related or associated with staff work dissatisfaction and

weak performance at .778.The calculated p- value was .000 which was less than 0.05.So the

result is statistically significant.

Moreover, holding other factors (teaching profession, inadequate salary and other benefits,

Characteristics of the Work Environment, Students’ Disciplinary Problems, Administrative

Problems and Staff work dissatisfaction and weak performance) is constant; a unit increase in
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teaching profession would lead to -.090 increases in teachers’ motivation. A unit increase of

inadequate salary and other benefits would lead .036 increases in influencing teachers’

motivation. A unit increase of Characteristics of the work environment would lead .491 increases

teachers motivation. A unit increase of Students’ Disciplinary Problems would lead to .333

increases in teachers’ motivation. A unit increase of Administrative Problems would lead to .198

increases in teachers’ motivation. A unit increase of Staff work dissatisfaction and weak

performance would lead to-.040   increases in teachers’ motivation. From the above information

it is possible to infer that the first factor that affecting teachers’ motivation was characteristics of

the work environment, Secondly student’s disciplinary problems, Thirdly Administrative

Problems.

5.3. Recommendation and policy implications

Having navigating the factors that affect teacher’s motivation and its impact on performance, the

researcher has come out with the following recommendations which should put forwarded and

considered in order to rectify the situation

 The education sector should improve the working environment and working conditions

in secondary school .This should be done in order to motivate teachers to work. This

can be achieved through establishing friendly environment both working and living

environment. Some social and basic services should be improved and modified.

 The rate and mode of payment for teachers’ allowances, salaries and other benefits

should be improved by setting clear payment policies and use them in order to guide the

whole process payment. The government should increase the salaries, allowances for

the teachers in order to motivate them. Also the promotion criteria should base on

certain merits along with the proper salary scales allocation without any delay. This

implies that promotion has to match with salary scales immediately after receiving a

promotion letter

 Motivation and attractive packages are to be provided to the teacher .The government

with its bodies has to ensure that there are attractive packages for teachers including

teachers allowance such as risk allowance and responsibility allowance loans along with

paying teachers’ salaries claims of other benefits.
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 Improvement of in the management style and procedures are to be applied with

especially for the factors which are management oriented .The school management have

to find other alternatives in providing incentives to teachers rather than depending on

increase of salaries and on the benefits from the government .This help to minimize

complains hence increase morale and commitment and increase motivation. The roles

and responsibilities are to be reformed and defined clearly by the schools

administrators.

 The educational office and other concerned body should work on the system that able to

upgrade teachers’ interest to their profession.

 The educational office and other concerned body should work on teachers benefits and

fringe benefits

 The educational management and other concerned body should work on creating better

working environment

 The educational office and other concerned body should work on students disciplinary

problems.

 The educational office should work on school administration problems by allowing

teachers to be participant in decision making regarding teaching and learning process,

evaluating teachers performance on the basis of political activities ideologies, treaty

teachers equally as per school rules and regulation forcing teachers to organize students

in net work rather than considering the task in the class room that need organization.

 The educational office should work on condition that cause staff work dissatisfaction

(teaching profession, inadequate salary and other benefits,work environment,students

disciplinary problems,administrative problems) and weak performance by facilitating

teacher’s promotion by improving salary and other benefits.
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APPENDICES

Appendix-A

Questionnaires for School principals and school supervisors

This questionnaire is to be completed by Secondary School principals and supervisors of North

Showa Administrative Zone, Oromia Regional States.

Dear Respondents:-

This questionnaire is prepared for the purpose of conducting a study on Factors Affecting the

Work Motivation and Performance of Teachers in selected secondary schools of North Showa

Administrative Zone, Oromia Regional States’. To achieve the purpose, your cooperation in

completing this questionnaire is highly appreciated. The success of this study by and large

depends on your honest and sincere responses to the question items. The data you provide will be

kept confidential and will not be disclosed to any third party. You are, therefore, kindly

requested to provide the required information.

Thank you in advance for your cooperation

I. Background Information

Instruction:-Some characteristics of school principals/ vice principals are given below. Please

respond either by filling in the blank space or by circling the letter of the appropriate response.

1. Woreda/ Town’s Administration ____________________
2. School ____________________
3. Sex: - a) Male           b) Female

4. Your educational Qualification:- a)  Diploma            b) BA Degree              c)  MA Degree

Any other, please specify ___________________

5. Your service years as school principals

a) Below 26years c) 30-35years
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b) 26-29years d) 40years& above

6. Items Related to teaching profession

For the following questions please respond by marking ‘X” or √”) against the response you
think most appropriate.1= strongly Disagree 2= Disagree 3= undecided    4=Agree   5= strongly
Agree)

Items

RatingScale
1 2 3 4 5

6.1.I have interested in the teaching profession as a career
6.2. I have joined the teaching profession because they couldn’t get
other alternative occupation.
6.3. It is a kind of jobIcould easily get.
6.4. I joined the profession to use teaching as stepping stone.

6.5. I joined teaching profession to ease their economic problems.
6.6. I couldn’t get good result in national examination to join other
areas of study.
6.7. I liked the respectfulness of the teaching profession at that time.
6.8 Teaching has comparatively been advantageous than any other
occupation by the time they were employed.
6.9. I assigned in the teaching stream based on their university or
college result.
6.10. I believe that teaching has more freedom than other jobs

6. 11. Other comments please specify.

______________________________________________________________________________

______________________________________________________________________________

_____________________________________________________________________________

7. Items related to inadequate salary and other benefits.

For the following questions Please respond by marking ‘X” or √”) against the response you

think most appropriate. (1= strongly Disagree 2= Disagree 3= undecided    4=Agree   5= strongly

Agree)
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Items

RatingScale

1 2 3 4 5

7. 1. I feel dissatisfied  with their present salary

7.2. The income is not sufficient to support myself andthe my

family.

7.3. Lack of incentives and fringe benefits like house allowance

and health care has led them to a feeling of dissatisfaction.

7.4. Better pay is offered to non-teaching occupations which

require the same qualification and service year.

7.5. I feeltheirpresent job cannot help them to achieve the

economic goal they have set for themselves.

7.6. I feel lack of bonus for secondary school teachers

contribute to teachers’ weak performance.

7.7. I feel that not paid a fair salary for the work they do.

7.8. I think lack of rewards for outstanding performance may

Cause teaching staff weak performance.

8. Please mention any other factor(s) related to salary you think affect theteacher’s motivation

and performance which are not listed in the table above.

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

9. Items Related to Characteristics of the Work Environment

For the following questions please respond by marking ‘X” or √”) against the response you

think most appropriate.

1= strongly Disagree 2= Disagree 3= undecided    4=Agree   5= strongly Agree)
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Items

RatingScale

1 2 3 4 5

9. 1.  I think less respect from students affect the teaching

performance.

9.2. I think a low social status of teaching profession in secondary

schools affect my work motivation.

9.3. I think lack of work autonomy in secondary schools affect

myworking motivation.

9. 4.  I think heavy workload is one of the major factors affecting

my teaching attitude/ performance.

9.6. I think performance evaluation on the bases of political attitude

affects my job performance in secondary schools.

9.7.   I think lack of recognition from concerned bodies may affect

myinterest in teaching.

10. Please mention any other environmental factor(s) that cause teaching staff to be weak

performer and poorly motivated which are not mentioned above.

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

______
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11. Items Related to Students’ Disciplinary Problems

For the following statements please respond by marking ‘X” or √”) against the response you

think most appropriate. (1= strongly Disagree 2= Disagree 3= undecided    4=Agree   5= strongly

Agree)

Items

Rating Scale
1 2 3 4 5

11.1. I think verbal attack and physical violence of some students on
my profession force them to leave secondary schools.
11.2. I feel disrespect and misbehaving of some secondary school
students is one of the major causes for lack of motivation.
11.3. I think more freedom is given to students than teachers in school
11. 4. I think a seriously deficient student’s academic performance is a
source of the disappointment in their job.
11.5 I think student’s negligence in doing assignments, home works
and other activities affects their interest of teaching.

12.  If there is any otherStudents’ Disciplinary Problems please specify?

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

______

13. Items Related to Administrative Problems

For the following questions please respond by marking ‘X” or √”) against the response you

think most appropriate.

(1= strongly Disagree 2= Disagree 3= undecided    4=Agree   5= strongly Agree)
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Items

RatingScale

1 2 3 4 5

13. 1.  I feel teachers do not have freedom to make their own decision

regarding teaching learning process.

13.2. I think school principals evaluate performance of teachers on

the basis of political activities and ideologies.

13.3. I think school management and supervisors in the course of

supervision always give criticism of teacher’s work and they are

sometimes fault finder.

13.4. I think the difficulties in organizing students in network (1:5) in

RMB create disagreement between teachers and school management.

13. 5.  I feel school principals do not treat all teachers equally as per

school rule and regulation.

14.  If there is/are any other factor(s) Related to Administrative Problems please list down.

______________________________________________________________________________

__

______________________________________________________________________________

__

______________________________________________________________________________

__

15. Items Related to Staff work dissatisfaction and weak performance

For the following statements please respond by marking ‘X” or √”) against the response you

think most appropriate.

(1= strongly Disagree 2= Disagree 3= undecided    4=Agree   5= strongly Agree)
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Items
RatingScale

1 2 3 4 5

15. 1. Lack of facilitating teachers’ promotion by improving Salary

and other benefits.

15.2. Lack of assigning qualified and experienced teachers and

increase support.

15.3. Absence of increasing status of teaching profession through

giving recognition to teachers.

15.4. Absence of teachers’ work freedom in teaching –learning

process.

15. 5.  Minimizing Student’s disciplinary problems by properly

applying the school rule and regulations set by ministry of education.

15.6. Lack of giving due attention for teachers’ interest than daily

routine activities.

16.  Pleasewriteother factors that can affect teachers’ motivation and performance on the space

provided below

______________________________________________________________________________

______________________________________________________________________________

____

Thank you!!!
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APPENDICES ‘B’

Questionnaires for Teachers

This questionnaire is to be completed by Secondary School principals of North Showa

Administrative Zone, Oromia Regional States.

Dear Respondents:-

This questionnaire is prepared for the purpose of conducting a study on Factors Affecting the

Work Motivation and Performance of Teachers in selected secondary schools of North Showa

Administrative Zone, Oromia Regional States’. To achieve the purpose, your cooperation in

completing this questionnaire is highly appreciated. The success of this study by and large

depends on your honest and sincere responses to the question items. The data you provide will be

kept confidential and will not be disclosed to any third party. You are, therefore, kindly

requested to provide the required information.

Thank you in advance for your cooperation

I. Background Information

Instruction:-Some characteristics of school teachers are given below. Please respond either by

filling in the blank space or by circling the letter of the appropriate response.

1. Woreda/ Town’s Administration ____________________

2. School ____________________

3. Sex: - a) Male           b) Female

4. Your educational Qualification: - a) Diploma b) BA Degree        c) MA Degree

Any other, please specify ___________________

5. Your service years as school principals

a) Below 26years c) 30-35years
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b) 26-29years d) 40 years& above

6. Items Related to teaching profession

Please indicate the levels of initial preference for becoming a teacher. (Please rank the items

according to their preference. Indicate strongly Agree to the one that prefer most and strongly

Disagree to that have low preference.

(1= strongly Disagree 2= Disagree 3= undecided    4=Agree   5= strongly Agree)

Please respond by marking ‘X” or √”) against the response you think most appropriate.

Items

Rating scale

1 2 3 4 5

6.1. I am  interested in the teaching profession as a career

6.2. I joined the teaching profession because I couldn’t get other

alternative occupation.

6.3. It is a kind of job I could easily get.

6.4. I joined the profession to use teaching as stepping stone.

6.5. I joined teaching profession to ease my economic problems.

6.6. I couldn’t get good result in national examination to join other

areas of study.

6.7. I liked the respectfulness of the teaching profession at that time.

6. 8 Teaching has comparatively been advantageous than any other

occupation by the time I was employed.

6.9. I was assigned in the teaching stream based on my university or

college GPA (result).

6.10. I believe that teaching has more freedom than other jobs

6. 11.If there were any other reasons related to initial preference for becoming a teacher, please

specify.

______________________________________________________________________________
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______________________________________________________________________________

______________________________________________________________________________

7. Items related to inadequate salary and non-salary benefits.

Please indicate the levels of the roles of the Items related to inadequate salary and other

benefits.. (Please rank the items according to their Participation. Indicate the major roles first and

the less roles last.

(1= strongly Disagree 2= Disagree 3= undecided    4=Agree   5= strongly Agree)

Please respond by marking ‘X” or √”) against the response you think most appropriate.

Items

Rating scale

1 2 3 4 5

7. 1.  I feel dissatisfied  with my present salary

7.2. My income is not sufficient to support myself and my

family.

7.3. Lack of incentives and fringe benefits like house allowance

and health care has led me to a feeling of dissatisfaction.

7.4. Better pay is offered to non-teaching occupations which

require the same qualification and service year.

7.5. I feel my present job cannot help me to achieve the

economic goal I have set for myself.

7.6. I feel lack of bonus for secondary school teachers

contribute to teachers’ weak performance.

7.7. I feel I am not paid a fair salary for the work I do.

7.8. I think lack of rewards for outstanding performance may

Cause teaching staff weak performance.
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8 . Please mention any other factor(s) related to salary you think affect your teaching please

motivation which are not listed in the table above.

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

9. Items Related to Characteristics of the Work Environment

Please indicate the levels of the roles of the Items related to items related to characteristics of

the work environment. (Please rank the items according to their characteristics of the work

environment. Indicate the suitable environment first and the less suitable last.

1= strongly Disagree 2= Disagree 3= undecided 4=Agree   5= strongly Agree)

Please respond by marking ‘X” or √”) against the response you think most appropriate.

Items

Rating scale
1 2 3 4 5

9. 1.  I think less respect from students affect my teaching
performance.
9.2. I think a low social status of teaching profession in secondary
schools affectmy work motivation.
9.3. I think lack of work autonomy in secondary schools affect
myworking motivation.
9. 4.  I think heavy workload is one of the major factors my

teaching attitude/ performance.
9.5. I think school management unnecessary intervention in
currently imposed government directives (RMB) affect my
performance.
9.6. I think performance evaluation on the bases of political attitude
affects my job performance in secondary schools.
9.7.   I think lack of recognition from concerned bodies may affect
my interest in teaching.
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10. Please mention any other environmental factor(s) that cause teaching staff weak performance

which are not mentioned above.

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

11. Items Related to Students’ Disciplinary Problems

Please indicate the levels of the roles of the Items related to Students’ Disciplinary Problems

(Please rank the items according to the impact of the disciplinary problems. Indicate high

disciplinary problems first and the less problem last. (1= strongly Disagree 2= Disagree 3=

undecided    4=Agree   5= strongly Agree)

Please respond by marking ‘X” or √”) against the response you think most appropriate.

Items

Rating scale

1 2 3 4 5

11.1. I think verbal attack and physical violence of some students on

my profession force me to leave secondary schools.

11.2. I feel disrespect and misbehaving of some secondary school

students is one of the major causes for lack of motivation.

11.3. I think more freedom is given to students than teachers in my

school

11. 4. I think a seriously deficient student’s academic performance is a

source of my disappointment in their job.

11.5 I think student’s negligence in doing assignments, home works

and other activities affects my interest of teaching.
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12. If there is any other Students’ Disciplinary Problems please specify ?

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

13. Items Related to Administrative Problems

Indicate the levels of the roles of the Items related to Administrative Problems (Please rank the

items according to the impact of the Administrative Problems. Indicate high disciplinary

problems first and the less problem last.

(1= strongly Disagree 2= Disagree 3= undecided    4=Agree   5= strongly Agree)

Please respond by marking ‘X” or √”) against the response you think most appropriate.

Items

Rating scale

1 2 3 4 5

13. 1.  I feel teachers do not have freedom to make their own decision

regarding teaching learning process.

13.2. I think school principals evaluate performance of teachers on

the basis of political activities and ideologies.

13.3. I think school management and supervisors in the course of

supervision always give criticism of teacher’s work and they are

sometimes fault finder.

13.4.  I think the difficulties in organizing students in network (1:5)

in RMB create disagreement between teachers and school

management.

13. 5.  I feel school principals do not treat all teachers equally as per

school rule and regulation.
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14.  If there is any other factor(s) Related to Administrative Problems please list down.

______________________________________________________________________________

______________________________________________________________________________

15. Items Related to Staff work dissatisfaction and weak performance

Indicate the levels of the roles of the Items related to strategies to tackle teaching staff work

dissatisfaction and weak performance (Please rank the items according to the contribution of the

strategies to tackle work dissatisfaction and weak performance of teachers. Indicate strategies

with high contribution first and the less one last.

(1= strongly Disagree 2= Disagree 3= undecided    4=Agree   5= strongly Agree)

Please respond by marking ‘X” or √”) against the response you think most appropriate.

Items

Rating scale

1 2 3 4 5

15. 1.  Facilitating teachers’ promotion by improving Salary and non-

salary benefits.

15.2. Assigning qualified and experienced teachers and increase

support.

15.3. Increasing status of teaching profession through giving

recognition to teachers.

15.4.  Granting teachers’ work freedom in teaching –learning

process.

15. 5.  Minimizing Student’s disciplinary problems by properly

applying the school rule and regulations set by ministry of education.

15.6. Giving due attention for teachers’ interest than daily routine

activities.
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16.  Considering the major factors that affect Teaching Staff motivation and its performance in

secondary schools of North Shoa in particular, please write any Possible Solutions and Practical

recommendations that you think are appropriate to alleviate the problem on the space provided

below

______________________________________________________________________________

______________________________________________________________________________

Thank you!!!
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APPENDIX   C

Interview questions

The Interview question is to be responded by School principals, teachers and school supervisors

of North Showa Administrative Zone, Oromia Regional States.

To the Respondents:-

This Interview question is prepared for the purpose of conducting a study on Factors Affecting
the Work Motivation and Performance of Teachers in selected secondary schools of North
Showa Administrative Zone, Oromia Regional States’. To achieve the purpose, your cooperation in
responding this Interview questions is highly appreciated. The success of this study by and large
depends on your honest and sincere responses to the question items. The data you provide will be
kept confidential and will not be disclosed to any third party. You are, therefore, kindly
requested to provide the required information.

Interview and FGD Guides

1. What are the major factors that affect teachers’ work motivation and performance in
selected secondary schools of North Showa Administrative zone?

___________________________________________________________________________
______________________________________________________________________

2. What  is the current status of teachers' work motivation and performance in these secondary
schools of North Showa Administrative zone looks like at the
present?____________________________________________________________________
___________________________________________________________________________

3. What do you think the commitment and interest of teachers currently in teaching in your
school is good enough?

________________________________________________________________________
_______________________________________________________________________

4. What should be suggested to improve teachers’ work motivation and performance in
secondary Schools of North Showa Administrative zone?

_______________________________________________________________________


