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ABSTRACT 

The primary aim of the study was to measure the effect of motivational techniques used 
by departmental heads of public and private sector university on their teachers’ job 
performance. Apart of the study intends to identify the most frequently used 
motivational techniques by departmental heads. The researchers used quantitative 
research design to conduct the study. Under the umbrella of quantitative research, the 
cross-sectional research design was used. The researchers used multi stage simple 
random sampling to select the universities and their teachers. One-way ANOVA was 
used to measure the effect of motivational techniques on teachers’ job performance the 
results of the study show that most of the time Head teachers have used trust as a 
motivation technique more than other techniques to enhance teacher’s performance. The 
study also revealed a near negligible positive correlation existing between head teachers’ 
desirous techniques and teachers job performance. The study recommends that head 
teachers’ need to use all motivational techniques regularly to enhance job performance 
of university teachers. 

KEYWORDS Job Performance, Motivation, Motivational Techniques 

Introduction 

Motivation is one of the most important components that define the quality of 
work done by a person. There are different ways in which motivation may be expressed, 
including praise, stimuli, rewards or incentives, and punishment. An increasing number 
of policymakers claim that improving the working atmosphere for teachers is one of the 
most important prerequisites for the better functioning of the education system. In this 
regard, leaders should gear their forces to create the best possible working conditions. 
Being able to direct, impact, or motivate the subordinates is of paramount importance to 
the leader. Whether they are managers of a business or administrators of a school, their 
success, as well as their subordinates’ progress and performance, directly depends on 
the approach to leadership chosen by those in power (Abdullah et al., 2019). 

Leaders in the current workplace often use motivating approaches to inspire 
teachers to achieve their potential, either as unique individuals or as a team, with the aim 
of achieving the best educational results in the most effective way possible. Originally, 
the concept of motivation implied an external source, but it currently assumes 
motivation stemming from the differences between any two people. The responsibility 
of institutional leaders is to recognize these differences and make the most of them 
(Arslan, 2018). 

Psychologists have developed the concept of motivation to explain individual 
behavior. Motivation is the key to putting extraordinary effort into achieving 
organizational goals based on the need to meet personal needs. The process involves 

http://doi.org/10.35484/pssr.2023(7-III)87


 
Pakistan Social Sciences Review (PSSR) July-September 2023, Vol. 7, No. 3 

 

1061 

three essential steps: awakening, leading, and maintaining behavior. Arousal is the 
desire and energy to act, direction reflects the choice of specific actions, and retention is 
the continuation of these actions until the outcome is as desired (Beckers et al., 2019) 

Motivation leads to a favorable work environment. This is possible due to 
increased desire and ability to work. According to the course, as a force, motivation 
mobilizes an individual’s efforts to achieve a specific goal. The motivation of employees 
is characterized by voluntary cooperation, desire to work, and increased confidence. 
Motivation meets employees’ needs and helps them feel part of society and an 
organization with shared goals. Due to this, the level of use of workers’ knowledge and 
experience is at an optimal level, which contributes to increased productivity and 
efficiency of the organization (Bergamin et al., 2019). 

According to Broadbent and Poon (2015), motivation is the concept of processes, 
instinctive and rational, people use to satisfy basic drives, needs, and personal goals, 
which activation and energization bring human behavior. To motivate means to place in 
possession of means, ways, and opportunities. The great leader knows it is their 
responsibility to ensure an extremely motivating environment for followers. At the same 
time, teacher motivation depends on whether they desire to take action. Motivation is 
the ultimate present we have that dictates every part of our life. Many people don’t know 
how to get this force under control. The right motivation technique might be the key to 
success, even for an already experienced and qualified individual. The lack of proper 
driving leads to decreased enthusiasm. People with a clear vision are in charge of their 
path, and people without vision are driven by external factors. The motivation technique 
switches these concepts. It is one of the vital skills for the leaders to understand how to 
motivate his or her subordinates because the success of an organization may depend on 
it (Bater & Jordan, 2017). 

Therefore, in any developing country such as Pakistan, an educational system 
should become a basis of its further competition with other countries. A well-established 
structure can hardly be operated or even survive without highly motivated personnel, 
and teachers are among them. According to du Toit-Brits (2019) Teachers must be 
motivated in order to perform. Motivation is a set of mechanisms that promote actions 
to a certain purpose, especially when there was no or little movement to these objects 
before. There are inner sources as well as external motivators and stimulators. Generally 
speaking, if teachers increase their motivation, they would work better, thus improve the 
whole educational system. 

Finding ways to motivate ourselves, a sense of meaning and purpose that we can 
bring into our own lives through simple motivational tricks will help us develop a vision 
and motivation in life, which finally takes us towards joyful and successful life. whereas; 
performance is the function of ability, given opportunities and the motivation or 
willingness to do something. Organizational performance as defined by Ivancevich in 
2005 refers to the goods or services produced through employee-task completion 
reflecting an organization’s objectives. Therefore, this study seeks to investigate the 
motivational strategies that department heads at public and private universities are 
using and their influence on teacher performance. 

Literature Review 

Motivation is too broad of a phenomenon, and many factors can be related to it. 
Furthermore, motivating student one of the most complicated things in teaching. A 
student’s desire to learn can be influenced by different factors, either environmental or 
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personally related ones. Within this, there are the various factors including needs, goals, 
beliefs and attributes of self (predisposition), expectations both long-term and short term 
on consequences and feelings about actions as well as rewards or incentives. This 
knowledge should be used effectively to create that motivational environment in your 
classroom. At the heart of developing this environment is the teacher, whose motivation 
plays a key role in motivating students who are not self-motivated and in sharing its 
teaching objectives closely associated with educational institutions dominant goals 
(Engelschalk et al., 2016). 

Concept of Motivation 

"Motivation is the term used to describe those processes, both instinctive and 
rational, by which people feel compelled and decide to act in a certain way (Gandomkar 
& Sandars, 2018). Geng et al. (2019) defined the motivation, simply by why behaviors do 
arise to which is basically known as broader sense or meaning of explanation such as the 
speech like A, B act because C acts so. Most educators view motivation as a prerequisite 
for learning, with behaviorists indicating that it was one of the outcomes of learning and 
therefore ought to be learned.  

Needs 

Need: arises only when there is a lack or a shortage of essential element for the 
organism to maintain its equilibrium. Types of Needs: For instance, food, water are 
Physiological Needs Take the “Interaction with people” as an example of social need. 
Your other social needs could be to gain prestige, money, status trained affection and 
self-esteem. You come to know about your needs only when you don’t get them. In 
broader terms, needs are classified as primary, basic or physiological needs or secondary 
and social needs (Grunschel et al., 2016). 

Motives 

Motive refers to goal-oriented action (or) the internal conditions that incite an 
organism to behave in particular ways. The term is most often used to describe some 
kind of internal state in an individual that not just motivates, but predisposes him or her 
into doing something for a particular purpose. They can be defined as those impulses 
directing human action towards the end. At its core, a motive answers the question of 
why out of different potential behaviors a person will choose to perform this specific one 
(Grunschel et al., 2016) 

Goal 

A goal is what you think will meet a need or want. Most of our activities are to 
fulfill behaviors or needs and, therefore, goals. But occasionally, what motivates us to act 
is not an external result we wish to obtain but an internal impetus. Finally, these acts are 
in and of themselves highly rewarding and pleasurable (Jossberger et al., 2018). 

Drive 

Psychological feelings that can or don’t start with physiological grounds. These 
thoughts are what the person genuinely desires and/or wants; they present a reflection 
of powerful internal urges (Kilis & Yıldırım, 2018). 
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Characteristics of Motivation 

Another is morale which is defined as the spirit and overall attitude among 
employees or simply how they feel about coming to work. If workers are happy, friendly 
and self-confident then high morale is visible. On the contrary low moral can be 
recognize by if your employees are not happy, they are often uncomfortable or annoyed 
and dissatisfied as well. If morale high, motivation also high. If morale low, then it is the 
same with a level of motivation as well. In layman’s language, morale represents an 
individual attitude satisfied with happiness and a good feeling which includes zeal, hope 
and confidence (Kim et al., 2018). 

Importance of Motivation 

It is essential to maintain the quality of all services in organizations for its 
successful accomplishment of objectives. And that for many managers is a significant 
challenge. How do you create the desire to want it? There are many theories related to 
motivation and some of them may be inter-twined, however, it seems that the two central 
types of motivation get mixed: the one which is given by the job itself and the other one 
to immerse into a new activity. This is necessary in both cases for multiple reasons and 
managers have to reflect on their impact which will consist of several different types 
(Lengua, 2003). 

The reason for its importance is that an individual could know everything in the 
world and have all of the skills and abilities necessary to dominate their job, but they 
would not perform at their fullest if they lacked intrinsic motivation. Again, employees 
have needs that must also be met to avoid demotivation. This will lead workers 
misbehave and take negative actions such as absenteeism, doing poor quality work, 
showing up late to work, miss deadliness and express aggravation; resulting declines in 
organizations performance and reputation. Organizations will then need to employ a 
mixture of incentives such as intrinsic and extrinsic motivators and more systematic 
approaches focused on performance management, in order to both retain existing 
personnel and acquire new ones whilst motivating them to enhance their effort, 
satisfaction and commitment (Mahlaba, 2020). 

Types of Motivation 

Extrinsic Motivators 

External motivators which arise from the rewards such as salary, work 
atmosphere, job security and promotions etc by his organization. And also it may extend 
to colleagues of an individual as well... individuals have no contractual control over such 
rewards because they are actual items and conventionally, the organization stipulates 
who gets what (Metallidou & Vlachou, 2007). 

Intrinsic Motivators 

These motivators are based on the relationship of an individual with his job and 
also caring for personal needs and wants. These are performance-related rewards e.g. 
accomplishing goals, receiving attention or awareness, accepting additional 
responsibilities and being given more opportunities for promotion (Miele & Scholer, 
2018). 
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Performance Management Approaches 

Structured approach by which an organization is run to engage and enable 
employees, both individually and together, in the pursuit of achieving its organizational 
mission and shared goals These methods include planning the work and setting 
expectations, monitoring performance on a regular basis, developing employee’s skills 
and abilities, rating performance periodically and rewarding or recognizing high 
performers (Mitchell et al., 2012). 

Teacher’s Job Performance  

Performance in terms of job is such a critical issue that has been focused and 
carried out by scientists since many years. It comprises of two distinct types of employee 
behavior that are essential for the accomplishment of an organization: The first type is 
the task performance comprises not only those activities that are directly related to 
output generation but different kinds of novel, unpredictable tasks focused on 
supporting or expanding core technological processes within organizations. Formal 
organizations often, but not always, reward and sanction these behaviors. On the other 
hand, Contextual performance involves all those regulations which lead to enhance well-
being but are beyond employees’ core job responsibilities. Nevertheless, these acts 
having a positive effect on developing social, psychological, and organizational contexts. 
Essential drivers: These terms refer to the task activities and processes made possible by 
them. It is sometimes divided into two specific dimensions: interpersonal facilitation and 
job dedication (Schwinger & Stiensmeier-Pelster, 2012). 

Resrearch Methodology 

The researchers used a descriptive survey aimed at collecting comprehensive 
knowledge of the motivational techniques used by institutional heads and their 
corresponding influence on teacher performance. It employed a cross-sectional design 
whereby data was obtained as at one point in time from different or varied categories of 
respondents. Its objectives were to investigate the partnership among two variables 
including motivational strategies adopted by school leaders and outcomes achieved by 
teachers. 

Population 

Population of the Study The population for this study consisted all the 
universities in Lahore city public and private sectors. Similarly, it all department of head-
of-the-units under the universities were taken as population for this study.  

Sampling Technique 

The study used a multi-stage random sampling technique. “At first, six 
universities from Lahore were chosen on merit basis from both public and private 
sectors,” he added. This sampling strategy included selecting three universities in each 
sector, randomly. Secondly, in each of the selected universities, three faculties were 
chosen at random also. Speaking stage This was to ensure that I had varied 
representation across the academic board. Then in the third stage, three departments 
from each faculty chosen at previous stage were randomly selected. This complex design 
was created to enable the most comprehensive sampling strategy from all universities 
that had faculties or departments participating in this study. 
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Data Collection and Analysis 

Two different self-developed questionnaire one for motivational techniques and 
other is for job performance were used to collect the data of this study. The reliability 
and validity of the research instrument was ensured through piloting on the same nature 
of respondents. The researcher ensure the participants that, their indentity will be kept 
anonomous and never be revealed at any stage of this research. Data was analyzed by 
different statistical techniques i.e. descriptive statistics and one-way ANOVA the nature 
of data and in association to objectives of the study. Table showing the statistics to be 
analyzed of proposed data was prepared. 

Data Analysis and Interpretation  

This was related to focusing on how research questions and study objectives are 
aligned with the chosen methodologies. This layout of the chapter was intended to 
provide an easy path connected reading these links. The data instruments were two in 
number; The first instrument was employed in collecting information about the teaching 
motivational strategies, it is distributed to all departments heads in different public and 
private university. The second device aimed to measure the conduct of teachers by 
contacting a group of students selected at random from other departments within the 
university. 

Descriptive analytics was used to interpret the motivating methods used by 
departmental heads in public and private institutions. The Pearson product-moment 
correlation coefficient (r) was also computed between the motivational techniques 
employed by department heads and the performance of teachers at 0.49. Moreover r=.56 
(+ significant; N =75, p <.01), both figures indicate a relatively strong relationship. 

Independently, presence gender differences of heads department by using 
Independent Sample t-test to investigate whether the motivational techniques 
significantly differ among them or not. Independent sample t-test and One-way ANOVA 
were also applied to compare the motivational techniques between heads of public & 
private universities. 

The main objective of this part was, therefore, to methodically investigate and 
evaluate the data derived from these tools stepwise in order to adequately deal with all 
research questions and objectives associated with the conduction of this study as 
presented. 

Results and Discussion 

Table 1 
Mean and Standard Deviation of Motivational Techniques used by the heads of 

Public and Private Universities 

Factors of Motivational 
Technique 

N Mean 
Standard 
Deviation 

Growth Opportunities 54 2.9259 1.04343 

Career Development 54 3.7222 1.15606 

Empathy with Employees 54 3.3056 .72142 

Personal Support for Employees 54 3.6620 .60687 

Praise and Recognition 54 3.6250 .78119 

Incentives & Rewards 54 3.6204 .75664 

Working Environment 54 3.8611 .90812 
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Employment Security 54 3.6852 .78486 

Respect for Employees 54 3.5617 .77655 

Status 54 4.5000 .69364 

Promotion 54 4.5741 .49913 

Trust 54 4.6852 .41546 

The scale assessed how head teachers employ various motivational techniques. 
According to Table 1, the mean and standard deviation for the motivational technique 
'opportunity and growth' are 2.9259 and 1.04343 respectively. This suggests that head 
teachers use this technique infrequently compared to others. 

For empathy with employees, the mean and standard deviation are 3.3056 and 
1.15606. This indicates that head teachers frequently employ this technique compared to 
'opportunity and growth'. 

Regarding treating employees with respect, the mean and standard deviation are 
3.5617 and 0.77655. This mean suggests that head teachers often utilize this technique 
compared to both 'opportunity and growth' and empathy with employees. 

The mean of rewards and incentives 3.6204, with a standard deviation 
corresponding to S.D.=0.75664, support the conclusion that head teachers frequently use 
this style”. Also, this way is using more than other ways like giving a chance to grow, 
understand with employees and treating the employee directly. 

With regards to career development the mean of 3.7222 with a standard deviation 
of 1.15606 indicates that this motivational technique is really used among head teacher. 
Broadly speaking, this technique appears to be common when all other motivational 
methods (i.e., expanding opportunities for development, showing empathy with 
employees’ situations, treating people fairly and respectfully giving rewards and 
incentives being personally supportive giving recognition) are compared. For the third 
aspect (security of employment), the mean is 3.6852 where the standard deviation is 
0.78486. Later the reports showed a moderately positive perception of overall stability 
within their employment from those 30.6 percent of respondents. 

This indicates that head teachers commonly employ this particular motivational 
technique more frequently than others such as providing opportunities for growth, 
showing empathy towards employees, treating them with respect, offering rewards and 
incentives, providing personal support, giving recognition and praise, and focusing on 
career development. Regarding the working environment, the average rating is 3.8611 
with a standard deviation of 0.90812. This suggests that the said motivational approach 
is consistently implemented by head teachers in comparison to other methods like 
fostering opportunity for growth, demonstrating empathy, showing respect, offering 
rewards, providing personal support, giving recognition, promoting career 
development, and ensuring job security. 

On the status, mean is 4.5000 and standard deviation for that row are equal to 
0.69364 as well. From this, head teachers can be seen to apply extrinsic motivation much 
more than they use opportunity for growth, empathy with employees, treating 
employees with respect, rewards and incentives, personal support accountability by 
recognition & praise career development security of employment working conditions. 

For promotion, the respective mean and standard deviation are 4.5741 and 
0.49913 (respectively) This means that head teachers use this motivational technique 
more often than opportunity for growth, empathy with employees, treating employees 
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with respect, rewards and incentives, personal support by the superiors or colleagues 
senior to them in office hierarchy., recognition and praise whereas somewhat less often 
than career development, security of employment; working environment culture and 
status. 

The mean of trust is 4.6852 and has a standard deviation of 0.41546 This particular 
model of motivation has a higher mean value, which indicates that it is used more 
consistently by the head teachers than other techniques. This implies that they use this 
method to boost the performance of teachers as opposed to other motivational plans 
extensively  

Table 2 
Means, Standard Deviation and Inter-correlations for Scores between head teachers’ 

motivational techniques and the performance of the teachers 

Measure Mean SDs 1 2 

Motivational 
Techniques 

115.22 12.302 −  

Teachers’ 
performance 

17.84 8.614  0.325 

**p≤0.05 (Sig. 2-tailed) 

Now the study examined relations between head teachers’ motivational 
methods, as assessed by the Motivational Techniques Questionnaire and teacher 
performance, according to Teacher’s Performance Questionnaire using Pearson Product 
Moment Correlation Coefficient. Preliminary analyses were also conducted which 
indicated that all assumptions of normality, linearity and homoscedasticity had been 
fulfilled. Results demonstrated a small positive correlation between the variables, r = 
0.325, p ≤ 0.05, which implies that modestly greater amounts of motivational techniques 
were associated with somewhat higher levels of teacher performance. Based from these 
analyses, this study concludes that there is a small positive correlation between how 
head teachers use motivation techniques and the resulting performance level of their 
teachers. 

It is the motivation that drives our emotions, thoughts and actions. It is a pattern 
in which inspired people eagerly deploy their attempts, continuously try for their 
objectives until they accomplish them. A t-test was run to determine how head teachers 
at both public and private universities of Lahore use motivational techniques for the 
increased performance of teacher. We pay particular emphasis here upon the 
understanding of the impact in terms of teacher effectiveness. 

Discussion 

People work for all kinds of reasons. These may be acquiring financial benefits, 
occasional challenges and having a guarantee of safety. Each person wants something 
different from the job they have in an organization, that affects their motivation 
significantly as well. Motivation is really important to any organization because 
productivity and quality of work are directly affected by it. A critical factor in 
determining whether an organization is highly successful than another or if others are 
relatively less successful is how well do they motivate its members to remain productive 
Trautner and Schwinge (2020) in their study also support the above argument. And 
finally, it is important that leaders understand as to what motivates each individual 
irrespective job based context in order to have motivated and producing workforce as 
also stated in the research study of (Trenshaw et al., 2016). 



 
Pakistan Social Sciences Review (PSSR) July-September 2023, Vol. 7, No. 3 

 

1068 

Thus it was also noted that trust ’was the most commonly employed of all these 
techniques by head teachers, with comparatively few reports of applied growth 
opportunities, empathy, respect, rewards or personal support and face-to-face 
recognition meted out in schools’. In addition, to ascertain the extent of the relationship 
between these motivational strategies and teachers’ overall performance in carrying out 
their duties, a correlation method referred to as Pearson Product Moment Correlation (r) 
was also considered. The study results further showed that there was a simple positive 
correlation between motivational strategies adopted by head teachers as well as the 
performance of their teachers. The results showed that there was a weak positive 
relationship between the motivation strategies implemented by head teachers and 
overall teacher’s performance as also stated in the study conducted by (Wang & Hou, 
2015). 

An independent sample t test was also used to determine whether male and 
female head teachers vary in the motivation approach they use improve performance 
among teacher’s. The results also showed that, for instance, these techniques were not 
used to the benefit of improving their teacher’s performance among male and female 
head teachers as there was no statistically significant difference these findings also 
support the findings of the study (Engelschalk et al., 2016). 

This research sought to examine the use of different motivational strategies by 
head teachers in public as compared with private universities to enhance teacher 
performance. The researchers used an independent sample t-test to analyze the results. 
Results are indicating that public and private university teachers do not differ 
significantly as for motivational techniques like opportunity available to grow, career 
building steps, empathy gesture toward employees’ problem, personal support given or 
recognition and praise offered to the employees; rewarding practices encouragement 
incentives provided, working environment-relaxation etc., safe guard of employees’ 
policies or treating them with respect and status. However, public and private university 
teachers differed significantly in their use of motivational techniques for promotion and 
trust the similar findings were also part of the study by (Grunschel et al., 2016). 

Conclusion 

On the basis of above discussion, it can be concluded that most of the time Head 
teachers have used trust as a motivation technique more than other techniques to 
enhance teacher’s performance. The study also revealed a near negligible positive 
correlation existing between head teachers’ desirous techniques and teachers job 
performance. An interesting fact is that as for gender differences, the study indicates no 
substantial gap in motivational practices between male and female teachers based on a 
number of factors such as opportunity to grow, career development, empathy with 
employees, personal support and recognition and praise provision rewards and 
incentives working environment employee safety treatment status promotion trust. 
Similarly, motivational techniques used by teachers that came from public and private 
universities did not significantly vary on the opportunity for growth, career 
development or salary promotion; empathy with employees or their concerns; personal 
support as well as due regard to his/her dignity. recognition and praise; rewards and 
incentives based on performance; working conditions (working hours); employee 
security status of work – either he/she is trustful job holder/responsible worker etc.-one 
who can be fully trusted foster children of loyalty. expectations significant others have a 
say in one’s appointment fair treatment. However, a significant difference in the 
experience between public and private university teachers was found when comparing 
promotion and trust. 
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Recommendations 

On the basis of above conclusions, following recommendations can be suggested; 

1. Head teachers need to use all motivational techniques instead of using a single 
or dominant one to keep motivating all the teachers. 

2. The departmental heads need to be polite, friendly and guide for their teachers 
so that, teachers may be motivated and word beyond their capacity. 

3. Departmental heads in Public sector universities may need to provide rapid 
opportunities of promotion to their teachers to enhance their job performance 
and to avoid job switching. 
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