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ABSTRACT 

 

This study examined the existing level of primary school 
teachers‟ perceived intrinsic and extrinsic motivation and their 
performance assessed through respective head-teachers.  Data was 
collected through adapted teachers‟ and head-teachers‟ questionnaires 
having both Likert-scale items and open-ended questions.  Teachers‟ 
questionnaire involved 28 (11=intrinsic motivation, 14 =extrinsic 
motivation) and three open ended questions within the same 
questionnaire used for obtaining qualitative data.  They asked for 
teachers‟ insights into existing problems and the measures to 
improving teachers‟ motivation and performance; whereas, head-
teachers‟ questionnaire implicated 13 Likert-scale items asking for 
respective performance of the teachers.  Overall internal consistency 
of the tool was measured through Cronbach‟s alpha which stood good 
(.822).  The alpha values stood at .892, .745 and .851 for intrinsic 
motivation, extrinsic motivation; and teachers‟ performance 
respectively.  The multi-stage random sampling involved 348 
teacher-respondents and 40 head-teachers of District Hyderabad, 
Sindh.  Data was analyzed through SPSS package version 16.00 for 
descriptive statistical analyses at 0.05 level of confidence.  
Descriptive statistics revealed that teachers ranked their intrinsic 
motivation better (mean ranged1.62 to 2.18 for 11items) against 
extrinsic motivation (mean ranged from 2.50 to 3.97 for 14 
items).Teachers‟ 13 performance items did not catch supporting 
evidence i.e. means ranged from 1.93 to 3.97 (with 2.82 mean of 
means). 
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INTRODUCTION 
Teacher motivation has gro-

wn a vital topic in communi-
cating knowledge and skills to 
students at all levels.  Motivated 
and satisfied teachers generally 

are more creative and influen-
cing regarding learners‘ acade-
mic productivity and achieve-
ment (Mertler, 1992).  Motivation 
leads an individual‘s behaviors 
to the fulfillment and satisfaction 
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of desired objectives (Analoui, 
2000).  Generally, in working co-
ntexts motivation could be 
classified into two categories—
intrinsic and extrinsic (Sansone 
& Harackiewicz, 2000).   
 

The intrinsic motivation eme-
rges from innerself or within an 
individual; it positively and gre-
atly influence one‘s action, achie-
vement, and continuity (Ryan & 
Deci, 2000).  On the other hand, 
the extrinsic or environmental 
motivation emerges from the 
attainment of external benefits 
including financial reward or 
pay, tangible rewards, social res-
pect and feedback besides many 
others.  Many studies since 
Thorndike (1911) ranging from 
pure experimental to field obser-
vations like Emery Air Freight 
research (Hamner & Hamner, 
1976) were conducted under the 
influence of behaviorist‘s school 
of thought; they manipulated 
extrinsic reinforces or motivators 
or their related situations or con-
tingencies and found increase in 
motivation and performance of 
individuals; for example increase 
in regularity and punctuality in 
attendance, increase in timetask 
or engagement of work, increase 
in sale, per unit costreduction as 

compared to the value of added 
extrinsic rewards, increase in the 
quality of process or services 
and products, and increase in 
sale and customer services 
(Komaki, 1982).  
 

Contrastingly, intrinsic moti-
vation prevails if the behavior of 
an individual is performed not 
for extrinsic or environmental 
rewards but for the satisfaction 
attained while being engaged in 
specific task on its own.  This 
idea was an open challenge and 
resistance to behaviorist‘s school 
of thought and it can be traced 
back to the works of White 
(1959) regarding competitive 
and effective motivation. 
 

1.1. Review of literature 
Different works form diffe-

rent researchers (for example 
Maslow, 1943; and Alderfer, 
1969) paved way for different 
aspects of intrinsic motivation.  
Some of the classical perspec-
tives of intrinsic needs involved: 
teachers‘ job-satisfaction, enjoy-
ment gained while engaged in a 
profession/task i.e. teaching, the 
demanding and viable nature of 
profession or teaching, social 
respect and recognition, profes-
sional development, and a sense 
of having power over others.  



Level of Primary School Teachers’ 

 52 

On the other hand, studies on 
extrinsic motivation led to its 
fundamental aspects like provi-
sion of periodic wage or salary, 
free residence, free food, addi-
tional related allowances, free 
health facilities or care, admissi-
bility of leave for justified abse-
nce, and provision of advance 
salary etc. 
 

Deci (1980) on the basis of his 
thorough studies believed that 
perceptions of personal control 
served as the basis of intrinsic 
motivation and behavior which 
is contrary to extrinsic motiva-
tion and behavior that comes as 
an environmental stimulus for 
an individual to work on it.  
Presently, teachers‘ job-perfor-
mance draws out great concern 
in every society.  Hornby (2000) 
cites Oxford Advanced Learner's 
Dictionary to define performan-
ce. According to it, ―performa-
nce is the acting in an expected 
way or execution of actions so 
that set targets or objectives cou-
ld be achieved‖ (Hornby, 2000).   
 

Therefore, teachers are res-
ponsible for their students‘ lear-
ning taking place in or outside 
the class.  Teaching involves 
planning for lessons and effec-
tive utilization of teaching re-

sources, teaching methods and 
techniques, measurement of stu-
dents‘ achievement besides ti-
mely guiding and counseling 
students in their crucial matters 
and ensuring students‘ active 
participation in co-curricular 
activities.  It means that teach-
ers‘ job-performance directly re-
lates and integrates all above as-
pects of teaching and is holistic 
in nature and is not limited to 
classroom or school premises 
but extends their learning bey-
ond classroom or school i.e. at 
home or other place of society.  
In this study, the researcher ass-
essed teachers‘ performance thr-
ough their respective head-
teachers in the 13 areas: main-
taining teachers‘ regularity and 
punctuality at the school; plan-
ning for their lessons; adminis-
tering students‘ achievement 
tests; marking of above achieve-
ment tests; participating/help-
ing in co-curricular activities; 
giving feedback regarding stu-
dents‘ assessment; taking in-
terest in accepting additional 
responsibilities related to school 
affairs; taking and ensuring stu-
dents‘ attendance; ensuring lear-
ner friendly teaching methods 
and resources; avoiding physical 
punishment; checking students‘ 
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cleanliness i.e. nails, hair and 
uniform etc; giving home work; 
covering prescribed course of 
study; and overall performance.  
 

The Pakistani public educa-
tion system involves five distinct 
levels: primary (grade1-5), mid-
dle (grade6-8), secondary (grade 
9-10), higher secondary (grade11-
12) and higher / professional 
education (graduate education 
and advanced degrees).  Accor-
ding to Government of Pakistan, 
there are 157,360 primary schools 
with a teaching force of 466,451.  
The students‘ enrolment in 
primary schools increased from 
18.468 million in 2008-09 to 
18.756 million in 2009-10 with a 
total population of over 180 
million (Economic Survey, 2010-
11).  In third world countries like 
Pakistan teachers‘ motivation 
and extrinsic incentives are 
found correlated, which means 
that when teachers‘ physiological 
and safety needs are satisfied 
they tend to be more motivated.   

 
1.2.  Local Studies on Teacher 
  Motivation 

According to Save the Child-
ren (2011), the developing coun-
tries including Pakistan conduc-
ted a detailed teachers‘ survey 

mostly based on Maslow‘s needs 
and motivation theory.  It poin-
ted out through eight categories 
that most of the teachers show a 
negative trend in their motiva-
tion to render their services for 
eight possible causes falling into 
poor extrinsic and intrinsic moti-
vational areas: 
 
Extrinsic motivational weaknesses:  

 Workload and challenges (increa-
sing workload day by day). 

 Remuneration and incentives 
(low and irregularly paid salaries) 

 Accountability (weak or little 
accountability). 

 Institutional environment 
(vague and changing/ 
unstable policies due to un-
stable political governments 
and poor management) 

 Learning material and facili-
ties (poor learning material 
and facilities) 

 
Intrinsic motivational weaknesses: 

 Recognition and prestige (decree-
sing social respect and status). 

 Career development (teaching 
as a second or even last choice 
for competing candidates). 

 Voice (teachers are not heard 
in policy and administrative 
matters) (p. 3). 
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In his quasi-experimental 
study on the public sector ninth 
graders, Bhutto (2011) also found 
that extrinsic social reinforcers 
(smile, good verbal remarks, pat 
on the back, students‘ clap, 
teacher‘s clap, star of the day) 
significantly and positively con-
tributed toward better academic 
learning achievement as com-
pared to the control group taught 
through traditional teaching that 
generally involved dictation of 
questions and answers and use 
of verbal and physical punish-
ment (pp, 71, 77). 
 

Nasser Ud Din, Tufail, She-
reen, Nawaz, and Shahbaz (2012) 
surveyed through very small 
sample of 40 secondary school 
teachers of Kohat, Pakistan about 
the factors affecting motivation 
in rendering prescribed teaching 
services.  Through measures of 
central tendency the authors 
found that financial (extrinsic or 
tangible factors) rewards and 
incentives stood primary contri-
butors toward teachers motiva-
tion; on the other hand, the socio-
status, examination-stress, and 
teaching as a first choice relative-
ly less affected teachers‘ motiva-
tion.  They recommended better 
salary package for public sector 
teachers (p. 442-443).   

Atta and Jamil (2012) sur-
veyed through 20 items ques-
tionnaires from 400 (200 each for 
males and females) secondary 
school students.  Their study ai-
med at investigating the effect of 
students‘ motivation and paren-
tal influence on students‘ achie-
vement. They found through 
measures of central tendency and 
Pearson‘s correlation that paren-
tal influence and students‘ attain-
ment had strong positive and 
greater correlation (0.89) than 
that of students‘ own motivation 
and attainment which was found 
to be moderate (0.67) (p. 430). 
The researchers targeted to find 
out the effect of the two predic-
tors i.e. intrinsic and extrinsic 
motivation; however, they only 
found simple co-relation which 
did not measure their effect.   

Nadim, Chaudhry, Kalyar, 
and Riaz (2012) conducted their 
study to determine the effect of 
intrinsic and extrinsic motivation 
on college teachers‘ job-satisfac-
tion from a sample of 500 respon-
dents (250 each for males and 
females) through self developed 
five-point Likert scale question-
naires in the context of Punjab, 
Pakistan.  The data were analy-
zed through Structural Equation 
Modeling (SEM) technique using 
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Analysis of Moment Structures 
(AMOS) 19.0 software.  The res-
earchers from regression analy-
ses concluded: 
 

The research results reveal 
that there is statistically signifi-
cant relationship between intrin-
sic motivational factors (opportu-
nities to acquire new skills, pro-
motion opportunities, participa-
tion in decision making, autono-
my, recognition) and teacher job 
satisfaction. Similarly, statistical-
ly significant relationship was 
also found between extrinsic mo-
tivational factors (salary, work 
environment, relationship with 
seniors, reward, and feedback) 
and teacher job satisfaction. 
However, teacher job satisfaction 
is largely caused by intrinsic 
motivational factors (39%); while 
extrinsic motivational factors 
contribute (12%) to teacher job 
satisfaction. (p. 29) 
 

Salma and Sajid (2012) in 
their study involving different 
levels of teachers concluded that 
teachers of Kotli (Azad Jamu 
Kashmir District) were found 
low-motivated and dissatisfied 
with their job.  The study pointed 
out crucial factors causing low 
motivation and dissatisfaction of 
teachers: teachers were common-

ly dissatisfied with income, 
salary, and promotion criteria; 
teachers showed concern over 
political involvement in their rec-
ruitments, postings and trans-
fers; larger class size (too many 
students) also undermined job-
satisfaction of teachers; lack of 
subject specialists in high schools 
demotivated other teachers that 
were forced or unwillingly teach 
those subjects; poor accounta-
bility at institutional level was 
one of the major issues; and poor 
involvement in administrative 
affairs and decision making 
negatively affect teachers‘ job-
satisfaction and performance.   
 

1. Study Approach 
This study involved survey 

method using both quantitative 
data (Likert-scale items) and qua-
litative approach (open-ended 
questions asking for the ways to 
improve teachers‘ motivation 
and performance).  The data 
were collected from the male and 
female public sector (Govern-
ment run) primary schools across 
rural and urban strata of 
Hyderabad district.  The study 
involved a cross-sectional survey 
for collection of data through 
questionnaires to gain insights 
into description, perceptions, and 
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beliefs at any single point in time 
(White, 2000).   
 

Intrinsic motivation was mea-
sured through teachers‘ job-
satisfaction, internal satisfaction 
while teaching, teaching as com-
petitive and challenging task or 
job, recognition and respect from 
society, career advancement, co-
ntrol over others, and teaching as 
one‘s aim of life.  Whereas, in 
this study extrinsic motivation 
was measured through financial 
benefits and rewards received for 
the fulfillment of teaching job as 
a public sector primary school 
teacher.  Those extrinsic motiva-
tors involved monthly salary, ho-
using or accommodation, food, 
allowances, advance payment of 
salary, leave in case of absence, 
and medical facilities or allow-
ance paid. 
 

The respondents of the study 
included public sector primary 
school teachers and head teach-
ers.  After selecting 40 represen-
tative schools regarding gender 
and location (rural and urban) as 
a first step of multi stage samp-
ling, the simple random samp-
ling was used to select the requ-
ired number (348) of PSTs; addi-
tionally above 40 head-teachers 

were selected as respon-dents to 
determine their respective teac-
hers‘ performance.  The size of 
sample was calculated using on-
line sample size calculator.  The 
appropriate sample to existing 
population (3684 PSTs) appeared 
to be 348 teachers.   

 
2.1. Data Collection Tool 
 (Questionnaires) 

Teachers‘ questionnaire invo-
lved 43 items divided in three 
sections: demographic items 15, 
five-point Likert scale items 25 
(11 for intrinsic motivation and 
14 for extrinsic motivation), and 
open-ended items 03.  The 348 
public sector (government-run) 
primary school teachers (202 
males and 146 females) were the 
main respondents selected from 
public sector schools across boys 
and girls primary schools of 
District Hyderabad.  The number 
of rural and urban respondents 
was 111 and 237 respectively.  
The study implicated 40 public 
sector schools with 24 for rural 
(19 boys schools and 05 girls 
schools) and16 for urban schools 
(09 for boys‘ and 07 for girls‘ 
primary schools) respectively.  
From each school 5 to 10 teachers 
were randomly selected depend-
ing on total number of teachers 
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officially working thus making a 
number of 348 teachers and 40 
head teachers. For this purpose, 
both the teachers‘ and head-
teachers‘ questionnaires involved 
a unique serial number/code 
along with the name of the tea-
cher; the researcher carefully 
distributed the portion asking for 
the performance of the teacher(s) 
(or head-teacher‘s questionnaire) 
to the respective head-teacher(s) 
so that the effect of intrinsic and 
extrinsic motivation could be 
determined on their perfor-
mance.   
 

Two types of questionnaires 
were used during collection of 
primary data from the public 
sector primary school teachers 
348 and their respective head-
teachers 40. 

 
2.2.  Teachers‟/ Head Teachers 
  Questionnaire 

The researcher adapted the 
questionnaire used by three rela-
ted studies.  The data were colle-
cted from 348public sector pri-
mary school teachers.  Teachers‘ 
questionnaire involved 43 items 
divided in three sections: demog-
raphic items 15, five-point Likert 
scale items 25 (11 for intrinsic 
motivation and 14 for extrinsic 

motivation), and open-ended 
items 03.  The questionnaire used 
in the study is attached in the 
Appendix A.  The 348 public sec-
tor (government-run) primary 
school teachers (202 males and 
146 females) were the main 
respondents selected from public 
sector schools across boys and 
girls primary schools of District 
Hyderabad.  The number of rural 
and urban respondents was 111 
and 237 respectively.  The study 
implicated 40 public sector 
schools with 24for rural (19 boys 
schools and 05 girls schools) and 
16 for urban schools (09 for boys‘ 
and 07 for girls‘ primary schools) 
respectively.  From each school 5 
to 10 teachers were randomly 
selected depending on total num-
ber of teachers officially working 
thus making a number of 348 
teachers. 
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1.  Findings 
 Let us start with the demographical characteristics of the sample 
 

Table-1: Descriptive Statistics of the Demographics 
 

Demographic Variable 

N Min. Max. Mean 
Std. 

Deviation 

Statistic Statistic Statistic Statistic 
Std. 

Error 
Statistic 

Age 348 2 5 4.34 .045 .839 

Location 348 1 2 1.68 .025 .467 

Marital Status 348 1 3 1.96 .022 .407 

Gender 348 1 2 1.42 .026 .494 

Highest Acad: Qualification 348 1 5 3.14 .038 .708 

Highest Prof: Qualification 348 1 4 1.79 .042 .776 

Teaching Experience 348 1 4 2.90 .063 1.172 

No: of family members 348 1 4 3.21 .045 .836 

Average Age of family members 348 1 5 2.86 .052 .970 

Monthly salary 348 1 4 3.47 .042 .790 

Source of other income 348 1 4 2.73 .072 1.344 

Main motive to join teaching 348 1 4 1.48 .030 .565 

Satisfied with salary 348 1 2 1.20 .021 .399 

Salary sufficient for monthly expnd. 348 1 2 1.10 .016 .305 

Monthly expenditure 348 1 7 3.43 .089 1.659 

Valid N (listwise) 348      

 

Demographic characteristics of sample respondent were analyzed. For example, age, 
personality under demography was divided in to five sub-categories (21-25, 26-30, 31-35, 36-
40, and 41 years or above); the mean of age stood at 4.34 indicating overall age of  the 
respondents ranged 36- 41 years or above.  A majority of the respondents were urban males 
while most of respondents were married.  Regarding academic and professional 
qualifications and experience majority of them were graduates with B.Ed. and had 6-10 
years of teaching experience.  The sample of teachers had 4-6 children at average while their 
average education fell to be 4-6 years of education.  Their average monthly salary was found 
to Pak-Rs: 21,000-25,000/.  Private after-school tuition and own small business/shop 
appeared to be the source of other income of the respondent teachers.  Regarding strong 
motive to select the teaching profession the respondents were fairly divided to consider 
salary/financial benefits and respect/inner satisfaction as the main source of inspiration; 
however majority (M=1.48 out of 2 above subcategories) were attracted to the extrinsic 
motives associated with teaching job.  Majority were satisfied with their monthly salary and 
thought it was sufficient for monthly expenditure, while their monthly expenditure at 
average (M=3.43) stood at Pak-Rs: 31,000/ to 45,000/. 
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3.1.  Existing Intrinsic Motivation  

 Let us have a look at descriptive statistics regarding the level of intrinsic 
motivation among public sector primary school teachers; please refer to Table-2 
below: 
 

Table 2: Descriptive Statistics of Intrinsic Motivation Items 
 

Shortened items 

N Min. Max. Mean SD Variance 

Statistic Statistic Statistic Statistic 
Std. 

Error 
Statistic Statistic 

Teaching gives job satisfaction 348 1 5 1.65 .031 .585 .343 

Enjoy teaching as a profession 348 1 4 1.62 .032 .588 .346 

Like challenging nature of 
teaching 

348 1 5 1.86 .040 .740 .548 

Teaching is a competitive 
profession in this school  

348 1 5 2.07 .043 .800 .640 

Teaching gives recognition and 
respect from the community  

348 1 5 1.81 .039 .731 .535 

Believe having career 
development in teaching 
profession  

348 1 5 2.18 .052 .961 .923 

Teaching responsibilities 
give a sense of control 
over others.  

348 1 5 1.86 .037 .699 .488 

Teaching is one of my 
goals in life  

348 1 4 1.90 .037 .684 .468 

Believe being useful to 
community as a teacher 
than other job 

348 1 5 1.83 .039 .729 .531 

Teaching provides inter-
action with people from 
many areas 

348 1 3 1.69 .027 .511 .261 

Above motivators have 
increased  morale to work 
as teacher 

348 1 5 1.99 .047 .871 .758 

Valid N (listwise) 348       
 

Table 2 reveals respondents‘ overall agreement of the targeted intrinsic motivational predictors.  
The mean scores of above 11 predictors ranges from 1.62 to 2.18 showing overall agreement 
throughout.  The respondents agreed that teaching gave them job-satisfaction; they enjoyed and 
liked teaching; it provided recognition and respect from the community; it offered career 
development; it supported control over others; it was one of the important goals; they believed 
that being teacher was useful than any other job; it provided diverse interactions in community; 
and above predictors increased their morale to work as a teacher. 
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3.2 Existing Extrinsic Motivation  

Extrinsic motivation among primary school teachers reveals availability 
of poor extrinsic rewards and benefits throughout; please see below the table 3: 
 

Table 3: Descriptive Statistics of Extrinsic Motivation Items 
 

Shortened Item 
N Min. Max. Mean SD 

Statistic Statistic Statistic Statistic Std. Error Statistic 

I am paid a salary that is enough to 
cater for my basic needs  

348 1 5 2.53 .067 1.248 

The school provides me free 
accommodation.  

348 1 5 3.97 .034 .644 

I get free meals at school  348 1 5 3.90 .043 .804 

Salary payments are prompt  348 1 5 2.28 .068 1.262 

The school offers weekly duty 
allowances  

348 1 5 3.95 .034 .634 

Extra paid teaching allowances 
help me to complete the syllabus  

348 2 5 4.03 .027 .502 

The school offers financial assistance to 
teachers with parties  

348 1 5 3.82 .043 .802 

May get advance payment from 
the school in case of financial 
problem  

343 2 5 3.41 .051 .950 

The school organizes end of year 
party for teachers 

348 1 5 3.13 .056 1.045 

Teachers who perform well are 
given prizes 

348 1 5 3.59 .046 .849 

Teachers are given leave for 
absence when justified 

348 1 5 2.50 .059 1.104 

Teachers are given free medical care 
in case of ill health 

348 1 5 3.70 .049 .909 

Above motivators have increased my 
performance as a teacher 

348 1 5 3.22 .058 1.088 

Would change my profession if I 
could have got one better 
rewarding profession. 

348 1 5 2.55 .070 1.304 

Valid N (listwise) 343      
 

Table 3 implicates respondents‘ either indecisiveness or disagreement of the provision of targeted extrinsic 
predictors of motivation i.e. provision of free accommodation, free meals at school, weekly allowances, advance 
payment,  extra paid teaching allowances, financial assistance for celebration of new-year parties, rewards to 
promising/competitive teachers, and free medical treatment (Mean ranged 2.28 to 3.97); however, a few items 
showed overall positive perception of the respondents: item regarding whether respondents‘ monthly salaries 
satisfied their basic needs showed either agreement or neutral response (M=2.53); same pattern was seen regarding 
item asking for if the respondents got leave for absence when justified (M=2.50); item regarding whether monthly 
salaries were prompt indicated tilt towards agreement (M=2.28); Interestingly, an item asking for if the respondents 
would change their profession if got one better rewarding job M=2.55 showing either agreement or tilt towards 
being neutral.  They agreed or remain indecisive whether above extrinsic predictors enhanced their morale to 
perform as a competent professional teacher (M=2.55). 
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3.3.       Existing performance  

 The descriptive statistics reveal poor performance of the public sector 
primary school teachers.  Let us have a look at table 4: 
 

Table 4: Descriptive Statistics of the Teachers‟ Performance Items 
 

Shortened Item 

N Min. Max. Mean SD 

Statistic Statistic Statistic Statistic 
Std. 

Error Statistic 

Comes on time in the school/class. 348 1 5 1.93 .052 .968 

Comes with lesson plans in class.  348 1 5 3.69 .057 1.069 

Conducts students‘ achievement tests.  348 1 5 2.80 .055 1.032 

Actively participates in co-curricular activities  348 1 4 2.75 .049 .914 

Timely assesses students tests &gives 
supporting feedback 

348 1 5 2.90 .050 .928 

Takes interest in school affairs and fulfils 
his/her responsibilities. 

348 1 5 2.74 .052 .962 

Takes/maintains regular attendance of the 
students 

348 1 4 2.49 .055 1.023 

Teaches through learner-friendly teaching 
methods and resources 

348 1 5 3.27 .046 .863 

Uses physical punishment to control 
students or maintain discipline  

348 1 5 2.73 .056 1.041 

Checks students‘ nails and ensures their 
cleanliness. 

348 1 5 1.98 .052 .963 

Gives related home-work to strengthening 
students‘ learning. 

348 1 4 2.19 .055 1.026 

Covers the total prescribed course in an 
academic year. 

348 2 5 3.97 .039 .722 

The overall performance of the teacher in 
this school is good. 

348 1 5 3.21 .049 .920 

Valid N (listwise) 348      
 

The overall descriptive statistics of the performance as perceived by the head-teachers of their respective 
teachers shows disappointing figures; responses to most of the items either fell at neutral or disagreement of 
the targeted indicators of the performance.  The overall mean ranged from 1.93 (agreement) to 3.97 
(disagreement).  Regarding agreement only two items can be seen item number 1 (the teacher comes on time) 
and 10 (the teacher checks students‘ nails and ensure their cleanliness).  Regarding disagreement three items 
corresponded to disagreement of required performance of the teachers: item asking for if the teachers came 
fully prepared i.e. came with lesson plans got mean score of 3.69 at Likert scale options; similarly, a clear 
disagreement (M=3.97) was perceived by the head-teachers regarding whether the teachers covered total 
prescribed course in an academic year; and whether they taught through learners-friendly teaching methods 
and resources got mean score of 3.27 which related to neutral if not clear disagreement.  The most items 
corresponded to head-teachers‘ neutral or indecisive degree of agreement or disagreement about their 
respective teachers‘ performance regarding conducting students‘ tests (M=2.80), participating in co-curricular 
activities (M=2.75), timely assessing students‘ tests and giving supporting feedback (M=2.90), taking interest in 
school affairs and fulfilling assigned responsibilities (M=2.74), taking daily students‘ attendance (M=2.49), 
using physical punishment to students for maintaining discipline (M=2.73), and giving topic related home-
work to students (M=2.19).  
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3.4. Improving performance  
The data was collected thro-

ugh open-ended questions of the 
questionnaires which were admi-
nistered to the 348 public sector 
primary school teachers and their 
40 respective head-teachers.  In 
case of single multi-grade teacher 
school (i.e. one teacher available 
to teach all subjects from grade 1 
to 5 and also fulfilling the res-
ponsibilities as a head-teacher) 
head-teacher was involved to ob-
tain both types of data.  The data 
were sought through open-
ended questions: 
 

1. What problems do you face 
as a teacher in this school?  

2. What do you think can be 
done to improve teacher per-
formance in this school?  

3. What do you think can be 
done to improve teacher mot-
ivation in this school?  

 

Above questions best fit for 
thematic analysis purpose to im-
prove teachers‘ motivation and 
teachers‘ performance.  All res-
ponses were entered in a table to 
find out the best fit themes and 
their sub-themes for above areas; 
firstly, they were examined care-
fully to frame representative gen-
eral themes against above areas; 
secondly, all responses were co-

ded by shortened representative 
word/phrase title with coded 
affiliation of respondents i.e. 
rural /urban, and male / female, 
and direct quote(s) wherever 
necessary; thirdly, related coded 
items (sub-themes) were placed 
under representative general 
themes.  Care was taken to en-
sure that all the coded responses 
have been incorporated in the 
either area.   
 

Most of the rural primary 
schools had single teacher who 
played dual role i.e. multi-grade 
teacher and head-teacher, there-
fore he / she filled out question-
naire as a teacher and a head-
teacher too.  The researcher no-
ted that significant number of 
teachers from both rural and 
urban areas including males and 
females indicated almost similar 
problems and suggestions to im-
prove teachers‘ motivation and 
performance. 
 
 

3.5.  Measuring Motivation 
 and Performance 

The respondent teachers‘ res-
ponses best fit in following the-
mes and related sub-themes to 
uplift teachers‘ motivation and 
performance through open-
ended related question: 
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3.5.1. Related to Physical Facilities 
a) Government should provide 

basic infrastructure i.e. proper 
building / classrooms, drink-
ing water, toilets, desks, ch-
airs, roads and other basic 
facilities at every school. 

 

3.5.2. Related to Political Influence 

 Teachers‘ appointment must be 
made on pure merit through 
public service commission or 
reputable organization. 

 There should be no political 
interference in teachers‘ tra-
nsfer and postings; they sho-
uld be contingent based to 
overcome any imbalance or 
shortage/excess of teachers. 

 

3.5.3. Related to Professional   
          Trainings 

 Existing professional trainings 
especially pre-service programs 
i.e. primary teaching certificate 
(PTC), certificate in teaching 
(CT), bachelor of education 
(B.Ed.), master of education 
(M.Ed.) are no more helpful in 
inculcating professional teach-
ing competencies therefore th-
eir curricula, examination, and 
teaching process should be 
revised. 

  Existing teachers simply lack 
in proper professional peda-
gogical content knowledge 

and related skills for all 
subjects therefore proper re-
fresher short courses or in-
service trainings are must for 
all existing teachers to pro-
perly teach new curricula. 

 

3.5.4. Related to Rewards and 
 Recognition 

 More monetary benefits i.e. 
rewards and recognition for 
encouraging competent stud-
ents and teachers should be 
ensured 

 Performance based rewards 
and promotions be there. 

 Fixed but sound salary pack-
age (i.e. Pak Rs: 50,000/ per 
month salary) be introduced 

 Free medical facilities be ex-
tended to teachers and head-
teachers 

 Advance increments on acco-
unt of higher qualification i.e. 
B.Ed., M.Ed., M.Phil., and PhD 
which are either frozen or not 
accorded should be revived or 
introduced. 

 

3.5. 5. Related to Supervision 

 Separate cadre for supervi-
sors be introduced; they sho-
uld be appointed on merit 
through NTS testing regard-
ing professional content kno-
wledge and skills with better 
payscales so that they may 
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not receive any bribe / 
amount for fuel from head-
teachers. 
 

3.5.6. Collaboration and Cooperation 

 Team-work between / among 
teachers, head-teachers, and 
higher ups is simply lacking 
which must be ensured. 

 In our public sector institu-
tions mostly autocratic mode 
of administration prevails 
which should be replaced 
with democratic and partici-
pative one. 

 

3.5. 7. Administration 
a) Administration cadre should 

be separated and related post 
should be filled through pub-
lic service commission exami-
nation. 

 

2. Conclusions & Recommendations 
The study is in harmony with 

findings of the most recent study 
of Bhutto (2014) though involved 
secondary school teachers.  It has 
found through respective stu-
dents that their teachers neither 
planed for their lessons nor did 
cover the prescribed course 
(almost half the course remained 
untouched). Above study was 
conducted in District Jamshoro, 
Sindh which is neighboring dis-
trict to Hyderabad where present 

study was conducted.  Both find-
ings are in total agreement how-
ever involving primary school 
teachers of Hyderabad.  

This study‘s findings more or 
less agree to the findings of 
related studies at our local and 
national context; however its 
findings along with other studies 
disagree to the findings of rela-
ted studies conducted in abroad 
especially in the context of 
developed countries where they 
find that intrinsic motivation is 
the dominant factor (if not only) 
contributing to teachers‘ perfor-
mance as compared to extrinsic 
motivation which undermines 
teachers‘ intrinsic motivation and 
performance, at least in the long 
run (Deci, Koestner, & Ryan, 
2001); Benabou and Tirolem 
(2003) also concluded that ―In-
centives are then only weak rein-
forcers in the short run, and ne-
gative reinforcers in the long 
run‖ (p. 489).  In this regard, 
justification of present findings 
lie in Maslow‘s hierarchy of nee-
ds i.e. satisfaction of lower level 
needs leads to broader thinking 
and working for broader goals of 
humanity and services.  Here, 
according to findings of present 
study teachers are not well paid, 
even they struggle for making 
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both ends meet and look addi-
tional part-time job for com-
pensating their monthly expen-
diture. 

Overall this study aimed at 
studying the level of public sec-
tor primary school teachers‘ 
(PSTs) motivation (intrinsic and 
extrinsic) and their performance 
assessed through their respective 
head-teachers in the context of 
District Hyderabad, Sindh.  
 

Regarding intrinsic motiva-
tion, it was found that respon-
dents‘ self-perceived motivation 
corresponded to overall agreem-
ent of the 11 targeted predictors 
of intrinsic motivation. The mean 
scores of above 11 predictors 
ranges from 1.62 to 2.18.  How-
ever, regarding extrinsic motiva-
tion, the respondents either rem-
ained neutral or disagreed ag-
ainst targeted 14 statements 
(Mean ranged 2.50 to 3.97). It 
explicitly confirms that intrinsic 
motivation is not dependent on 
extrinsic motivators i.e. salary 
and other tangible rewards. 
On the other hand, it seems that 
respondents exaggerate about 
their perceived intrinsic motiva-
tion because greater intrinsic mo-
tivation surely results in better 
/greater performance, but here 

the case is not so, even it is 
contrasting because descriptive 
statistics of their performance 
reveal disappointing picture.  
Almost all (except the first two 
out of 13) responses to perfor-
mance statements (assessed by 
their respective head-teachers) 
either fall to be neutral or corres-
pond to disagreement.  Themean 
of means of performance items 
stand at 2.92 which clearly cor-
respond to neutral / undecided 
degree of agreement; it provides 
substantial ground that the tea-
chers exaggerated about their 
perceived intrinsic motivation. 
 

This situation in obviously 
disappointing one and can be 
related to poor extrinsic motives 
provided to the teachers (their 
mean ranged from 2.50 to 3.97 
with mean of total related means 
3.33).  It reveals that overall effect 
of motivation accounted for 
29.9% variation in respondents‘ 
performance with dominating 
effect of extrinsic motivators. 

Here, according to findings 
of present study, teachers are 
not well paid, even they strug-
gle for making both ends meet 
and look for additional part-
time job to compensate their 
monthly expenditure. 
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