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Abstract: This study explores the impact of motivational factors on the performance of female teachers in private schools in District
Peshawar, Khyber Pakhtunkhwa. Employing a quantitative research approach, data was collected from 300 female teachers through
structured questionnaires distributed across 50 private schools. The study investigates the influence of recognition, monetary
rewards, job security, working conditions, and performance appraisal on teacher performance. Regression analysis revealed that
intrinsic factors such as job security, working conditions, and performance appraisals significantly enhance teacher performance,
while monetary rewards showed an insignificant impact. Recognition also emerged as a key motivator. The findings highlight the
importance of intrinsic motivators and workplace-related factors in influencing teacher performance, reflecting cultural values where
self-respect and appreciation outweigh financial incentives. The study recommends prioritizing non-monetary rewards, improving
working conditions, and ensuring job security to enhance female teacher performance in private schools. These insights are valuable
for school administrators and policymakers aiming to improve educational outcomes through effective teacher motivation strategies.
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1. Introduction
The quality of education provided in schools is closely
tied to the caliber of teachers. Teachers are pivotal in
implementing educational reforms and are benchmarks for
measuring a nation's achievements and aspirations. “A
teacher must possess the energy of the hottest volcano, the
memory of an elephant, and the diplomacy of an ambassador."
Teachers are universally recognized as central to the
teaching-learning process, with their motivation directly
impacting students' engagement and academic success (

Motivating employees is a critical management function that
enables them to perform to the best of their abilities
Employee motivation involves inspiring individuals to take
action and achieve goals Organizations must identify
the factors that drive motivation to encourage employees to
contribute effectively to both short- and long-term objectives.
As one of the key elements in human resource management
and organizational behavior motivation shapes behavior
and aligns actions with organizational needs. An
organization’s success is dependent on its people. Motivated,
goal-oriented employees bring energy, passion, and a
commitment to achieving results, often seeking opportunities
to exceed expectations and drive meaningful change As
competition increases across industries, companies must
implement effective motivational strategies to boost
productivity.

This study investigates the impact of motivational
factors on the performance of female teachers in private
schools in District Peshawar, Khyber Pakhtunkhwa, Pakistan.

It seeks to uncover the relationship between motivation and
performance, providing insights into how schools can
enhance educational outcomes by fostering a motivated
teaching workforce.

2. Literature Review and Hypothesis Development
2.1 Employees Performance

Job performance refers to the cumulative value of an
individual's specific actions and behaviors that contribute to
an organization over a given period In the context of
teaching, performance encompasses a teacher's ability to carry
out their tasks, roles, and responsibilities effectively to meet
school objectives Teaching performance is critical to the
educational process, as it determines the extent to which
teachers can consistently achieve desired outcomes,
particularly in evolving teaching environments and when
navigating new challenges.

2.2 Recognition and Employee Performance

Recognition is the act of acknowledging and
assigning value to an employee's meaningful contributions to
an organization. describes, expressing appreciation
to employees in response to their achievements and work
performance. It serves as a means for organizations to assess
and appreciate employees' efforts. Recognition can take both
formal forms, such as structured programs, and informal
forms, like spontaneous thank-you notes for a job well done.
According to , the purpose of employee recognition is to
make individuals feel that their contributions are valued,
foster a sense of ownership and belonging, enhance
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performance, build loyalty, and improve employee retention.
When employees' dedication is acknowledged by
management, they are likely to feel more valued. Recognition
is widely regarded as a motivator not only boosts
work performance but also positively influences
organizational goals Based on these insights, the
following hypotheses were formulated to explore the
relationship.

Hi:: Recognition has a positive and significant effect on
employees' performance.

2.3 Monetary Reward and Employee Performance
Financial rewards are a crucial factor in enhancing
employee motivation and performance These rewards
fall under extrinsic remuneration, which includes salary
increments, bonuses, cost of living adjustments, gifts, and
promotions The primary goal of financial rewards is to
inspire and promote excellence in employee performance.
High performers are deemed deserving of fair financial
compensation that reflects their contributions. Monetary
incentives play a significant role in all work environments,
whether in the public or private sector. emphasize that
employees are more likely to receive financial rewards in
recognition of their achievements. Beyond improving
performance, organizations also leverage financial incentives
to attract top talent. Consequently, monetary rewards are
widely recognized as an effective strategy for influencing
employee behavior and enhancing performance, making them
a key determinant of motivation and productivity
Several studies, including those by provide
empirical evidence on the importance of financial rewards in
driving employee motivation and performance. The following
hypotheses were formulated to explore the relationship.
H.: Monetary reward positively and significantly affects
employees' performance.
2.4 Job Security and Employee Performance
According to job security is the ability to
maintain continuity and stability in employment, even in the
face of threats to one's job. Ensuring workplace safety is
crucial for enhancing employee satisfaction, motivation, and
productivity, positively impacting work performance
, highlight that job security is vital for ensuring social stability
and alleviating employees' anxiety about their future. During
periods of economic instability, some organizations may
downsize to mitigate losses, creating uncertainty and fear of
termination among employees, which can adversely affect
their motivation . Providing a guarantee that employees
will not be dismissed without valid, legally justified reasons
helps reduce anxiety and enhances motivation in fulfilling
their roles. Several studies, including those by ,and [4],
have established a significant positive relationship between
job security and employee performance. Based on these
insights, the following hypothesis is proposed to examine this
relationship.
Hs: Job security has a positive and significant effect on
teacher’s performance.

2.5 Working Conditions and Employee Performance

define “working conditions refer to the physical,
social, and organizational aspects of the workplace that
influence employees' experiences and performance”. For
female teachers, these conditions include workload,
infrastructure, administrative support, relationships with
colleagues and students, and opportunities for professional
development The working conditions significantly
influence the performance of female teachers. Addressing
physical, emotional, and organizational challenges through
improved infrastructure, equitable policies, and professional
support systems can enhance their motivation, well-being,
and teaching outcomes Studies highlight that inadequate
infrastructure, such as poorly equipped classrooms,
insufficient teaching materials, and lack of sanitation
facilities, particularly impact the performance of female
teachers. Access to clean and safe facilities is essential for
their comfort and ability to focus on teaching . Female
teachers often report safety issues, especially in rural or
conflict-prone areas, which can hinder their performance and
job satisfaction Excessive administrative duties and
large class sizes negatively impact their ability to effectively
deliver lessons . Supportive school leadership positively
influences female teachers' job satisfaction and performance.
Ha4: Working conditions have a significant positive influence
on teacher's performance

2.6 Performance
Performance
Performance appraisal systems are integral to

educational institutions, aiming to assess and enhance teacher

performance. It plays a critical role in shaping teacher
performance by providing feedback, identifying areas for
improvement, and aligning teacher goals with institutional
objectives. A study by explored the challenges faced by
universities in  implementing effective performance
appraisals. Key challenges included a lack of training for
evaluators, subjective assessments, and insufficient resources
for appraisal systems. A study by , investigated the
connection between performance appraisal and professional
development among secondary school teachers. Effective
appraisals are associated with increased participation in
professional development programs, leading to better
teaching strategies and classroom management. Another

Study by analyzed the impact of performance appraisal

systems on teachers' motivation and job satisfaction in

Pakistani universities. The findings indicated that appraisals

that included constructive feedback and professional

development opportunities enhanced motivation. Teachers
who felt appraisals were fair and transparent were more likely
to improve their teaching practices.

Hs: Appraisal has a significant positive influence on teacher's

performance.

The conceptual framework is shown below:

appraisal and Employee
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Conceptual Framework
Recognition

Monetary Reward

Job Security

Working

Conditinne

Performance
appraisal
3. Data and Methodolegy
3.1  Population and sample size

The population for the research study was all the private
school female teachers in the district Peshawar. To achieve
the objective of the research 300 questionnaires were
distributed based on convenient among the teachers of 50
private schools in district of Peshawar. The study used a
structured questionnaire (Likert Scale. 1=Strongly Agree,
2=Agree, 3=Neutral, 4=disagree, 5=strongly disagree) to test
the impact of the variables.

3.2 Model of the Study

Table —01: Reliability Analysis

Teacher
Eﬁer?o#nance

TP = potp1 Recog. + p Reward+ pz Job.Sec.+
PasWork.Cond. + fsApp. + E;

Where TP= Teachers Performance, Recog. = Recogpnition,
Reward = Monetary Reward, Job.Sec = Job security, Work.
Cond. = Working Condition, Performance App. =
Performance Appraisal, fi, @=1,2.....5) are regression
coefficients of independent variables and p = Random
Variable.

4. Finding and Discussion
4.1  Reliability Analysis

The table presents a reliability analysis using
Cronbach's alpha (o), a statistical measure used to assess the
internal consistency or reliability of a set of items (questions)
within a variable or scale. Cronbach's alpha values typically
range from 0 to 1. A higher value indicates better reliability.
The table shows that all the variables' values (alpha score) for
the explanatory variables range from 0.7034 (Job Security) to
0.8012 (Recognition) and for the explained variable
(Performance) is 0.7450. All variables' scores are strong and
acceptable

S.No Variables Total no. of Cronbach’s (a)
items
1 Perf. 13 0.7450
2 Recog. 05 0.8012
3 Reward 04 0.7291
4 Job Sec. 07 0.7034
5 Work Cond. 08 0.7916
6 Appraisal 07 0.7564
4.2 Correlational Analysis

Table - 02 shows the strength and direction of the
relationship between the independent and dependent
variables. The findings of Table 02 indicate a positive
relationship between the motivation factors and teacher's
performance. The strongest relationship (0.675) was found
between job satisfaction (JS) and Teacher

performance (TP) followed by working conditions (0.576).
Surprisingly, the correlation (0.238) between Monetary
Reward (salary) and performance was weak, as shown in
Table 2. This means that there is an insignificant relationship
between monetary reward (Salary) and teachers’
Performance.

L./
www.ijeais.org/ijamsr

21



International Journal of Academic Management Science Research (IJAMSR)

ISSN: 2643-900X
Vol. 9 Issue 1 January - 2025, Pages: 19-24

Table 2 Correlation Matrix

Per. Rew. WC JS Appr.
Per. 1.000
I\?/svcv. 00527‘?* & f:?g** 1.000 Qata. The findings
Js 0.675" 10.259™ 0.292"* 1.000 in table 03
Appr. 0.570™ 0.341" 0.313 0.431™ 1,000 revealed  that
Recognition (B=

4.3 Regression Results

The model explains a significant proportion of the
variance in the dependent variable (Adjusted R?=0.641), and
has reasonably small residuals (Std. Error = 1.98625). The
value of Adjusted R-Square indicates that approximately
64.1% of the variance in the dependent variable (teacher
performance) is explained by the independent variables
(predictors) in the model, after adjusting for the number of
predictors. ANOVA Test was employed for the overall
significance of the regression model. It compares the model
with the null hypothesis (a model with no predictors). A P-
value (0.000) indicates that the overall model is statistically
significant, meaning there is a very low probability that the
observed relationship is due to random chance. The result of
the D-W test is also in the acceptable range which revealed
that there is no problem of autocorrelation in the regression

0.401, P- value = 0.002), Job security (B= 1.663, P- value =
0.000), working Condition (B= 1.692, P- value = 0.001) and
performance appraisal (B= 1.101, P- value = 0.000) had a
positive and significant impact except Monitory reward (B=
.224, P- value = 0.509) on teachers performance among the
female faculty in private schools in district Peshawar. It
means that teacher’s particularly female teachers give more
importance to job security, working conditions, and
appreciation than a good salary. This study has been
conducted in Khyber Pakhtunkhwa and especially in
Peshawar, which is a Pashtun culture region and Pashtuns
sacrifice everything for self-esteem and self-respect. Money
has no meaning for them in this regard. They give preference
to intrinsic awards then extrinsic that why the result of a good
salary is significant.

Table 03: Regression Coefficient

Model standardized Coefficients Std. Error T-value Sig.

Constant 1.518 0.788 10.816 .000
Reward 0.224 0.205 1.115 .509
Recog. 0.401 0.244 1.644 .002
Job Security 1.663 0.299 5.566 .000
Work Cond. 1.692 0.233 7.263 .001
Appr. 1.101 0.249 4.417 .000

5. Conclusion and Implications
5.1  Conclusion

This study investigates the impact of motivational
factors on the performance of female teachers in private
schools in Khyber Pakhtunkhwa. The findings highlight that
key factors significantly influence female teacher
performance in private schools in Khyber Pakhtunkhwa. The
most influential factor affecting female teacher performance,
with the highest standardized coefficient (0.432) and a
statistically significant impact. Improving work conditions
should be a primary focus for enhancing teacher performance.
Job Security also has a strong positive influence, emphasizing
the importance of providing stable and secure employment to
female teachers. Acknowledging and rewarding teachers'
efforts plays a crucial role in motivating them. Expressing
gratitude and recognizing teachers' contributions has a

significant positive impact on their performance. Contrary to
expectations, the reward system does not significantly affect
teacher performance in this context. This suggests that
financial or material incentives alone may not be sufficient to
motivate female teachers in private schools.

5.2 Implications

e Private schools in Khyber Pakhtunkhwa should
prioritize improving work conditions and job
security for female teachers. These factors have the
most substantial impact on their performance.

e Non-monetary motivators, such as recognition and
appreciation, should also be emphasized to create a
positive and supportive work environment.

e The reward system should be reevaluated to
determine whether it aligns with teachers' needs and

R S N S N N S S S ———————————————
www.ijeais.org/ijamsr

22



International Journal of Academic Management Science Research (IJAMSR)

ISSN: 2643-900X
Vol. 9 Issue 1 January - 2025, Pages: 19-24

expectations or if alternative motivational strategies
are more effective.

6. References

[1] Akram, H., Aslam, S., Saleem, A., and Parveen, K. (2021).
The challenges of online teaching in COVID-19
pandemic: a case study of public universities in
Karachi, Pakistan. J. Inform. Technol. Educ. Res. 20,
263-282. doi: 10.28945/4784

[2] Almulla, M. A. (2022). Using digital technologies for
testing online teaching skills and competencies during
the COVID-19 pandemic. Sustainability, 14(9), 5455.
doi: 10.3390/ su14095455

[3] Ahmad, S., & Shahzad, K. (2011). HRM and employee
performance: A case of university teachers of Azad
Jammu and Kashmir (AJK) in Pakistan. African
journal of business management, 5(13), 5249.DOl:
10.5897/AJBM10.1605

[4] Ahmed, S., Al Haderi, S. M., Ahmad, F., Jaaffar, A. R.,
Walter, J., and Al-Douis, G. M. A. (2017) Employee
Job Security and Performance Relationship in
Developing Economy through Employee
Engagement: Critical Analysis with PLS-SEM.
International Journal of Economic Research, Vol.14
No 19. pp 133-147.

[5] Assaf, J., & Antoun, S. (2024). Impact of job satisfaction
on teacher well-being and education
quality. Pedagogical Research, 9(3).
https://doi.org/10.29333/pr/14437

[6] Asrar-ul-Hag, M., Anwar, S., & Hassan, M. (2017).
Impact of emotional intelligence on teacher s
Performance in higher education institutions of
Pakistan. Future Business Journal, 3(2),8797.

https://doi.org/10.1016/.fbj.2017.05.003

[7]. Baluyos, G. R., Rivera, H. L., & Baluyos, E. L. (2019).

Teachers’ job satisfaction and work
performance. Open Journal of Social Sciences, 7(8),
206-221.

DOI: 10.4236/js5.2019.78015
[8] Berger, A. L., and Berger, D. R. (2015), "The
compensation handbook, sixth edition: A state-of-the-art
guide to compensation strategy and design," 6th edition,
ISBN-10-0071836993, New York: McGraw-Hill.

[9] Chaula, L. (2023). School heads’ clinical supervision
practices and emerging teacher emotions in Tanzania
secondary schools. Heliyon, 9(1).

[10] Danish, R. Q., & Usman, A. (2010). Impact of reward
and recognition on job satisfaction and motivation: An
empirical study from Pakistan. International journal
of business and management, 5(2), 159.

[11] Dangol, P. (2020). An analysis of motivational factors
affecting employee performance. Journal of Business
and Social Sciences Research, 5(1), 63-74.

https://doi.org/10.3126/jbssr.v5i1.30200

[12] De Angelis, M., Mazzetti, G., and Guglielmi, D. (2021)
Job Insecurity and Job Performance: A Serial

Mediated Relationship and the Buffering Effect of
Organizational Justice. Front. Psychol. 12:694057.
doi: 10.3389/fpsyg.2021.694057

[13] Faremi, S. J. (2021). Government support services,
professionalism, job security and teacher task
performance in Oyo state public secondary schools,
Nigeria (Doctoral dissertation).

[14] Forson, J. A., Ofosu-Dwamena, E., Opoku, R. A., &
Adjavon, S. E. (2021). Employee motivation and job
performance: a study of basic school teachers in
Ghana. Future Business Journal, 7(1), 30.

[15] Hadush, A. Z., & Katheriyar, M. M. (2023). Effect of
teachers’ gender, poor income, and poor working
condition on teacher turnover intention and its impact
in Saharti District, Tigray, Ethiopia. Social Sciences &
Humanities Open, 8(1), 100576.

[16] Hutagalung, S. D. G. (2024). The Effect of Discipline
and Work Motivation on Employee Performance at PT
Yala Kharisma Shipping, Palembang. Maneggio, 1(2),
12-21.
https://doi.org/10.62872/86f3kh39

[17] Igbal, A. (2019). The strategic human resource

management approaches and organisational
performance: The mediating role of creative
climate. Journal of Advances in Management
Research, 16(2), 181-193.

[18] JERONO, K. (2021). Effect of Ethnic Conflicts on
Management Of Secondary Schools In Conflict-Prone
Regions: A Case Of The Lowland Areas Of Baringo
County, Kenya (Doctoral dissertation, University of
Eldoret).

[19] Katsarou, E. (2021). The effects of computer anxiety and
self-efficacy on L2 Learners' self perceived digital
competence and satisfaction in higher education. J.
Educ. E-Learn. Res. 8, 158-172. doi:
10.20448/journal.509.2021.82.158.172

[20] Khan, M. A., Kamal, T., llliyan, A., and Asif, M. (2021).
School students’ perception and challenges towards
online classes during COVID-19 pandemic in India: an
econometric analysis. Sustainability 13:4786. doi:
10.3390/5u13094786

[21] Khan, M., Daniyal, M., Ashraf, M. Z. (2020). The
Relationship Between Monetary Incentives and Job
Performance: Mediating Role of Employee Loyalty.
International Journal of Multidisciplinary and Current
Educational Research. Vol. 2. No. 6, pp. 12-21.

[22]Kimaiyo, J. S., Kapkiai, M., & Kiprop, D. (2021).
Working conditions and teacher performance in public
early childhood development Education centres in
Anabkoi sub County, Kenya. European Journal of
Education Studies, 8(5).

[23] Kumari, K., Barkat Ali, S., Un Nisa Khan, N., & Abbas,
J. (2021). Examining the role of motivation and reward
in employees’ job performance through mediating

L./
www.ijeais.org/ijamsr

23


https://doi.org/10.29333/pr/14437
https://doi.org/10.1016/j.fbj.2017.05.003
https://doi.org/10.4236/jss.2019.78015
https://doi.org/10.3126/jbssr.v5i1.30200
https://doi.org/10.62872/86f3kh39

International Journal of Academic Management Science Research (IJAMSR)

ISSN: 2643-900X
Vol. 9 Issue 1 January - 2025, Pages: 19-24

effect of job satisfaction: An  empirical
evidence. International Journal of Organizational
Leadership, 10(4), 401-420.

[24] Muralidharan, K., Das, J., Holla, A., & Mohpal, A.
(2017). The fiscal cost of weak governance: Evidence
from teacher absence in India. Journal of public
economics, 145, 116-
135.https://doi.org/10.1016/j.jpubeco.2016.11.005

[25] Munir, R., Lodhi, M. E., Sabir, H. M., Khan, M. N.
(2016). Impact of Rewards (Intrinsic and Extrinsic) on
Employee Performance with Special Reference to
Courier Companies of Faisalabad City. European
Journal of Business and Management, Vol.8, No.25,
pp. 88-

97.

[26] Mulinge, P., Kasivu, G. M., & Mulwa, J. K. (2022).
Influence of teachers’ job security on teacher retention
in public primary schools in Machakos county, Kenya.
DOI: 10.9790/1813-11090814

[27] Nadeem, M., Rana, M. S., Lone, A. H., Magbool, S., Naz,
K., & Ali, A. (2011). Teacher’s competencies and
factors affecting the performance of female teachers in
Bahawalpur (Southern Punjab) Pakistan. International
Journal of Business and Social Science, 2(19), 217-
222.

[28] NYONGESA, P. (2018). Impact of performance
appraisal on Teacher performance in public
secondary schools in Kisumu west sub-county,
Kenya (Doctoral dissertation, Maseno University).

[29] Ozmen, K., Dénmez, 1., & Giilen, S. (2024). Perception
of job security and professional self-esteem of

teachers: A mixed method research. Psychology in the
Schools.
https://doi.org/10.1002/pits.23323

[30] Ponta, L., Delfino, F., & Cainarca, G. C. (2020). The role
of monetary incentives: bonus and/or
stimulus. Administrative sciences, 10(1),
.https://doi.org/10.3390/admsci10010008

[31]Salim, F., & Ernanda, Y. (2023). Effect of work
discipline, work environment and work motivation on
employee performance at PT. Autostar Mandiri
Technotama. Journal of Management Science (JMAS,
6(1), 5-09.
www.exsys.iocspublisher.org/index.php/JMAS

[32] Scherbaum, C. A., Naidoo, L. J., & Saunderson, R.
(2022). The impact of manager recognition training on
performance: a quasi-experimental field
study. Leadership & Organization Development
Journal, 43(1), 57-70.

[33] Shibly, M. A. M., & Weerasinghe, T. D. (2019). The
Impact of Financial Rewards on work Motivation of
Operational Level Employees: Evidence from a
Leading Manufacturing Organization in Sri Lanka. Sri
Lanka Journal of Advanced Social Studies, 9(1), 1-
17.D0I:10.4038/sljass.v9il.7144

[34] Zaraket, W. S., & Halawi, A. (2017). The effects of HRM
practices on organizational performance in Lebanese
banks. Journal for Global Business
Advancement, 10(1), 62-88.
https://doi.org/10.1504/JGBA.2017.081531

L./
www.ijeais.org/ijamsr

24


https://doi.org/10.1016/j.jpubeco.2016.11.005
https://doi.org/10.1002/pits.23323
https://doi.org/10.3390/admsci10010008
http://www.exsys.iocspublisher.org/index.php/JMAS
http://dx.doi.org/10.4038/sljass.v9i1.7144
https://doi.org/10.1504/JGBA.2017.081531

