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Abstract
This study ascertained differences in teacher ratitim based on sex, age,

academic qualification, and years of work expere&endhe study, which was
conducted in the Mankessim Education Circuit of Mi&antseman Municipality,
Ghana, adopted the cross-sectional survey desiba.target population was made
up of 206 teachers in public basic schools in thenkéssim Education Circuit,
while the accessible population of 168 teacherspraad all teachers in the Circuit
who had worked in their respective schools foreast two years. Random sampling
technique was adopted in obtaining 84 respondentstffe study. A structured
guestionnaire was used to collect the data. The deds analysed using mean,
standard deviation, independent samples t-test, AN@OVA. The analysis revealed
that there were no statistically significant di#eces in the motivation of the
teachers in terms of their sex, academic qualificaend years of work experience.
However, it was established that there was a diediky significant difference in the
teachers’ motivation based on their age. It wasabaded that teachers in public
basic schools in Mankessim Education Circuit of M&antseman Municipality,
Ghana, are crucial to the achievement of school edidcational goals. As a result,
the Mfantseman Municipal Directorate of the Ghandu&ation Service, School
Management Committee, Parent Teacher Associatiod, leeadteachers should
consider personal characteristics of teachers, ey their age, when devising
strategies to motivate them.
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Introduction

Improving the quality of education is a concernallf nations because of the belief that educaticstefs
economic growth and development. Education hastber been identified as instrumental and an agént
national development (Afful-Broni & Ziggah, 2007T.0 achieve educational aims and provide quality
education, the teachers’ role has been identifiesignificant in determining the nature of eduaatieceived in
schools (Gwaradzimba & Shumba, 2010). Therefoekesiolders of education have the responsibilityrtsure
that teachers perform their tasks to the best aif #bilities in their schools so as to offer gtyaducation to
students.

Arguably, human resource is the most preciousicatiand essential asset of every organizatioruding the
school (Seniwoliba, 2013). This is why it is assdrthat generally, the existence of any organinaisoas a
result of its sustained human resource (Muyengilee& Yiyi, 2016). Thus, achieving organizationakceass
greatly depends on the motivation of employees iffVi@lanish & Usman, 2010). Supporting this viewugia
and Iravo (2015) argue that the duty of teacheisarting knowledge, skills and experiences tarlees has
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made teacher motivation a critical and an importssiie. Hence, motivation is significant in deterimg the

success and outcomes of education. Therefore tam a&ducational and school goals, motivation etchers

must be critically and consciously considered asidr@ssed. In line with this argument, lwu, GwijanBdict

and Tengeh (2013) posit that motivated teachersrare satisfied and perform better at work thars¢havho

are less motivated. This implies that the good vadittn of teachers substantially determines thagisiaction,

and collectively, leads to high performance. Byemhce, job dissatisfaction and poor performancengm
teachers could be attributed to their demotivatibmere is therefore the need for stakeholders otatibn to

address the issue of teacher motivation to enhidnecattainment of school and educational goals.

It has been established that teacher motivatiaisléahigh job performance. For instance, Mustath@thman
(2010) examined the perceptions of high schoolhecabout the effects of motivation on their perfance at
work. They found out that there is a positive rielatbetween motivation and working performanceeaichers.
This finding supports earlier arguments that theatgr the level of motivation the higher will be tteacher’s
job performance. Thus, if teachers are highly naiéd, their job performance will be improve. Basedthe
contribution of teacher motivation to schools’ sees, Kadzamira (2006) suggests that it is essaat@nsider
the terms and conditions of service of teachershi®purpose of motivating and retaining them.

One of the most researched concepts in the fieldsg€hology and education is motivation but its ptar

nature makes it difficult to reach a consensugsmeaning and understanding (Ddérnyei & Ushiodd,120
Hence, motivation may be understood from differgerspectives even though it is generally seenaerlergy
or drive that pushes people to do something byraatlelson and Quick (2012) conceptualise motivatis the
factors that encourage or make people behave iarticglar way. In this definition, motivation isese as a
driving force that induces an individual to taker®oactions in order to achieve certain goals. Fthim

viewpoint, an individual can be affected by manffedent drivers that arouse his or her decisiort actions.

Motivation therefore serves as a catalyst and détes people to do things that they might not dtheabsence
of the catalyst.

Claeys (2011) defines motivation as the internalwvior personal and professional development an#limgin
educational setting, indicating a mental boosttfer teacher to do his or her work. Pinder (2014cdbkes
motivation as the intrinsic and extrinsic elemettiat influence an individual to act in certain waystake
certain actions. Thus, motivation is a force (aitlmrinsic or extrinsic) that makes people do whay do.
Nelson and Quick (2012) explain that motivatiomiBuenced by both internal factors (including pmral needs
and expectations) and external factors (organi@atioeward and compensation). It is therefore etqubthat
supervisors locate employee motivators and apmynthccordingly. Hence, motivation refers to thedsrthat
result in the arousal, selection, direction, andtiomation of behaviour, and that teacher motivat®a concept
that helps in comprehending the way teachers betg&n@vman et al., as cited in Triyanto, 2016, @)20

Teacher motivation is likened to the psychologfmaicesses that influence the behaviour of teadhexttaining
educational goals, even though these psychologioatesses cannot be overtly seen as a result off man
organizational and environmental difficulties sum stress, burnout and job dissatisfaction, thgatneely
influence motivation, cognition and hinder teaclperformance and achievement of the educationalsgoal
(Bennell, 2004; Dai& Sternberg, 2004). Sinclair @8) defines “teacher motivation as the attractietention
and concentration that determine what attractsviddals to teaching, how long they remain in theitial
teacher education courses and subsequently thieingagrofession, and the extent to which they ergaih
their courses and the teaching profession” (p. Bdrnyei and Ushioda (2011) outline two dimensiafs
teacher motivation as the motivation to teach, thedmotivation to remain in the profession. Therefdeacher
motivation could be understood as the reasonsréisalts from individuals’ intrinsic values to cheo® teach
and sustain teaching, and the intensity of teantwivation which is shown by the energy used ocheay as
influenced by a number of factors within the settimd environment (Han & Yin, 2016).
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There are many reasons for organizations to pantiin to employee motivation. Beardwell and Claydo
(2007) argue that motivated employees tend to wottk their best effort and do more than is requioédhem
which help the organization to increase its proditgt Thus, motivation triggers employees’ enttassh to
perform to the best of their abilities so as toarde output. Besides, motivated employees areylikkeivork
effectively, get work done on time to a high quaéind within budget, and help the organization toimize its
operational and labour cost, and in turn, increiéserofitability (Pinder, 2014). Furthermore, Nahadi,
Denhardt, Denhardt and Aristigueta (2014) argué ttte level of staff turnover may reduce to someeeixif
the staff is motivated to perform their tasks. Aists motivation helps to reduce teacher attritigrirbproving
their desire to maintain membership in the teacpirndession for long.

Extrinsic and intrinsic motivation have been idéatl as the two main factors that influence teachetivation,

and consequently, their attitude and behaviour tdsvéhe work they do (Triyanto, 2016; Armstrong0gp

Intrinsic motivation are those that are relatecosychological rewards such as the opportunity ® ase’s
ability, a sense of challenge and achievementjvieceappreciation, positive recognition, and befrepted in a
caring and considerate manner (Mullins, 2005)ineic motivators are concerned with the qualitywofk life,

and are likely to have a deeper and longer-terecefiecause they are inherent in individuals anndmposed
from outside (Armstrong, 2006).

Extrinsic motivation on the other hand is deterdin@imarily by the level and type of available exed
rewards (Bennell & Akyeampong, 2007). ArmstrongQ@Palso explains that extrinsic motivation is tethto
tangible rewards such as salary and fringe benstisurity, promotion, the work environment, andditons
of service, and these are given to people to mtiteem. He continues that extrinsic motivationmastly
determined at the organizational level and mayabgely outside the control of the individual managégain,
extrinsic motivators can have an immediate and plulveffect but will not necessary last long. Salénd
Agbenyega (2013) identify some extrinsic factorattmotivate teachers as attractive remuneratiardesit
discipline, good working conditions, favourable edltional policies and high occupational statuse@$g2011)
however, identified a third factor of motivationdareferred to it as altruistic (selflessness) whgchxplained as
“a love for and desire to work with children anduypg persons, and an inclination to serve sociqty4].

The differences in motivation based on sex, agademic qualification, and years of work experiehese
been widely studied. Bugler, Mcgeown and St. Cldiompson (2015) established that motivation isugrficed
by sex. Triyanto (2016) observed differences irchea motivation as a result of sex where male teactvere
reported to be more motivated as compared to feeiale counterparts. Similar results were estabtishy
Bishay (1996), and Bennett, Gottesman, Rock andlltef1993). These findings imply that the diffeces in
the level of motivation among teachers is contingemwhether they are male or female. On the ofiaed,
Yemisi's (2013) study revealed that there was mdistically significant difference in teacher maiiion as a
result of sex of the teachers. Similarly, Martirdatarsh (2005) found out that motivation was theedor
male and female teachers, and that male teachensotlifare any better than female teachers in terntkeir
motivation. Confirming this finding, Afolabi (2013)bserved that there is no statistically significdifference
between the motivation of male and female teachers.

Yemisi (2013) established that there is a stasilificsignificant influence of age on teacher mdtiva.
Afolabi's (2013) study revealed that there was spdiity in teachers’ level of motivation as a resilage.
From Bishay's (1996) study, teacher motivation @snd to be significantly influenced by age, wheid
teachers were motivated more than young teachedtk.réépect to academic qualification, Yemisi (2pfidind
out that academic qualification (untrained andned) had a significant influence on teacher moiivat
Triyanto’s (2016) findings showed a significantlighce of academic qualification on teacher moiivatin
the same vain, Bishay (1996) discovered that teaoi@ivation was influenced significantly by academ
qualification. A study by Triyanto (2016) revealadignificant influence of year of work experiermeteacher
motivation where teachers who had spent less tbayears in the profession were found to be moti/atere
than teachers who had spent at least 25 years. Si€@@13) and Bishay (1996) however observed frbeirt

54



Teacher characteristics and motivation variancesin public basic schools

studies that there was no significant influencgesrs of work experience on teacher motivationlafo(2013)
also found that there was no significant differeimcmotivation of experienced and inexperiencedhess.

It is realised from the reviewed literature thasaarchers have not been conclusive on the demagraph
variables that influence the motivation of teachdrs the Mankessim Education Circuit of Mfantseman
Municipality, Ghana, informal observation and iatetion with some teachers of public basic schoedsrs to
suggest that relatively, young teachers, in termtheir age and years of work experience, seemtamdie
motivated in the work they perform. It also seeha the male teachers of complain of lack of mdiirain the
performance of their work. Similarly, some teach&em not to be motivated in their work even thotrgty
have requisite academic and professional qualifinat However, there seems to be no evidence e$@arch
conducted in public basic schools in the Circuithmw teacher characteristics result in the variarafetheir
motivation. This study was therefore conductedsiteatain the differences in teacher motivation dasetheir
sex, age, academic qualification, and years of veagerience.

The findings of the study, among other things, wihtribute to knowledge, literature and the delwatethe
differences in teacher motivation as a result a@firtisex, age, academic qualification, and yearsvorfk
experience. The findings may also serve as thes fasiother research studies on the topic in oHukrcation
Circuits in the Mfantseman Municipality to help thfantseman Education Directorate to understand how
teacher characteristics result in differences iairttmotivation. This, no doubt, will help the Edtioa
Directorate in the Municipality to implement varistlategies to enhance teacher motivation.

The following hypotheses were therefore tested:

HO: There is no statistically significant differenae the motivation of teachers in public basic sdhaa
Mankessim Education Circuit of the Mfantseman Mipatity, Ghana, as a result of their sex.

HO,: There is no statistically significant differenae the motivation of teachers in public basic sdhaa
Mankessim Education Circuit of the Mfantseman Mipatity, Ghana, as a result of their age.

HO3: There is no statistically significant differenge the motivation of teachers in public basic sdhda
Mankessim Education Circuit of the Mfantseman Mipatity, Ghana, as a result of their academic
qualification.

HO,4: There is no statistically significant differenge the motivation of teachers in public basic sdhda
Mankessim Education Circuit of the Mfantseman Mipatity, Ghana, as a result of their years of work
experience.

M ethodology

The cross-sectional survey design (Burns & Grow,12 Polit & Beck. 2010) was used for this studheT
target population comprised 206 teachers in pubéisic schools in Mankessim Education Circuit of the
Mfantseman Municipality, Ghana. The accessible faijmn on the other hand, was made up of 166teadher
public basic schools in the Education Circuit whaal lworked in their respective schools for at |¢ast years.
Random sampling technique was adopted in obtai@fhgespondents for the study. A five-point Likecale
instrument (Teacher Motivation Questionnaire), addgrom Bennell and Akyeampong (2007), which yéeld
an Alpha Co-efficient of 0.83 was used to colldw data. In analysing the data, mean, standardatit@vj
independent samples t-test, and Analysis of VagdANOVA) were used.
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Results and Discussion
The results of the analysis of personal variabfedh@respondents for the study are presented lieTh

Table 1: Analysis of Demographic Variables of Respondents

Demographic Variables Response Frequency (n) Pagent
(%)

Sex of Respondents Male 48 57.1
Female 36 42.9
Total 84 100.0

Age of Respondents <30 years 8 9.5
30-39 years 30 35.7
40-49 years 26 31.0
50-60 years 20 23.8
Total 84 100.0

Academic Qualification 4-Year Cert A 2 2.4
Diploma 45 53.6
Bachelors 31 36.9
Masters 6 7.1
Total 84 100.0

Years of Work Experience 1-5 years 12 14.3
6-10 years 28 33.3
11-15 years 26 31.0
>16 years 18 21.4
Total 84 100.0

Source: Field Study, 2018

The data in Table 1 reveal that out of the 84 teexhsed for the study, 48 (57.1%) were males &n@3.9%)
were females. Considering the age of the respoed8(®.5%) were below 30 years, 30 (35.7%) wereden

30 and 39 years, 26 (31.0%) were between 40 angedBs and 20 (23.8%) were between 50 and 60 years.
Again, 2 (2.4%) of the respondents had 4-Year Te&ICertificate ‘A’ as their highest academic dfidtion,

45 (53.6%) of the respondents had Diploma certdic81(36.9%) had a Bachelors degree, and 6 (7tikb)
obtained a Masters degree. With years of work égpee, 12 (14.3%) of the respondents had betweerand

five years’ work experience, 28 (33.3%) had sixeio years work experience, 26 (31.0%) had elevdiftéen
years of work experience, and 18 (21.4%) had wonkeleir schools for sixteen years or more.

Differences in Teacher Motivation Based on Sex
In determining the differences of teacher motivatimsed on sex, the independent samples t-testiseaisand

the results are shown in Table 2.

Table 2: T-test Resultsfor Sex and Teacher M otivation

Variable Sex Mean Std. Deviation t df P-value
Male 3.80 0.63 0.869 82 0.389
Female 3.64 0.41

Teacher Motivation

Significance = 0.05

The results in Table 2 indicate that even thouglerteachers recorded higher mean score (M=3.80 0935
than female teachers (M=3.64, SD=0.64), the indépensample t-test results showed that there were n
statistically significant differences between maled female teachers in terms of their motivatior5p) =
0.869, p=0.389, 2-tailed] at 0.05. The results iegpthat the differences in teacher motivation bl basic
schools in Mankessim Education Circuit of the M&mman Municipality, Ghana, were not statistically
significantly based on their sex. This finding gaulicts that of Bishay (1996), and Bennett, GotesniRock
and Cerullo (1993), who discovered that the levelnmtivation of teachers like other employees was
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statistically significantly determined by sex, ewhough Afolabi (2013), and Martin and Harsh (20@&)nd
otherwise that motivation was the same for malefanthle teachers.

Differences in Teacher Motivation Based on Age
In determining the differences in teacher motivatitased on age, a one-way between groups ANOVA was

used, and the results are presented in Table 3.

Table 3: ANOVA Results for Age and Teacher Motigati

Age Sum of Squares df Mean Square F Sig.
Less than 30 5.925 3 1.975 8.267 0.000
30to 39 11.945 80 .239

40 to 49 17.870 83

50 and above

Significance = 0.05

The ANOVA results in Table 3 reveal that there wstatistically significant differences in the mattion of
teachers [F (3, 50) = 8.267, p=0.000] at 0.05 duage. Based on the interpretation of Eta Squastuks as
indicated by Pallant (2007), the Eta Squared valu@.33 obtained implied that the differences iacteer
motivation were, to a large extent, determined kg.aThis results mean that the differences in tach
motivation in public basic schools in Mankessim &ation Circuit of the Mfantseman Municipality, Glaan
were statistically significantly based on their agjbe finding substantiates that of Bishay (1996J afolabi
(2013) who established that differences in teachetivation was statistically significantly deterrathby age,
and that old teachers were motivated more thangyeoeschers.

Differences in Teacher Motivation Based on Acaddpnialification
The differences in teacher motivation based on exvéa qualification were examined with the aid okemay

between groups ANOVA, and the results are displayéichble 4.

Table 4: ANOVA Results for Academic QualificationdaTeacher Motivation

Academic Qualification Sum of Squares df Mean Seuar F Sig.
4-Year Cert ‘A’ 0.558 3 0.186 0.537 0.659
Diploma 17.312 80 0.346

Bachelor's Degree 17.870 83

Master’s Degree
Significance = 0.05

The ANOVA results show that there were no statiycsignificant differences in teacher motivatign(3, 50)
=0.537, p=0.659] at 0.05 based on academic quatiific. This indicates that the differences in teach
motivation in public basic schools in Mankessim Eation Circuit of the Mfantseman Municipality, Glaan
were not statistically significantly based on thagademic qualification. This is in disagreementhwthe
finding of Bishay (1996) that teacher motivationsigatistically significantly based on academiclijoation.

Differences in Teacher Motivation Based on Yeal/ofk Experience
The one-way between groups ANOVA was used to déternie differences in teacher motivation based on
years of work experience, and the results are ptedén Table 5.
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Table 5: ANOVA Results for Years of Work Experierazed Teacher Motivation

Experience Sum of Squares df Mean Square F Sig.
1-5 years 0.584 3 0.195 0.563 0.642
6-10 years 17.287 80 0.346

11-15 years 17.870 83

> 16 years

Significance = 0.05

The ANOVA results in Table 5 reveal that there weoestatistically significant differences in the timation of
teachers [F (3, 50) = 0.563, p=0.642] at 0.05 dugetrs of work experience. Therefore, the reshitaved that
the differences in teacher motivation in publicibashools in Mankessim Education Circuit of thealtseman
Municipality, Ghana, were not statistically sigodntly based on their years of work experience.s Thi
corroborates the finding of Afolabi (2013) that rdneare no statistically significant differences visegn
experienced and inexperienced teachers in terrisedflevel of motivation. However, the finding thfe study
differs from that of Bishay (1996) that difference@smotivation are statistically significantly deteined by
years of teaching experience.

Conclusions and Recommendation

Teachers are considered to play an essential amdatrrole in all policy initiatives of any educatial
endeavour (Agezo, 2010) because they are involnethdany activities that are essential and relevarthé
academic success of learners (Duffy, Miller, Passd& Meloth, 2009). It is therefore important thiaticher
characteristics and teacher motivation variancesilghbe critically considered to enhance the penforce of

the teachers and eventually, ensure academic mtainof learners. Form the findings of the studigould be
concluded that differences in teacher motivatiom ot statistically significantly based on the sazademic
qualification, and years of work experience of thachers, but rather, their age. As a result,i¢é®mmended
that the Mfantseman Municipal Directorate of thea@h Education Service, through School Management
Committees (SMCs), Parent Teacher Associations #P,Tand headteachers of public basic schools in the
Mankessim Education Circuit of the Municipality sihab consider teacher characteristics, especidibir tages,
when considering strategies to motivate teachers.

Areafor Further Research

It is suggested that the Mfantseman Municipal Doexte of the Ghana Education Service (GES) should
conduct similar studies in the other Education @iecin the Municipality to have a broader view fudw
teacher characteristics result in the differeneeseacher motivation. It is also suggested that-pengonal
variables should be explored through research estuoly the Mfantseman Municipal Directorate of tHeSXo
determine their impact on variances in teacher vattin. These will go a long way to help the Edigat
Directorate in making informed decisions on in-gggvtraining programmes and motivational needshef t
teachers in the Municipality for the achievemensdfool and educational goals.
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