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ABSTRACT
This study examined the motivation and performance of business studies teacher in secondary school in Ilorin west local government area of Kwara State. The study was guided by three research questions and three null hypotheses. The study adopted the descriptive survey on a population comprising of one hundred (100) teachers from five selected secondary school. The sample size for the study was one hundred (100) teachers. The instrument for data collection was the questionnaire. Data generated were analyzed and three research hypotheses formulated. Findings revealed that there is significant relationship between intrinsic motivation and teacher performance, likewise extrinsic motivation play a crucial role and there is a significant relationship between leadership and administrative support and teacher performance in secondary school. It was concluded that teachers are not satisfied with their working condition and the leadership and administrative support has negative effect on their job performance. And recommendation were made that education authority should look into the area of quality welfare policy.
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CHAPTER ONE 
INTRODUCTION 
1.1	Background to the Study
Teacher motivation has become an important issue given their responsibility to impact knowledge and skills to learners. It is argued that satisfied teachers are generally more productive and can influence students’ achievement. Motivation guide people‘s actions and behaviours toward achievement of some goals (Analoui, 2016). Motivation is often described as being intrinsic or extrinsic in nature (Sansone & Harackiewicz, 2014). Intrinsic motivation, deriving from within the person or from the activity itself, positively affects behavior, performance, and well-being (Ryan & Deci, 2019). Extrinsic motivation on the other hand, results from the attainment of externally administered rewards, including pay, material possessions, prestige, and positive evaluations among others. The systematic literature review of Edmonds et al. (2017) concluded that teachers are primarily attracted to teaching as a career by intrinsic motivators, for reasons of intellectual satisfaction and in order to make a contribution to society. Morgan (2016) highlighted the appeal of intrinsic rewards: working with young people, pupils’ learning, rapport with pupils, improved teaching, relations with colleagues, feeling part of a team and enjoying autonomy at work. 
Teachers are highly dissatisfied with their remuneration and other conditions of service (Chimwenje 2014). There is also a broad consensus among other stakeholders, including community members and students that poor incentives and conditions of service have resulted in low morale and thus poor performance among teachers (Kadzamira 2013). Absenteeism and attrition were largely influenced by teacher motivational factors with low salaries and poor working conditions coming out strongly as underlying causes of absenteeism and attrition (Moleni and Ndalama, 2012).  Teacher job efficiency is a concern of everybody in the society. Word web Dictionary defines efficiency as Skillfulness in avoiding wasted time and effort. In this respect, teacher efficiency connotes the teachers’ role of teaching students in class and outside the class. The key aspects of teaching involve the use of instructional materials, teaching methods, regular assessment of students, making lesson plans, assessment of pupils, conduct of fieldwork, teachers’ participation in sports, attending school assembly and guidance and counseling. 
Therefore, teacher job efficiency is the teacher‘s ability to integrate the experience, teaching methods, instructional materials, knowledge and skills in delivering subject matter to students in and outside the classroom. Teacher efficiency in this study will be measured by regular and early reporting at school, participation in extra-curricular activities, supervision of school activities, adequate teaching preparation (schemes of work, lesson plans), marking and general punctuality among others. Teaching is a mass occupation, which accounts for one-half to two-thirds of public sector employment in most developing countries (Bennell, 2014). While other professions (engineers, medical doctors and lawyers) enjoy a high degree of self-regulation and are successful in maintaining high barriers to entry in terms of qualification requirements and registration, teachers on the other hand, tend to have weak, state-dominated professional organizations with several trade unions.      (Bennell, 2014). 
Teaching has become employment of the last resort among university graduates and secondary school leavers. Teachers often lack a strong, long-term commitment to teaching as a vocation. Besides, the status and pay of primary school teachers compared to secondary school teachers is generally much lower in developing countries. Thus, in the absence of alternative employment opportunities, becoming a secondary school teacher is the main avenue for social and economic advancement for the most able primary school teachers. This has had important implications for intrinsic motivation of primary school teachers (Bennell, 2014). In Nigeria, the Ministry of Education controls primary and other levels of education. It trains, registers, constructs schools and teachers house, supplies all required teachers, prescribes a national curriculum and provides text books, administrators and inspects all schools in the country. The primary school system since independence has continued to expand, through service providers such as government and the private sector who have been encouraged to open up schools. There is growing fear that perhaps the massive number of teachers without commensurate expansion in facilities, learning and teaching materials; teaching morale may have compromised the quality of education along the remuneration prior to the introduction of Universal Primary Education (UPE) when most schools charged additional fees through Parents ‘Teachers Associations (PTA) which money was used to supplement teachers ‘salaries. This is no longer the practice and thus teachers must rely on the government salary.  
Motivation is the term used to describe forces acting either on or within a person to initiate behaviour. The word motivation is derived from the Latin word “Motivatus” (a moving cause), which suggests the activating properties of the process involved in psychological motivation. Motivational forces is studied by counselors, educationist and psychologist to help explain observed changes in behaviour that occur in an individual. Motivation is not typically measured directly but rather inferred as the result of behavioural changes in reaction to internal or external stimulus. An individual is highly motivated to perform a particular task (Eleudu, 2016).
Motivation is not seen as mechanical set of processes but as a purposive and persistent act of behaviours based on the information available. Expectation, based on past experiences, serve to direct behaviour towards particular goals, Bukoye, (2022). To a layman, motivation could be defined as something which prompts compels and energies an individual to act or behave in a particular manner at a particular time for attaining some specific goals.
[bookmark: _Hlk207172819]	Motivation is a tool that government can use to aids the good performance of the teachers in our schools. Secondary schools are established to educate students to enable them contribute to the economic, political and social cultural wellbeing of their country. There is need to motivate teachers in Ilorin South Local Government Area to enable them teach their students very well.  The teachers should be paid their salaries on time, the parents of students should not snub teachers and the government should give loans to the teachers, entertainment allowance and meal subsidy’s
Since teacher are very important in our secondary schools because they teach the students, there is need to motivate the teachers to enable them perform in teaching student in secondary school in Ilorin West Local Government Area of Kwara State. One of the greatest problems that managers or employees face in organization is how to make worker feel committed to their jobs and put their maximum efforts into their work activities. The major way of dealing with this problem is by motivating workers.
	The school is an institution of learning established for transmission of all aspect of learning culturally and morally to achieved a functional and effective education. It is therefore imperative that the teaching should be induced through the various motivational incentives.
1.2	Statement of the Problem
	From the background to the problem it is evident that motivation affects job performance generally. Agunbiade, (2018) reports a significant influence in enhanced status and workers' productivity. Hence when teachers are paid their emolument as at when due, there is job security and their welfare are adequately taken care of, their efficiency and effectiveness will be enhanced. However, the present situation of teachers as regards their motivation call for concern, salaries and allowance are often paid in arrears, promotions are not forthcoming most of the school lack their basic teaching materials, while teacher are often target for retrenchment or dismissal during any re-organization exercise. This has negative effects on the students, such as mass failure in examination and unduly behaviour. Hence, this study centered on relationship between motivation and performance of Business Studies teacher’s in secondary school.	
1.3	Objectives of Study
The mean objective of this research is to examined the influence of motivation and performance of Business Studies teacher’s in secondary schools in Ilorin West Local Government Area of Kwara State. Specifically, this study is set to achieve the following objectives:
i. [bookmark: _Hlk173754905]Determine the effect of intrinsic motivation on the performance of teachers in secondary schools. 
ii. Examine the impact of extrinsic motivation on the performance of teachers in secondary school.
iii. Access the effect of leadership and administration support on the performance of teachers in secondary school. 
1.4	Research Questions
· To what extent intrinsic motivation affect the performance of teachers in secondary school?
· Is extrinsic motivation has any impact in the performance of teachers in secondary school?
· Does leadership and administrative support has any effect on the performance of teachers in secondary school?

1.5	Research Hypotheses 
· HO1: Intrinsic motivation has no significant effect on teachers performance in secondary schools.
· HO2: Extrinsic motivation has no significant impact on teachers performance in secondary school.
· HO3: Leadership and administrative support has no significant effect on teachers performance in secondary school.
1.6	Significance of the Study
	The study is significant and the findings would benefit every stakeholder in Education. The beneficiaries include the teachers, School management, Parents, Students, Ministries of Education, Educational researchers, non-governmental organizations and general society at large. Also the study highlights the significance of motivation on job performance of employees in organizations, it will also assist the proprietors/proprietress.
1.7	Scope of the Study
The research work focuses on motivation and performance of business studies teachers' in selected secondary school. The study covered both private and Public Secondary School, the population of the study would consist of business studies Teachers of the selected Secondary School. A sample of 100 teachers in five (5) selected Secondary School would be chosen. The data that would be collected will be analysis using percentage, t - test and Pearson Product Moment Correlation statistic
1.8	Operational Definition of Terms
	For the purpose of clarity, the major terms listed below are defined in the sense in which they are used in the study:
Motivation: Could be defined as something which prompts, compels and energies an individual to act or behave in a particular manner at a particular time for attaining some specific goals.
Teacher: A person who translate education philosophy and objectives into knowledge, skill and transfer them to individual student.
Performance: An act of effectiveness in the teaching process in primary school. Also an act of efficiency in an organization such as the school.
Promotion: Refers to the activities and strategies that businesses use to advertise and sell their products or service. Or is a marketing tool, used as a strategy to communicate between the sellers and buyers. 
Intrinsic Motivation: Is when you do something because you find it inherently interesting, enjoyable, or satisfying not because of any external rewards or pressure.
Extrinsic Motivation: Refers to behavior that is driven by external rewards or pressures rather than internal satisfaction.
Leadership: Is the ability to guide, influence, or inspire others towards achieving a common goal.
Administrative Support:  Refers to a range of tasks and services that help an organization, team, or individual operate efficiently.

CHAPTER TWO
REVIEW OF RELATED LITERATURE
2.0	Introduction
The chapter summarize the works of several scholar on the subject matter of the research work under the following sub-headings:
· Concept of motivation and teacher performance
· Concept of Intrinsic Motivation
· Concept of Extrinsic Motivation
· Concept of Leadership and Administrative support
· School Environment on Teacher Performance 
· Appraisal of Literature Reviewed 
2.1	Concept of motivation and teacher performance
Teachers are the pillar of an educational system. The attainment and failure of educational activities depends highly on their performance. Teachers’ decision and behaviors are likely to influence the well-being and prospect of a nation including the lives of the country’s next generation (Balogun, 2018). Teacher motivation depends critically on effective management, particularly at the school level. If systems and structures set up to manage and support teachers are dysfunctional, teachers are likely to lose their sense of professional responsibility and commitment. Teachers’ management is most crucial at the school level, where the importance of teachers’ work and their competence in performing it are crucially influenced by the quality of both internal and external supervision (Mark, 2021). Studies on motivational strategies on teachers have shown that teachers by some kind of incentives are recognized as being effective. Incentives are often given in the form of money, that is money can be seen as part of the reward system designed to reinforce behaviour and therefore to motivate people to work towards the achievement of goals and those of the organization. The recognition of the goals and objectives of any establishment largely depends on how the workers perceive and react to their jobs. This attitude controls teacher’s output. Without motivation, teacher performance would be highly hindered. The level of motivation of workers will determine the teachers’ response to the organizational rules, responsibilities and opportunities. Sala, (2017) conceptualized the economic basis of human motivation. He believes that people work primarily for money and they are motivated to do only that which provide them with the greatest rewards.
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. Motivation plays a role in achieving goals and objectives and is equally important for organizations that work in team-based environments or for workers who work independently. For an organization to ensure that the employees‟ workplace goals and values are aligned with the organization’s mission and vision, they should create and maintain high levels of motivation leading to high performance. Teachers’ motivation has become an important issue given their responsibility to impart knowledge and skills to learners (Zalwango, 2014). Moreover, motivation encourages teachers to facilitate knowledge and skills of academic to learners (Kelvin, 2019).
According to Reiss (2014) motivation means a feeling of enthusiasm, interest or commitment that makes somebody want to work, a reason for doing something or behaving in a certain way. Psychologically, it means the forces determining behavior, the biological, emotional, cognitive or social forces that activate and direct behavior. As of now, it can be said that many factors exist which promote teachers’ motivation. These factors may be viewed as material, psychological, etc. In particular, it is found that a teacher’s daily experience on the job determines the activities which are psychologically most rewarding.
Motivation is the inner drive that pushes individual to act or perform and it is one of the most important factors that move every human being to achieve his or her goals. This includes personal as well as professional goals and targets (Mbwana, 2020). Motivation and performance are very important factors in terms of school success and students’ performances. If changes occur in school external environment then it is necessary for a school to adopt that change because it may motivates to gain a competitive advantage. For this, the main thing they required is the skilled and competent teachers (Kevin, 2018). 
Teachers’ job performance is a concern of everybody in the society (Mbwana, 2020). In this respect, teacher performance connotes the teacher’s role of teaching students in class and outside the class. The key aspects of teaching involve the use of instructional materials, teaching methods, regular assessment of students, making lesson plans, assessment of pupils, conduct of fieldwork, teachers’ participation in sports, attending school assembly and guidance and counseling. Therefore, teacher job performance is the teacher’s ability to integrate the experience, teaching methods, instructional materials, knowledge and skills in delivering subject matter to students in and outside the classroom. Teacher performance was measured by regular and early reporting at school, participation in extra-curricular activities, supervision of school activities, adequate teaching preparation (schemes of work, lesson plans), marking and general punctuality among others. 
Performance of a given school depends more on the teachers’ effort and if that a given teacher is unhappy with his/her job, he/she will not put emphasis into his/her teaching (Mark, 2015).
However, (Chudi, 2018) found out that teachers refused to teach effectively in class causing a decline in performance because of irregular payment of salaries. Disparities in teacher effectiveness in public and private school's areas are a preoccupation of policymakers throughout the developing world. 
[bookmark: examples]2.2	Concept of Intrinsic Motivation 
Intrinsic motivation refers to the drive to engage in activities that are inherently interesting or enjoyable without external incentives or rewards. It's driven by internal desires, such as personal satisfaction, curiosity, or the pleasure of mastering a skill, rather than external pressures or rewards like money, grades, or recognition Ryan and Deci (2018). Developed the concept of intrinsic motivation in their work on self-determination theory. They overturned the behaviorist idea that the best way to get people to perform tasks was to give them external incentives. Instead, they found that people were far more motivated by their own thoughts and feeling about the task. In some cases, their research found that extrinsic motivation actually decreases our interest in the task. Ryan and Deci (2018), came up with the following definition of intrinsic motivation: 
“Intrinsic motivation is defined as the doing of an activity for its inherent satisfaction rather than for some separable consequence. When intrinsically motivated, a person is moved to act for the fun or challenge entailed rather than because of external products, pressures, or rewards.” According to Ryan and Deci (2018). Intrinsic motivation, centrally involved in spontaneous exploration and curiosity, is a crucial concept in developmental psychology. It has been argued to be a crucial mechanism for open-ended cognitive development in humans, and as such has gathered a growing interest from developmental roboticists in the recent years.
Ogunwole, (2020), stated that intrinsic motivation is clearly visible in young infants, that consistently try to grasp, throw, bite, squash or shout at new objects they encounter. Even if less important as they grow, human adults are still often intrinsically motivated while they play crosswords, make paintings, do gardening or just read novels or watch movies. Yet, to get a clearer picture of intrinsic motivation, one needs to understand that it has been defined by contrast to extrinsic motivation:
2.2.1	Examples of Intrinsic Motivation
According to Daramola, (2015). You’ve likely experienced examples of intrinsic motivation throughout your entire life without giving it much thought.
Some examples of intrinsic motivation are:
· participating in a sport because it’s fun and you enjoy it rather than doing it to win an award
· learning a new language because you like experiencing new things, not because your job requires it
· spending time with someone because you enjoy their company and not because they can further your social standing
· cleaning because you enjoy a tidy space rather than doing it to avoid making your spouse angry
· playing cards because you enjoy the challenge instead of playing to win money
· exercising because you enjoy physically challenging your body instead of doing it to lose weight or fit into an outfit
· volunteering because you feel content and fulfilled rather than needing it to meet a school or work requirement
2.2.2	Functions of Intrinsic Motivation in Workplace 
When it comes to the workplace, employees need both intrinsic rewards and extrinsic rewards to feel truly engaged. The extrinsic rewards of work are obvious we receive pay, benefits and economic stability in exchange for doing our job. However, internal motivation is also extremely important Adewole (2017). An intrinsically motivated employee isn’t only thinking about losing their job or getting a bonus. They are also driven to perform out of a sense of satisfaction, enjoyment, or belonging that they gain from their work. They are enthused by workplace challenges, stimulated by their tasks, or excited by the opportunity to learn and grow. They like the sense that they know what they are doing, and that their employer recognizes and appreciates their skills and abilities. They may also feel that their values align well with those of their employer, and that they are contributing to a greater mission. 
Research shows that when we are intrinsically motivated to pursue a long-term goal at work, we are more likely to persist. Working towards goals that we value satisfies our psychological need for autonomy and competence. This creates a positive feedback loop and increases the likelihood that we will stick with it.
Intrinsic Motivators at work Include:
· Satisfaction and Enjoyment: Employees find personal satisfaction and enjoyment in their tasks.
· Challenge and Stimulation: They are enthused by workplace challenges and tasks.
· Learning and Growth: They are excited by opportunities to learn and grow.
· Recognition and Appreciation: They appreciate when their skills and abilities are recognized.
· Alignment with Values: They feel their values align with those of their employer and contribute to a greater mission.
· Autonomy and Competence: Working towards valued goals fulfills their need for autonomy and competence, creating a positive feedback loop.
2.2.3	Types of Intrinsic Motivation
There are three types of intrinsic motivation: autonomy, mastery, and purpose. 
1. Autonomy
According to Larwrenz, (2019). Autonomy is the human need to control our own life and our environment. For instance, employees might be more intrinsically motivated to achieve a sales target if they set it themselves. When it comes to the workplace, autonomy refers to how much control we have over how and when we work. As we shift to hybrid work and flexible schedules, autonomy is becoming more important to knowledge workers.  
2. Mastery
Mastery (sometimes referred to as competence) is the desire to develop our skills and reach our potential. At work, mastery refers to our drive to become very good at our jobs, merely for the sake of knowing that we do our work well. When we increase our mastery, we also increase our sense of self-esteem. An employee who takes on a challenging project for the sake of improving their professional skills is motivated by mastery Riyanti et al. (2023). 
3. Purpose
Purpose is the sense that we are working towards a meaningful goal or vision. An employee at an ethical clothing company might be motivated to perform well at work because they want to improve the fashion industry. You can encourage a sense of purpose by linking individual objectives to organizational goals.
2.2.4	Ways of Increase Intrinsic Motivation at Work 
Andrew Carnegie, (2021), “Teamwork is the fuel that allows common people to produce uncommon results.” And, while external motivators are always important in the workplace, bonuses and salary hikes will only take you so far. If you want to help your team, be the best they can be, you need to know how to harness the power of intrinsic motivation. So, how can you increase the intrinsic motivation of your team? Here are our 5 top tips for managers: 
1. Be a leader, not just a manager: Boosting your team’s intrinsic motivation levels takes an inspiring vision. As a manager, you need to help draw a direct connection between their personal values and the work they do together. In other words, it’s not enough to be a manager it’s time to become a leader. To be a leader to your team, empower them to see the intention behind their specific goals, so they can gain a sense of autonomy and purpose. Leaders help their teams to embrace their own leadership abilities, step up and take ownership of the team’s goals and achievements.
2. Empower your team: Autonomy is key to intrinsic motivation. It’s your role to make sure that your team has the confidence to plan their own workloads and solve their own challenges.  To empower your team, try the: 
· Clarifying the desired outcomes, and then letting them work out how to achieve those outcomes.
· Encouraging frequent, open feedback. Make sure everyone knows that their opinions are equally valuable.
· Recognizing and rewarding initiative, self-improvement and personal responsibility when you see it.
· Creating psychological safety. Help the team feel comfortable to take risks, make decisions, share thoughts and ideas, and learn from their mistakes.
3. Polish up your coaching skills: Many approaches to coaching focus on boosting intrinsic motivation. So, if you’re struggling to harness your team’s inner motivation, you might want to consider learning coaching skills. For instance, better up coaches use the 3D model of motivation: 
· Discover and decide (understanding what motivates each individual);
· Develop discrepancy (help people shift beliefs and move towards their goals); 
· Deepen the drive (helping people dig more deeply into their own motivation for change).
4. Build trust: Whether you’re trying to motivate a sales team or a group of nurses, your team will be more intrinsically motivated if they trust you and each other.  To build trust within your team, try the following: 
· Demonstrating integrity. Keep your word, be reliable, and answer questions honestly even when it feels uncomfortable
· Showing that you trust your employees. Listen before leaping to assumptions, involve them in your decisions, and ask for suggestions
· Sharing your team's achievements and making sure they receive fair treatment
5. Create a motivating working environment: It’s hard to feel intrinsically motivated when we’re stressed, overworked or even just uncomfortable. When it comes to motivating a team, don’t overlook the basics of employee wellness. Make sure to: 
· For those in the office, create a comfortable, relaxing workspace.
· Check that your remote employees have a healthy work environment, and consider offering a well-being stipend if needed. 
· Review your employees’ schedules and offer as much flexibility as you can to support their own work life balance.
2.3	Concept of Extrinsic Motivation
According to Adekule, (2016). Extrinsic motivation refers to the drive to engage in an activity or behaviour due to external factors, rather than personal interest or enjoyment. These external factors can include rewards, recognition, praise, promotions, or other tangible perks. Extrinsic motivation refers to behavior that is driven by external factors, such as a reward or avoidance of negative outcomes. Money is the most obvious example of an extrinsic motivation. Extrinsic motivation factors can be either tangible and intangible. Tangible factors are factors with a physical form. Any type of financial reward can be an example of a tangible factor. Bukoye, (2018). Conversely, intangible factors are abstract in their nature and lack a physical form. Examples of intangible external motivations include fame and praise. 
2.3.1	Types of Extrinsic Motivators
· Rewards: Tangible rewards, such as money, trophies, or certificates, that are given in exchange for achieving a specific goal or outcome.
· Recognition: Public acknowledgment or praise for achievements or contributions, such as awards or public recognition.
· Social Pressure: The influence of others, such as peers, family, or authority figures, that motivates individuals to engage in a particular behavior.
· Punishment or Consequences: The threat of punishment or negative consequences for not engaging in a particular behavior.
2.3.2	Examples of Extrinsic Motivation:
· Working for a salary: An individual may work hard to earn a paycheck, rather than for the inherent enjoyment of the job.
· Studying for grades: A student may study hard to achieve good grades, rather than for the love of learning.
· Participating in a competition: An athlete may participate in a competition to win a prize or recognition, rather than for the joy of playing the sport.
Fashiku, (2018), stated that extrinsic motivation plays a crucial role in determining the actions and behavior models of a company’s employees. In every organization or company, employees are extrinsically motivated by the compensation they receive for their work. However, salary is not the single extrinsic motivation factor since many organizations provide many other rewards, such as bonuses, commissions, benefits (e.g., health benefits). We must also acknowledge that intangible extrinsic rewards such as praise and peer recognition are typically presented in many workplaces. In the workplace, extrinsic rewards can be used to stimulate the interest of employees in tasks in which they are not initially interested. In addition, other sources of motivation typically encourage employees to acquire new knowledge and skills. 
Finally, the management of a company can use extrinsic rewards as a source of feedback regarding the performance of its employees. Despite the fact that external rewards are essential to motivate the company’s employees, a company should not rely solely on extrinsic motivation. If the company’s employees possess strong intrinsic motivation, they are likely to remain motivated for longer periods of time Hertzberg (2020). Furthermore, an excess of external motivation may subsequently decrease the employees’ intrinsic motivation. Therefore, every company or organization must carefully assess their workforce to understand their needs and to determine the optimal mix of extrinsic and intrinsic motivations.
2.4	Concept of Leadership and Administrative support 
According to Oniye, (2015). Leadership and administrative skills are the instruments, practices, and capacities that an individual need to make progress at inspiring and coordinating others in schools or educational institutions. However, leadership skills include something more, the ability to help individuals develop in their own capacities, technics to help any organization to develop. It is frequently said that the greater part effective leaders are individuals who drive others to understand their own achievement in educational institutions. These leadership and administrative skills initiative will help school leaders to be focused on a dream, comprehends their jobs, shows uprightness, sets a model, comprehend the best approach to inspire the conduct of others, convey viably, ready to require dangers and prepared to proficient at critical thinking. The outlook of skills intended to beat the angle of properties, steady with which the idea of the capacities regarding authority relies upon the character qualities which are acquired. The angle of aptitudes makes conceivable administration to be educated Ololube, (2016). Scholars has proposed three groups of skills: technical, interpersonal or human skills and abstract thinking skills or conceptual skills. Contingent upon leadership style which school leaders are utilized in schools, all skills are urgent in schools or educational institutions.
Sharma, (2019), leadership style depends on the situation of the schools and each leadership styles have the positive or negative impacts on the schools. Much research has conducted on leadership styles and leadership theories. Leadership styles that are known today like laissez-faire, transformation, democratic, transaction, coach-style, strategic, bureaucratic, autocratic to mention a few, scholars grouped into three broad categories of democratic, liberal leadership or authoritarian leadership. Many of the leading ideas that have been applied to the educational environment in the twentieth century were rooted in Taylor's theories. When work contributed to a deeper understanding of the motivational objectives and psychological needs of the individual, the emphasis of these leadership theories changed. Leadership style is how a leader has an impact on followers. For decades, leadership theories and leadership styles have been presented by different scholars on how to handle and manage the different organizational situations Uzohue, (2014). The different tactics which a leader uses to influence his followers to accomplish the organization's goals are referred to as leadership style. Those leadership styles can depend on the organizational situation, followers, aims, and goals of an organization, and this can be done democratically, in a laissez- faire way, in an affiliative way, in a servant way, in an autocratic way, in a coaching way, in a strategic way, in a transformational way, in a transactional way or in a bureaucratic way. As stated above, all this style is grouped into three broad categories which are democratic leadership, liberal leadership, or directive (Authoritarian) style.
2.4.1	Directive Style (Authoritarian)
Qodriah, and Karim, (2019). In this style, a leader is the one who dominates and decide the management of the school or an organization. The power is invested to one person and the followers they will do what a leader will say. All decisions which are made in an organization can be decided or cancelled by the leader. One of the characteristics of the leader in this authoritarian style is, he/she is very strict to the followers, do not trust the followers or subordinates, always gives orders to his/her followers, usually provides punishment to his/her followers, and even reprimands to the followers public or privately. Followers' initiatives, visions, and strategies to the organization can be suppressed by the leader. Though a leader focuses on the interests of an organization, his/her decision, the behaviour of reprimands followers public or privately can have negative impacts on his/her followers and to an organization. These impacts can affect follower's performance, can reduce follower's initiatives, responsibilities to the organization, and sometimes affect the psychological sphere of the subordinates. A leader believes that he/she knows more than others or he/she smartest person in an organization Ahmad and Saleem, (2016).
2.4.2	Democratic Leadership Style
According to Johnson, (2019). A leadership style which emphasis on cooperation and teamwork with the subordinates or followers in the schools or any educational institution. During decision making of an organization, the followers or subordinates have a chance to provide input and are considered and appreciated by the leader. Again, before deciding anything, always a leader tends to ask the followers or subordinates like what do you think? what is your opinion? How can we solve this problem? And the followers usually give out their opinion, views, comments, or contribution on any matter which will be on the table for discussion. By doing so, a leader creates trust, promote teamwork and cooperation from followers or subordinates. Again it helps the followers to be creative, open-minded, and help them to develop by emphasizing self-awareness and being innovative. It is very effective in an organization or in schools. Democratic, laisser-faire, strategic, affiliative, coach-style fall in these leadership styles. 
According to Ugoani, (2018) there are four components of leadership known as KICS, whereby K- stand for Knowledge, I- stand for Intelligence, C-stand for Collaboration, and S-stand for Synergy. He asserted that every leader who wants to succeed in his/her organization or schools must have these four components which can drive the organization forward. To practice effective democratic leadership, strong vision, communication, commitment, self- awareness, creativity, emotional intelligence, and collaboration strongly required.
2.4.3	Liberal Leadership Style
Yusuf, (2016). Stated that liberal leadership style, a leader tends not to take any risk, and sometimes he/she doesn't show any initiatives. A leader in this style, usually allows his/her followers to be overflowed or drenched with the existing situation in an organization or any educational institution. In a liberal leadership style, a school leader usually puts trust in people or followers to know what to do by giving people chances to do what they can do for an organization. This style, emphasis on freedom of the followers or it give followers independence. It is very effective in any organization when the followers are highly educated, self-motivated, in creative bodies where followers are independent and creative individuality in an organization. Transformational and transaction leadership fall under this category and sometimes are effective and sometimes not in an organization, this since tradition scholars like Bass and others posits that transformation and transaction leadership modes tend to know who is an effective leader in an organization.
2.5	School Environment on Teacher Performance 
Environment is defined as everything that surrounds us and impacts our ability to exist on the planet, including the water covering most of the earth's surface, the plants and animals surrounding us, and so on. When people discuss "the environment," according to Muldrew et al. (2016), they are referring to the general state of the world or how healthy it is. The physical working environment comprises lighting, temperature, humidity, circulation, noise, mechanical adjustments, disagreeable odors, color arrangement, decorations, music, and safety (Sedarmayanti, 2016; Waheed & Kaur, 2019). Handayani, (2021) stated that working environments are where instructors carry out their everyday duties. The school environment is the conditions or surroundings in which a student learns to achieve the objective of education. Many components make the school a physical environment, such as the building, boundary wall, toilets, drinking water, classrooms, play area, lights, and noise-free surroundings. 
According to Omotere, (2014), the school environment contains student-teacher healthy relationships, teachers’ quality, library, laboratory, proper circulation scheduling, sound instructional design, availability of teaching aids, and managerial forecasting; these all have an essential role in the teaching-learning process. It is recognized that a well-organized school can produce predictable educational outcomes, such as political freedom, active teaching, financial freedom, learning procedures, educational acts, and societal freedom for students. Most of the schools had problems like not enough furniture, not enough science, math, computer, and English teachers, not enough IT equipment, not enough classrooms, and not enough light, water, or toilets (Ain, Kaur & Waheed, 2016; Saeed & Wain, 2017; Sanni, 2019). Mangkunegara, (2018) said that teachers at educational institutions could achieve their full potential with the proper working conditions. According to Suwatno and Priansa, (2018), the elements that impact the working environment typically include both the workplace's physical and psychological aspects. According to Herwanto, Ummi, Rustiana, and Retna, (2020), the work environment affects the teacher's personality and other coworkers, affecting the teacher's performance. Olufemii and Olayinka, (2017), and Limon (2016) say that the school buildings directly affect how well students do in school and how well teachers do their jobs. 
Similarly, Moosvi, (2022) studied that parents do not want to send their kids to school because they have seen how bad the learning environment is (school buildings, boundary walls, drinking water, toilets, etc.) and how few school supplies there are. This is made worse by the fact that many public-school teachers do not have basic training and struggle to teach their students in a way that is efficient, effective, and engaging. Therefore, the school environment has a significant impact on the performance of instructors and students at all educational levels.
2.6	Appraisal of Literature Reviewed
	The reviewed explained the role of motivation on teacher’s performance in the school. Most authors agreed that management as a process undertaken by more individuals to co-ordinate the activities of others should give priority attention to motivation in the education industry. The reviewed also looked into the position of teachers in the work of Fagbemiye (2014), Aluwong (2016), Adeniyi (2019), Ukeji (2017), Oyedeji (2018). These people argue that for teachers to perform effectively and adequately they should and must be in the right frame of mind.
	The respond of workers motivation and dissatisfaction on performance were traced. It is true that teachers are satisfied with their work. Therefore, it is obvious that effective teaching demand adequate recognition and respect for teacher for maximum performance. Physical condition of service and adequate facilities should also be provided to enhanced teaching and learning effectiveness.












CHAPTER THREE
RESEARCH METHODOLOGY
3.0	Introduction
	The purpose of this chapter is to place in context the logical basis for the collection and subsequent analysis of the collected data viewed under the following headings: 
· Research Design
· Population of the Study
· Sample and Sampling Techniques
· Research Instrument
· Validity of Research Instrument
· Reliability of Research Instrument
· Method of Data Analysis
3.1	Research Design 
Awolola, (2018) describe research design as the plan or layout which assists in the investigation of identified problem. The research design used for this study is survey design. The research was designed in such a way that it captures the true situation on ground and also permits a clear interpretation of result and findings. 



3.2	Population of the Study
The target population for the study consist of one hundred (100) teachers in selected public secondary schools from Ilorin West Local Government Area of Kwara State. 
3.3	Sample and Sampling Techniques
The sample for the study is an integral part of the entire population which was carefully chosen to represent the population.	In this case twenty (20) teachers were selected from five public (5) secondary school which made of one hundred selected teachers in Ilorin West Local Government Area. These are:
1. Government High School, Adeta, Ilorin.
2. Government Day Secondary School Alore, Ilorin.
3. Government Girls Day Secondary School, Pakata, Ilorin.
4. Government Girls Day Secondary School, Oko-Erin, Ilorin.
5. Community Secondary School, Banni, Ilorin
3.4	Research Instrument
	Research Instrument is the device used in collecting data. The research instrument used for this study was the structured questionnaire which is in two sections. Section A consisted of the respondent’s personal information such as age, gender, etc. while Section B dealt with questions relating to the motivation and performance of business studies teachers in secondary school in Ilorin West Local Government Area of Kwara State.

3.5	Validity of the Instrument 
	The drafted questionnaires was given to the project supervisor to determine the validity of the items. The corrections and observations were incorporated, resulting in the deletion, modification and retention of some items before the final draft was produced. 
3.6	Reliability of the Instrument 
According to Ojedokun, (2018), reliability is the degree of consistency with which an instrument measures a construct over time. It has to do with consistency and stability of an instrument or a test. So, the internal consistency reliability of the instrument used in this study was checked. A test-retest method was used to ascertain the reliability of the instrument in the case (100) copies of the questionnaire was administered to teachers. One week later the same respondent were given the same but printed on sheet, the score were analyze using frequency count and percentage. The high co-efficient of 0.74 obtained guarantee its reliability.
3.7	Data Analysis Techniques
	The techniques adopted for the analysis and interpretation of data obtained is through percentage and t- test analysis.



CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
4.0	Introduction 
This chapter focuses on presentation and analysis of data gathered from the respondents through questionnaire administered on them. In order to streamline the presentation and analysis of data, this chapter is discussed under the following sub-headings: Presentation of Demographic Information of Respondents, Answering Research Questions, and Discussion of Findings. 
4.1	Presentation of Demographic Information of Respondents
Table 1: Distribution of Respondents Based on Gender
	S/N
	Gender
	Frequency
	Percentage (%)

	1
	Male 
	44
	46.0%

	2
	Female
	56
	56.0%

	
	Total
	100
	100.0%


Source: Field Survey, 2025
Table 1 indicate that 44 (44.0%) of the total respondents were male, while 56 (56.0%) were female. Therefore, more female participated.
Table 2: Distribution of Respondents by Age Range
	S/N
	Age Range 
	Frequency
	Percentage (%)

	1
	 23-27 years 
	16
	13.0%

	2
	28– 32 years 
	45
	65.0%

	3
	33 years and above 
	39
	22.0%

	
	Total
	100
	100.0%


Source: Field Survey, 2025
In table 2 16 (13.0%) of the respondents were in the age range of 23 and 27 years. 45 (65.0%) of the respondents were in the age range of 28 and 32 years. While 39 (22.0%) of the total respondents were in the age range between 33 years and above. Therefore, majority of the respondents were in the age range between 28 and 32 years. 
Research Question 1: To what extent intrinsic motivation affect the performance of teachers in secondary school?
[bookmark: _Hlk203624529]Table 3: Summary of respond of participants on how intrinsic motivation affect the performance of teachers in secondary school.
	S/N
	Questionnaire Items
	SA
4
	A
3
	D
2
	SD
1
	TOTAL

	
Mean

	A
	To what extent intrinsic motivation affect the performance of teachers in secondary school?
	
	
	
	
	
	

	1.
	Teachers with high intrinsic motivation tend to be more satisfied with their jobs, leading to increased productivity and better students outcome.
	25
(100)
	18
(60)
	27
(44)
	30
(30)
	100
(262)
	2.62
(2.62)

	2.
	Intrinsically motivated teachers are more likely to deliver high quality instruction, as they are driven by a genuine passion for teaching and students learning. 
	21
(112)
	20
(87)
	23
(52)
	36
(16)
	100
(267)
	2.4
(2.4)

	3.
	Teachers with high intrinsic motivation are more positively impacts students motivation, academic achievement, and overall performance.  
	25 (100)
	25
(75)
	23
(46)
	27
(27)
	100
(273)
	2.7
(2.7)

	4.
	When teachers are intrinsic motivated, they are more resilient to burnout and stress, leading to improved well-being and job longevity
	26
(104)
	28
(84)
	26
(52)
	20
(20)
	100
(260)
	2.6
(2.6)

	5.
	Intrinsic motivation significantly impacts the performance of staffs.  
	24
(96)
	19
(57)
	24
(48)
	33
(33)
	100
(234)
	2.3
(2.3)

	[bookmark: _Hlk203624490]
	Average Mean
	
	
	
	
	
	2.5


Source: Research survey (2025) 
Table 3 shows that the five (5) items of the questionnaire had highest mean of 2.7 and lowest mean of 2.3. The rule is that any mean below 2.50 is disagreed, while any mean equal to or greater than 2.50 is agreed.  This implies that three of the five questionnaire items with mean scores (2.62, 2.7, and 2.6) agreed to the statements, while two items had mean scores that disagreed to the statements (2.4, 2.3). Therefore, this implies that intrinsic motivation affect the performance of teachers in secondary school. This fact is buttressed by the responses of the respondents considering the average mean, 2.50, which is greater than 2.50.
Research Question 2: Is extrinsic motivation has any impact in the performance of teacher in secondary school?
Table 4: Summary of respond of participants on extrinsic motivation has any impact in the performance of teacher in secondary school?
	S/N
	Questionnaire Items
	SA
4
	A
3
	D
2
	SD
1
	TOTAL

	
Mean

	B
	Is extrinsic motivation has impact in the performance of teacher in secondary school?
	
	
	
	
	
	

	1.
	Extrinsic motivation like promotion or awards can enhance teacher job satisfaction, leading to increase productivity and better student’s outcomes
	23
(92)
	19
(57)
	25
(50)
	33
(33)
	100
(232)
	2.32

	2.
	External rewards, such as bonus or recognition, can motivate teachers to work more efficiently and effectively.
	33
(132)
	27
(81)
	18
(36)
	22
(22)
	100
(271)
	2.72

	3.
	Extrinsic motivation like performance-based evaluations can encourage teachers to meet specific standard and improve students achievement.
	21
(84)
	19
(57)
	31
(31)
	29
(29)
	100
(201)
	2.01

	4.
	Opportunity for career advancement or leadership roles can motivate teachers to excel in their current roles.
	34
(136)
	15
(45)
	26
(52)
	25
(25)
	100
(258)
	2.58

	5.
	Providing teachers with opportunities for professional growth, such as workshops, conferences, or further education, can motivate them to improve their teaching practices. 
	21
(84)
	17
(51)
	24
(48)
	38
(38)
	100
(221)
	2.21

	
	Average Mean
	
	
	
	
	
	2.4


Source: Research survey (2025) 
Table 4 shows that the five (5) items of the questionnaire had highest mean of 2.72 and lowest mean of 2.01. The rule is that any mean below 2.50 is disagreed, while any mean equal to or greater than 2.50 is agreed.  This implies that two of the five questionnaire items with mean scores (2.72, and 2.58) agreed to the statements, while three item had mean score that disagreed to the statements (2.32, 2.01, 2.21). Therefore, there are majority of people who believe that extrinsic motivation has impact in the performance of teacher in secondary school. This fact is buttressed by the responses of the respondents considering the average mean, 2.40, which is less than 2.50.








Research Question 3: Does leadership and administrative support has any effect on the performance of teachers in secondary school? 
Table 5: Summary of respond of participants on leadership and administrative support has any effect on the performance of teachers in secondary school.
	S/N
	Questionnaire Items
	SA
(4)
	A
(3)
	D
(2)
	SD
	Total
	
Mean

	C.
	Does leadership and administrative support has any effect on the performance of teachers in secondary school?
	
	
	
	
	
	

	1.
	Effective leadership and administrative support can lead to improved students achievement, behavior and overall school climate.
	32
(128)
	20
(60)
	22
(44)
	30
(30)
	100
(262)
	2.62
(2.62)



	2.
	Principals administrative skills influence teachers’ productivity in areas like teaching methods and student evaluation.
	17
(68)
	32
(96)
	32
(64)
	19
(19)
	100
(247)
	2.7
(2.7)

	3.
	Principal and administrators who trust teachers and give them autonomy can foster a sense of ownership and motivation.
	16
(64)
	34
(102)
	31
(62)
	19
(19)
	100
(247)
	2.4
(2.5)

	4.
	Supportive leadership can reduce teacher turnover rate by creating a positive work environment and addressing teacher concerns.
	21
(84)
	19
(57)
	31
(62)
	29
(29)
	100
232
	2.3
(2.3)

	5.
	Supportive leadership and administration can boost teacher morale, job satisfaction and overall well-being.
	21 (84)
	20
(60)
	23
(46)
	36
(36)
	100
(226)
	2.3
(2.3)

	
	Average mean
	
	
	
	
	
	2.5


Source: Field Survey, (2025)
Table 5 shows that the five (5) items of the questionnaire had highest mean of 2.72 and lowest mean of 2.3. The rule is that any mean below 2.50 is disagreed, while any mean equal to or greater than 2.50 is agreed.  This implies that two of the five questionnaire items with mean scores (2.74, and 2.6) agreed to the statements, while 3 items had mean score that disagreed to the statements (2.4, 2.3, 2.3). This implies that leadership and administrative support has effect on the performance of teachers in secondary school. This fact is buttressed by the responses of the respondents considering the average mean, 2.5, which is greater than 2.50.
4.2	Testing of Hypothesis
Data Analysis and Presentation
Hypothesis One: Intrinsic motivation has no significant effect on teachers performance in secondary schools.
Table 1: T-test Analysis the relationship between intrinsic motivation teacher’s performance in secondary schools.
	Variables
	N
	


	SD
	Df
	t-cal
	t-crit
	Decision

	
Intrinsic Motivation
	100


100
	2.4


2.6
	0.62

0.73

	98
	2.52
	1.98
	H0
Rejected 

	Teachers’ Performance
	
	
	
	
	
	
	


	L.S = 0.05
			From the analysis of table 1 above, the t-calculated value of 2.52 is greater than the critical value of 1.98 at 0.05 levels of significance and 98 degree of freedom. Based on this, the null hypothesis was rejected. This means there is a significant relationship between intrinsic motivation teacher’s performance in secondary schools.

Hypothesis Two: Extrinsic motivation has no significant impact on teachers performance in secondary school
	Variables
	N
	
	SD
	Df
	t-cal
	t-crit
	Decision

	
Extrinsic Motivation
	100


100
	1.98


2.0
	0.56


0.53
	98
	2.62
	1.98
	H0
Rejected 

	Teachers Performance
	
	
	
	
	
	
	


Table 2: T-test and analysis the relationship between extrinsic motivation and teachers performance in secondary school
	
L.S = 0.05	
From the analysis of table 2 above, the t-calculated value is 2.62 which t-critical value is 1.98. Since the t-calculated value is greater than the t-calculated value is greater than the t-critical value, the null hypothesis was rejected. This means that there is a significant relationship between extrinsic motivation and teachers performance in secondary school.
Hypothesis Three: Leadership and administrative support has no significant effect on teachers performance in secondary school?
Table 3: T-test and analysis the relationship between leadership and administrative support and teachers performance in secondary school.
	Variables
	N
	
	SD
	Df
	t-cal
	t-crit
	Decision

	
 Leadership and Administrative Support
	100


100
	2.3


2.5
	0.43


0.58
	98
	2.54
	1.98
	H0
Rejected 

	Teacher’s Performance
	
	
	
	
	
	
	


	
L.S = 0.05	
From the analysis of table 3 above, the t-calculated value is 2.54 which t-critical value is 1.98. Since the t-calculated value is greater than the t-calculated value is greater than the t-critical value, the null hypothesis was rejected. This means that there is a significant relationship between leadership and administrative support and teachers performance in secondary school.
4.3	Discussion and Findings
	This study was conducted to investigate motivation and performance of business studies teachers’ in secondary schools. Thus result shows that there was significant relationship between intrinsic motivation and teachers performance in schools. These findings confirmed the opinion of Asaolu, (2017), which opined that intrinsic motivation are internal drive that compels individuals to engage in an activity for its inherent satisfaction rather than for some separable consequence, intrinsic motivation often manifests as a genuine passion for teaching, a commitment to student learning and development, and a sense of personal fulfillment derived from their work. 
However, in research question two it was confirm that the data analysis indicate there is a significant relationship between extrinsic motivation and teachers performance in secondary school. Extrinsic motivation play a crucial role in shaping human behavior, especially in environments that rely on structured incentives and consequences, such as school, workplace and competitive settings.
Finally, research question three (3) there is a significant relationship between leadership and administrative support and teachers performance in secondary school. According to Popoola’s (2015), suggests that submission that human behaviour   is a larger part of a function of motivation. That is human being have desire to fulfill certain needs in life and urge to satisfy these needs accounts for the variance in human works, behaviour and performance the implication of these finding prove that teaching conditions are motivational for students performance, although students performance is consciously discharged in schools.
















CHAPTER FIVE 
SUMMARY, CONCLUSION AND RECOMMENDATIONS 
	This chapter present the summary and conclusion of the study based on the result obtained.
5.1	Summary
	This study was carried out to investigate and assess the relationship between motivation and teachers performance of business studies teachers in secondary schools in Ilorin West Local Government Area. The study aimed at finding whether or not motivation influences teachers’ performance. three research hypotheses were formulated for the purpose of the study. The review of related literature was carried out to facilitate the design of the research instrument based on the parameters of motivation and teachers performance.
	Questions were designed and administer on one hundred (100) teachers in secondary education within Ilorin West Local Government Education Area. Respondent questionnaire was the instrument used to measure the performance of teachers. The finding of this study is summarized below:
	Teacher motivation plays a crucial role in determining the quality and effectiveness of their job performance. Motivated teachers tend to be more committed, enthusiastic, and engaged in their work, which directly impacts students learning outcomes and overall school success.  Respondents agreed that teachers’ welfare has a relationship with teachers’ performance. Despite the intrinsic, extrinsic motivation and leadership and administrative support of teachers to ensure effectiveness of their job performance.
5.2	Conclusion
	Based on the limit of the investigation, the data are collected and analysed. Results were obtained and the following conclusion was drawn.
	That teachers were generally no satisfied with their working condition. This could be due to the nation’s state of economy on one hand and implementation on the other hand. Most of the teachers felt that their leadership and administrative support has negative effect on their job performance and other motivational factors has little or nothing to do with their level of performance, rather most teachers complained about unavailability of facilities and materials to teach in order to increase their performance when concerned education authority provides all these factors, teachers performance would be enhanced.
5.3	Recommendations 
	Based on the findings and conclusions of this study. The following recommendations were made:
(i) Education authorities should look into the areas of quality welfare policy, mileage benefits, and of promoting of teaching staff to improve it. These should receive prompt attention as part of motivational factors.
(ii) Though government has started organization of workshops, seminars for teachers, they should improve on it to see that every teacher attends this seminar once in a year. This will update teacher’s knowledge for better performance. It is true that teachers are not satisfied with their work, yet they are performing to the best of their ability education stakeholder should keep on motivating teachers to perform their best to achieve maximum results.
(iii) To increase teacher’s performance, they should be well motivated. One major way to motivate the teachers is by prompt payment of salary and allowances, it is a strong motivational factor to teachers especially at this time that the nation is depressed.
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APPENDIX
KWARA STATE COLLEGE OF EDUCATION, ILORIN





DEPARTMENT OF BUSINESS EDUCATION
MOTIVATION AND PERFORMANCE OF BUSINESS STUDIES TEACHERS IN SECONDARY SCHOOL IN ILORIN WEST LOCAL GOVERNMENT AREA OF KWARA STATE.

Dear Respondent, 	
This study is carried out in order to obtain your views on motivation and performance of business studies teachers.
	Please complete the questionnaire items as sincerely possible. Your responses will be used solely for academic research as your answers will remain confidential
Thanks for your cooperation. 
							Yours Sincerely
							 Lawal Lateefat Alake    
     
SECTION A: Personal Information 
Please fill in by ticking (  ) on the appropriate place the items that best suits your response 
Gender: Male (  ); 	Female (  )
Age: 23yrs-27yrs( ); 	28yrs-32yrs( ); 	Above 32yrs (  )
Educational Level: 	OND/NCE ( ); 	HND/First Degree (  ); 					Post Graduate  Degree( )
Length of years in teaching: 0-5years (    ); 6-10 years (  ); 11 years & above ( )
SECTION B
Instruction: For each of the statement, there are four different alternative responses, kindly tick (√ ) the most appropriate one. 
Key:  
SA = Strong Agree
A = Agree
SD = Strongly Disagree
D = Disagreed
Research Question 1: To what extent intrinsic motivation affect the performance of teachers in secondary school?

	S/N
	Questionnaire Items
	SA
	A
	D
	SD

	A
	To what extent intrinsic motivation affect the performance of teachers in secondary school?
	
	
	
	

	1.
	Teachers with high intrinsic motivation tend to be more satisfied with their jobs, leading to increased productivity and better students outcome.
	
	
	
	

	2.
	Intrinsically motivated teachers are more likely to deliver high quality instruction, as they are driven by a genuine passion for teaching and students learning. 
	
	
	
	

	3.
	Teachers with high intrinsic motivation are more positively impacts students motivation, academic achievement, and overall performance.  
	
	
	
	

	4.
	When teachers are intrinsic motivated, they are more resilient to burnout and stress, leading to improved well-being and job longevity
	
	
	
	

	5.
	Intrinsic motivation significantly impacts the performance of staffs.  
	
	
	
	






Research Question 2: Is extrinsic motivation has any impact in the performance of teacher in secondary school?
	S/N
	Questionnaire Items
	SA
	A
	D
	SD

	B
	Is extrinsic motivation has any impact in the performance of teacher in secondary school?
	
	
	
	

	1.
	Extrinsic motivators like promotion or awards can enhance teachers’ job satisfaction, leading to increased productivity and better student’s outcomes.
	
	
	
	

	2.
	External rewards, such as bonus or recognition, can motivate teachers to work more efficiently and effectively.
	
	
	
	

	3.
	Extrinsic motivators like performance based evaluations can encourage teachers to meet specific standard and improve students achievement.
	
	
	
	

	4.
	Opportunity for career advancement or leadership roles can motivate teachers to excel in their current roles.
	
	
	
	

	5.
	Providing teachers with opportunities for professional growth, such as workshops, conferences, or further education, can motivate them to improve their teaching practices
	
	
	
	



Research Question 3: Does leadership and administrative support has any effect on the performance of teachers in secondary school?
	S/N
	Questionnaire Items
	SA
	A
	D
	SD

	C
	Does leadership and administrative support has any effect on the performance of teachers in secondary school?
	
	
	
	

	1.
	Effective leadership and administrative support can lead to improved students achievement, behavior and overall school climate
	
	
	
	

	2.
	Principal and administrators who trust teachers and give them autonomy can foster a sense of ownership and motivation.
	
	
	
	

	3.
	Supportive leadership can reduce teacher turnover rate by creating a positive work environment and addressing teacher concerns.
	
	
	
	

	4.
	Supportive leadership and administration can boost teacher morale, job satisfaction and overall well-being.
	
	
	
	

	5.
	Leadership support for professional development opportunities can help teachers improve their skills and stay updated on best practices.
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