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ABSTRACT 

 This study examined the effect of in-service teachers‘ morale training on their 

self-efficacy and motivation to teach at secondary school level in Lahore. The nature 

of study was mix method research. The mixed method design employed an embedded 

approach with an experimental design. The single subject (A-B-A) design was used to 

lead the study and embedded research design applied as supportive role. The 

population of the present study was comprised of all female teachers working in a 

private secondary school level in Lahore. The researcher selected all thirty teachers of 

a private secondary school as sample through convenience sampling technique and 

conducted sixteen weeks training on morale under following themes: Professional 

commitment, learning environment, motivation, self-esteem, school climate, job satisfaction, 

professional attitude, professional identity, belongingness and enthusiasm. Training modules 

were validated by Dr. Zulifqar Ali, Principal Govt. School & Master Trainer of Quaid-e-

Azam Academy for Educational Development (QAED), Sharqpur. The researcher used two 

instruments for quantitative data collection; Instrument A teachers‘ self-efficacy scale 

comprised of twenty-six items developed by Albert Bandura (2006) was adapted, 

Instrument B teachers‘ motivation scale comprised of twenty-eight items developed 

by Feyyat Gokce (2010) was adopted. The data was analyzed by using statistical 

package of social sciences (SPSS) version 22. Non- Parametric statistics 

Kolmogorov-Smirnov and Shapiro-Wilk were applied to check the normal 

distribution of data. Mean score, Standard Deviation and Paired sample t-test were 

used to check the significance effect. One-way ANOVA and Independent sample t-

test were used to find difference between demographic variables. Descriptive statistic 

applied to measure the change in Mean, Standard Deviation and Rank item wise of 

both scales (teachers‘ motivation scale & teachers‘ self-efficacy scale) in pretest and 
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posttest. For qualitative data collection focus group interview was conducted after 

intervention. The results were presented and discussed under four emerging themes 

namely; self-efficacy, motivation, peer support and ethics. Semi-structured questions 

were developed to collect the qualitative data. The researcher also conducted face-to-

face interview to take the review of training from the participants. The data was 

collected under two themes; perception of teachers about professional development 

and teachers experience about training. The steps in qualitative analysis of focus 

group interview and face-to-face interview were comprised: (a) preliminary 

exploration of the data by reading through the transcripts and writing memos; (b) 

coding the data by segmenting and labeling the text; (c) using codes to develop 

themes by aggregating similar codes together; (d) connecting and interrelating 

themes; and (e) constructing a narrative. The results concluded that teachers‘ morale 

training has a significant effect on their self-efficacy and motivation to teach at 

secondary school level and the results supported by qualitative data analysis as well. 

Teachers review about training was excellent. It is expected that this research study 

may be significant for private school teachers in enhancing their self-efficacy and 

motivation so that they perform their duty effectively. The results of the study 

provide guidelines for the management of public and private schools, while 

designing training programs for their staff. It is expected that the results may help 

policy makers and curriculum designers while designing training curriculum. 

Keywords: Morale, Self-efficacy, Motivation. 
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CHAPTER I 

INTRODUCTION 

Education is the most significant instrument of progress in the scholarly and 

social viewpoint of any general society. In Pakistan, just as different nations of the 

world, education is a device for socioeconomic and political advancement (Spector, 

2003). In 1959, the Commission on National Education undertook a comprehensive 

review of the whole education system and came up with pragmatic recommendations. 

The Commission noted that ―no system of education is better than its teachers‖ (GoP, 

MoE, 1959, p.259). The Commission highlighted the characteristics for a successful 

teacher such as ―he should be academically well trained in the subject he teaches; he 

should have had sound professional training…‖ (GoP, MoE, 1959, p.259). Moreover, 

the Commission also recommended minimum six qualifications for admission to the 

training courses for teachers at various levels of education and duration of training 

courses. 

Nonetheless, for quality education to be achieved, there is the requirement for 

teachers to be alive to their obligations of teaching and learning in schools, 

particularly in secondary schools. Teachers are the significant instruments in 

educating and learning, they are additionally the hinge on which the educational 

procedure hangs and teachers assume a significant job in the impulses and whims of 

the educational framework, they can impact the teaching-learning result either 

positively or adversely on the grounds that they decide the nature of instructional 

conveyance and furthermore impact the quality education with regards to execution of 

the curriculum and educational strategies. They are to be viewed as when tending to 

issues, for example, quality confirmation, quality conveyance (teaching), quality 

setting and quality learning result (Onacha, 2002). 
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The facts demonstrate that education in any society doesn't to a great extent 

rely upon any other single factor as on the teacher. The teacher is the axis of any 

educational scheme of a nation. Practically all boards of trustees and commissions 

have underscored the significance of the job of the teacher in education. The Reports 

of the Commonwealth Conference (1974) has expressed accurately that "the teacher 

has a significant job in educational development whether he moves toward his work 

effectively or inactively. He can impact the progression antagonistically by 

contradicting development or simply staying quiet despite a developing requirement 

for change; then again, he can take an increasing effect as an initiator himself or a 

mediator of the plans conceived by others." Thus the job of the teacher in the 

educational framework is perceived all over the place and at all levels.  

For teachers to be powerful and profitable in such a manner that they should 

have high morale. The term 'morale' as opined by Danesty (2004) is perceived as a 

groundbreaking power and crucial fixing in the accomplishment of any human 

undertaking.  Idiaghi (2004) characterizes it as "an individual is enjoying more part of 

his work than detest".  Ofoegbu (2004) surmises that it is an element of the distinction 

between an individual's inclination for an errand and his genuine encounter on the 

assignment. The creator sets further that the less error, the more noteworthy the 

satisfaction, it is regularly accepted that there will consistently be the terrible showing 

of students in every single educational organization if teachers are not motivated. 

A teacher can contribute well to the improvement of an institution on the off 

chance that he has uplifted frame of mind towards the foundation and has high morale 

which creates in a helpful situation or the hierarchical atmosphere of the school. The 

reports of the investigations have uncovered that teacher‘s morale and influential 

school are firmly related. Simpson (2009) revealed that a solid relationship (.61) 
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existed between arts and education teachers' self-actualization and atmosphere, and 

significantly more grounded relationship (.66) between teacher self-actualization and 

morale. 

Scarf (2008) in an examination of the connection between teacher morale and 

hierarchical atmosphere found that an open atmosphere was related to high morale 

paying little heed to kind of pay plan. In shut atmosphere schools, be that as it may, 

higher morale was found in schools with merit as opposed to non-merit, pay plans.  

Cranston (2004) investigated the teachers and principals' perception of the 

organizational climate of secondary schools. The sample comprised of eighteen 

randomly selected schools in the Logos State of Nigeria. The discoveries 

demonstrated a connection among close climate, low morale and high separation of 

teachers. Closed climate would be related to poor teaching execution in general. 

Moore (2012) in his examination on the connection between school 

environment and teacher morale in urban secondary schools of Boston inferred that 

(1) the hierarchical climate of an urban secondary school was identified with teacher 

morale, (2) teachers in most open climate schools had altogether increasingly positive 

inclination about the (a) proficient competency of their principals, (b) their kindred 

employees, (c) their compensation and (d) their display of burden or obligation as 

teachers. 

Houchard (2005) perceived that when a vigorous school environment existed, 

teacher morale was high. Teachers felt upright about each other and felt a sense of 

triumph from their jobs simultaneously. Sharma (2016) found in his study that 62.07 

percent of the schools had high teacher morale. The schools with higher teacher 

morale were more probable to seem in open tendency climates and schools with low 

teacher morale were more likely to seem in the closed tendency climates. The 
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teachers' affinity with principals of schools with open climate was superior to that of 

those with closed atmosphere. The teachers in open, self-ruling, controlled, fatherly 

and closed atmosphere delighted in a similar degree of teacher morale on curriculum 

issues. The teachers in open school atmosphere were happier with teacher status than 

teachers in controlled and closed atmosphere. All teachers in various atmosphere 

classifications had a similar degree of morale on civic backing for education. 

Smith (2013) found that teacher morale fluctuated both inside and between 

schools. This discovering unmistakably shows the significance of inspecting two parts 

of morale: the individual and the corporate morale of an organization. Teacher morale 

had all the earmarks of being a helpful pointer of sound and successful schools, it 

gave the idea that morale was affected by the school condition and environment. 

Sharma (2009) in an examination on teachers' morale as identified with 

organizational climate detailed that there was a positive and a high noteworthy 

relationship between teachers' morale and hierarchical atmosphere of total sampled 

schools. Along these lines, it might be placed that the educational objectives and goals 

may not be accomplished if teachers are not roused. Salifu and Agbenyega (2013) 

opined that the relationship between worker fulfillments and extrinsic factors, for 

example, pay and re-compensation found out that self-actualization level differs 

straightforwardly with a feeling of distributional equity which exists among the 

different representatives.  

Employee morale towards accomplishing the goal of the organization, 

particularly in the school setting, is attached to the natural circumstance of the school 

and the administration mien towards laborers' welfare. It is an ordinary proclamation 

that there will consistently be the horrible showing of students in every educational 

organization, if teachers are not motivated. In this manner, the educational objectives 
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and goals in the national arrangement on education may not be accomplished except if 

teachers are persuaded. For teachers to take the necessary steps successfully, they 

must be motivated since motivation improves execution (Famade, 2003).  

Ibukun (2002) stated that teacher's morale is a result of the teacher's 

arrangement of requirements, objectives, determined qualities, encounters and desires. 

In secondary schools, particularly when it is situated in business urban areas, 

students grumble that teachers regularly forsake their class work for an increasing 

gainful or benefit making adventure. Such teachers just go round to offer assignments 

to conceal their wastefulness. Akinsolu (2001) opined that it is a pity that teachers, 

whose essential occupation is to see to the all-out improvement of the child, 

physically, ethically, profoundly and mentally are evaluated as peasants. In recent 

times, one of the educational issues which have extraordinarily excited the enthusiasm 

of, to which degree teachers who comprise an enormous level of the working 

populace are disappointed with their job. A few sociologists and psychologists who 

have chipped away at the idea of teachers' morale showed that teacher morale is 

connected with the measure of their (teachers) energy about their position at a specific 

time (Johnsrued & Rosser, 2002).  

Moreover, there are two primary realities of teachers' morale or job 

satisfaction. These are intrinsic, which is inner and materialistic in nature. Adding to 

the discussion on teachers‘ morale, Ronen, Tzur and Yaari (2006) found that the 

inherent parts of teachers' morale are preferred indicators of turnover over the outward 

perspectives. He additionally proposed that the inclination to remain in or leave an 

organization has normal causes which are not represented by the degree of satisfaction 

with the job.  

Marri et al., (2012) in an investigation of the relationship between employees' 
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job satisfaction and outward factors, for example, pay and recompenses expressed that 

satisfaction levels fluctuate straightforwardly with a feeling of distributional equity 

which exists among the different workers. At the end of the day, the disavowal of 

what the hierarchical individuals esteem to be simpler and reasonable treatment 

concerning issues of significance to them is definitely connected with lower levels of 

satisfaction. Ronen, Tzur, and Yaari (2006) in a study on morale, found a positive 

relationship between work satisfaction and rank. Utilizing a "U-shaped" bend to 

delineate his point, he saw that the satisfaction bend ascends for new employees. This 

ascent, he opined could be because of curiosity and introductory desire. Workers who 

held a job for 2-5 years revealed less satisfaction while employees who held the job 

for a six years or increasingly detailed more elevated level of job satisfaction.  

So as to accomplish the objectives and goals of students' academic 

presentation, the connection between the school head and the subordinates (teachers) 

ought to be welcomed, such helpful workplace incorporates self-governing, father, 

well-known and close atmosphere. The accessibility of both human and non-HR in 

any association could impact the working state of the framework thus expanding or 

diminishing profitability. From perception, it is questionable that teachers' morale 

could impact the scholastic, performance of students (Adeyemi 2008). 

Omotoso (2006) contended that teachers' morale is one of the most critical 

components that decide the educational stature achieved by every student. As 

indicated by him, teachers' morale has the enchantment contact of raising the 

academic execution of any institution. Teachers can work to any length on the off 

chance that they are very much motivated. 

As indicated by Adeyemi (2008), the significant wellspring of educational 

imbalance in secondary schools is the distinctions in the initiative style of head 
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teachers and the persuasive degree of other staff in the school. In the event that 

teachers' morale is improved, it is likely the students perform better scholastically 

however, assuming else, it might 'lead to less execution. This is on the grounds that 

confidence has two educational ramifications. In the first place, it improves school 

administrations and makes them deserving of public regard. Furthermore, energetic 

teachers convey their satisfaction and endorsement on students, yet in addition parents 

and the public. Great teachers are significant advantage of any educational system. At 

the point when teachers are given what they expect both fiscal and non-financially, 

the recipients would not exclusively be the teachers however the students and the 

society everywhere too.  In-service training programs are planned to stay up with the 

latest and to address the issues which happen in their common sense teaching. Given 

the significance of consequent upon this foundation, the researcher will inspect the 

effect of in-service teachers' morale, training on their self-efficacy and motivation to 

teach at secondary school level. 

Statement of the Problem 

 For teachers, self-efficacy and motivation are significant components of their 

professional identity and correspondingly, their morale. Most of the studies in this 

regard showed that lack of teachers‘ self-efficacy and motivation influence the quality 

of teaching. Although ample research is available on in-service teachers‘ training, but 

the effect of in service teachers‘ morale training on their self-efficacy and motivation 

to teach at secondary school level is scarcely explored. There is a dire need to study 

this phenomenon that teachers‘ dedication and motivation have become a dilemma in 

today‘s education system. To improve the teachers‘ self-efficacy and motivation 

through the morale training, this area needs in depth research to upsurge the teachers‘ 

professional effectiveness. 
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Significance of the Study 

The noteworthiness of the investigation is that it tends to a significant issue of 

secondary teachers in Pakistan and may assist with improving in-service teachers' self-

efficacy and motivation of through morale training. It is trusted that this examination 

study would be huge for teachers working in private secondary schools in Pakistan, 

for they would pick up data on the best way to improve their exhibition in different 

commitment. 

Moreover, teachers at various degrees of education, fundamental, tertiary, just 

as higher education would similarly get advantage essentially from the examination 

results by acquiring best human capital administration practices to improve work 

performance, to serve both individual worker and the association. 

In addition, the investigation would likewise be critical to the administration 

of private schools to pick up bits of knowledge into measures equipped towards 

improving execution of teachers and figure motivational arrangements that upgrade 

employee presentation. 

The exploration discoveries may likewise be valuable for Govt. Organizations, 

while taking choices on the current squeezing issues of secondary teacher preparing, 

guidance and educational plan. 

Objectives of the Study 

The following were the research objectives of the study to: 

1. Investigate the effect of in-service teachers‘ morale training on their self- 

efficacy to teach at secondary school level. 

2. Examine the effect of in-service teachers‘ morale training on their motivation 

to teach at secondary school level. 
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Research Hypotheses 

Ho1: There is no significant difference in pretest score of in-service teachers‘ 

morale training on their self-efficacy to teach at secondary school level. 

Ho2: There is no significant difference in posttest score of in-service teachers‘ 

morale training on their self-efficacy to teach at secondary school level. 

Ho3: There is no significant difference between pretest and posttest scores of in-

service teachers‘ morale training on their self-efficacy to teach at secondary 

school level 

Ho4:  There is no significant difference in pretest score of in-service teachers‘ morale 

training on their motivation to teach at secondary school level. 

Ho5:  There is no significant  difference in posttest score of in-service teachers‘ 

morale training on their motivation to teach at secondary school level. 

Ho6:    There is no  significant  difference  between pretest  and posttest  scores of in-

service teachers‘ morale training on their motivation to teach at secondary 

school level. 

Delimitations 

Due to the time and financial constraints, this study was delimited to: 

1. Only private secondary schools of district Lahore. 

2. One private secondary school of district Lahore. 

Definition of key terms 

 The key terms of this study were morale, self-efficacy and motivation All the 

terms were defined as follows in the address of this study: 
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Morale 

 Morale is the state of the spirit of a person or a group as exhibited by 

confidence, cheerfulness, discipline, and willingness to perform assigned tasks 

(Perumal, 2011). 

Self. Efficacy 

 A feeling of satisfaction that someone has in himself or herself and his or her 

own abilities (Bandura, 1997). 

Motivation 

 The reasons of underlying behavior (Guay et al., 2010) 
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CHAPTER II 

LITERATURE REVIEW 

Current part of the report reviews the literature about the variables of the 

research study. Outline of the literature provides basic information focusing on the 

understanding of the basic concepts, theoretical background and comment on the 

findings of related research studies conducted within recent years. Present chapter has 

been organized in five subsections. First subsection covers the theoretical overview of 

teacher morale and factors that affects teacher morale. Second subsection elaborate 

self-efficacy theory and teachers‘ self-efficacy. Third subsection about theoretical 

perspective of motivation, emerging patterns of teacher motivation and factor that 

influence teachers‘ motivation. Fourth subsection consisted social learning theory, its 

insinuation on teachers and its implication in educational system of Pakistan. Fifth 

subsection discussed about the teacher education and its development in context of 

Pakistan. The researcher of the present study felt the desire and need to explore the 

effect of in-service teachers‘ morale training on their self-efficacy and motivation to 

teach at secondary school level. 

Theoretical overview of teacher morale 

Concept of Teacher Morale 

 Morale is a troublesome idea to characterize and considerably harder to 

quantify. In addition, inside the research and scholastic groups, "The individuals who 

take theoretical analysis and definition thoroughly acknowledge that morale is an 

extremely vague, poorly characterized idea whose significance is commonly 

insufficiently investigated" (Abbott, 2001). Due to these troubles in definition, 

numerous analysts who start to contemplate morale in schools think that its basic, on 
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the off chance that they battle for hypothetical meticulousness, to depend for the most 

part on what is by all accounts dated material. Abbott (2001) battled that the research 

may in fact be dated, however, suffering as a result of the de-contextualized nature 

that gives important data that is valuable and appropriate. 

The morale of educators is key point which sway by and large 

accomplishment in schools. Instructors' morale is critical in the achievement of 

ordinary calendar educating and learning process (Claxton, 2013). According to 

Houchard (2005) morale is an irksome plan to depict at any rate. A couple of creators 

have tried to describe it in an unexpected way. 

Weikart, (2016) portrays morale as an accepting, a point of view, a mental 

attitude, and an enthusiastic mien. Perumal (2011) also fights that confidence is the 

state of the Morale of an individual or a gathering as appeared by the assurance, 

shimmer, control, and energy to perform assigned tasks. Sirota, & Klein, (2013) also 

depict morale as the professional interest and enthusiasm that an individual 

introduction towards the achievement of individual and gathering targets in a given 

activity situation. 

Olsen, & Sexton, (2009) place that when a helpful school condition exists and 

morale is high, instructors like each other and at the same time they feel a sentiment of 

accomplishment of their work. Perumal (2011) also fights that imperative angle for 

improving educator Morale is building a positive school atmosphere that reflects the 

physical and mental viewpoints which give the fundamental conditions essential to 

instructing and learning out how to occur. Canaya (2008) predicts that when 

educators' morale is high, instructors are happy even with a low compensation. 

In any case, Bambi (2001) guesses that instructors' low morale hampers their 

work execution. As demonstrated by Covington (2011), teachers' morale is low when 
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there is pressure originating from the state and nearby demands, low compensation, 

nonappearance of legitimate assistance, and elevated understudies' control issues. So 

likewise, Ravhudzulo (2012) fights that low educators' Morale is achieved by lacking 

organization capacities and cutoff points similarly as a nonattendance of instructor 

commitment towards work. Adelabu (2005) additionally exhibits that instructors' low 

morale is realized by little motivation. 

Kosgei et al., (2013) fight that dull indicating is credited to inadequate number 

of teachers. Kirau (2013) opines that professional strength, showing offices, 

understudy interest, headways, and definitive assistance are the most critical elements 

to the extent educators working morale. Wekesa and Nyaroo (2013) brings up that 

sensible compensation influences educators' morale and their work execution. 

Incredible compensation rates and satisfaction with the activity reliably have 

been perceived as crucial segments of high morale. Regardless, late exploration has 

turned up various segments. One of them is the educator's "opportunity to use what 

information, aptitudes and limits one needs to achieve known and recognized 

instructive targets which one has truly figured. This declaration recommends the 

demonstration of popularity based association. In any case, a more prominent measure 

of both is later. The segments which militate against extraordinary instructor 

assurance can be to some degree demoralizing. Among them we find low pay, the 

diminishing of expert status, and shy of materials. Holding down two occupations 

gives no outlet to the weights delivered in the homeroom by "genuinely adapted 

conditions of defiance, dependence, partition, annihilation of property, untruthfulness, 

insolence, uncertainty and absence of commitment (Covington,2011). 

Build morale to improve personnel morale one now and again should start 

close to the beginning. Not all undertakings at improving morale need be as 
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expansive; some can stem clearly from the manager's office. It is he who can best get 

downtobusinessinopeningthechannelsofcorrespondencebetweentheassociation and the 

staff. This may mean an open-portal approach, a staff relations leading group of 

trustees, or instructors' affiliations. It is the managers' respect conceivably 

significantly over the open area system that is commonly esteemed. It is he who offers 

the go-ahead for school broadens that fire the imagination psyche and challenge the 

limit of understudies and staff (Zee, 2016). 

These are not just speculations of morale; they have a more liberal base than 

that as of ongoing broad exploration on school staff morale has been happening. In 

like manner, Clark (2018) found that confidence is the delayed consequence of 

different interrelated factors rather than a solitary explanation. Of course, he is in like 

manner secured that the position of the brief supervisor or official is basic. 

The executive is enormous. It is the conviction of a couple of analysts that vote 

based guideline association can offset the effects of various factors which will all in 

all produce low morale. This is significantly increasingly appropriate since it was 

found that administrators and instructors as regularly as conceivably have an out and 

out alternate point of view on what is basic to the educator's morale. Therefore, the 

rule can't by and large depend exclusively appraisal (Kirau,2013). 

Leduc-Cummings, Starrs, & Perry, (2020) low morale is connected with an 

individual's disposition, self-esteem, and self-idealization. They moreover express that 

these inside feelings may achieve outside reactions. moreover, address the possible 

outside reactions to or effects of low morale. To refer to Leduc-Cummings, Starrs, & 

Perry, (2020) "these reactions insinuate relationship with various instructors and 

organization. These external reactions could result from some inside assumptions of 

teachers, for instance, shortcomings, disappointments, and nonattendance of 
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assurance. 

Theories of Teacher Morale 

Shore et al. (2004) suggested morale as the tendency a worker had about their 

activity in relation to the centrality of that movement to the affiliation all things 

considered working unit. Further, they fought that the association should similarly 

meet the laborers' own wants and needs. Marcus, & Stern, (2003) described morale as 

a point of view that is construed by individuals' desire for fulfillment for those 

necessities that they see as huge factors impacting their condition. 

Yee (2010) saw that morale included various signs anyway thought of it as the 

vitality and interest that an individual held towards destinations and master want 

either as a gathering or solely. Smith, & Denton, (2009) offered considerably 

increased a sweeping procedure when he implied staff spirit as the idea of lives inside 

a system that included "being known and recognized, having capable data regarded, 

and being allowed the chance to act".  

Yee (2010) offered a speculative model that attested morale was made out of 

three extraordinary variables: belongingness, adequacy, and ID. Belongingness 

encompass the limit of the educator to achieve fulfillment inside the working 

gathering of the school. Acumen deals with the estimation of business appropriateness 

wherein the instructors' craving for their activity is as per the goals they are required 

to achieve for the school. Recognizing confirmation suggests the limit of the educator 

to merge their necessities and characteristics with those of the school so they are 

equivalent to some extent. 

Muir (2004) theory anyway implied the careful parts with different terms. 

They combat that morale was contained the nearness and collaboration among 

feasibility, efficacy and satisfaction. To be groundbreaking, the individual's lead must 
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be fitting for the wants that exist for the activity. Efficiency insinuates how much the 

gathering's social lead is as per that of the individual's direct. All things considered, 

does the individual "fit in" with the gathering? Finally, satisfaction suggests the 

organizing up of the institutional activity wants and the individual's need airs. 

As demonstrated by Mowlabocus (2016), By rewarding educators in habits 

that connect with them, for instance, remembering them for decisions about 

methodologies and practices and perceiving their ability, regulators can help bolster 

teacher morale. Chief can in like manner strengthen educator morale by successfully 

staying behind instructors 

Blase and Blase, (2003) suggested that pioneer of the organization is having a 

noteworthy activity in choosing the morale of an instructor. They found that 

convincing chief fill in as watchmen of educators' instructional time, "help instructors 

with understudy discipline matters, empower educators to make discipline codes, and 

reinforce instructors' expertise in maintaining strategy". 

Marcus and Stern (2003) express that high morale doesn't add for the most 

part add to high benefit. It doesn't by and large seek after that happy educators are 

basically the most helpful. They continue to express that high morale fuses low 

turnover, less truancy, and a prevalent insightful condition for direction. As 

demonstrated by them, directors are the ones who are basically obligated for 

motivating educators toward achieving their authoritative goals. 

Research and Teacher Morale 

 Studies Related with Factors Influencing Teacher Morale; 

Geiger, et al. (2010) in his study of morale and its Enemies‘ reports various 

components which can be applied to class conditions. He expresses that morale will 

be upgraded by:  
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1.  Proper time in which to achieve work 

2. Good states of being 

3.  Confidence in one's aptitude and capacity 

4. Respect and co-activity from the network 

5.  Elimination of contact and 

6.  Appeals to the creative mind and aspiration. 

 Zain (2019) accepts that morale is an alluring bye result of fruitful oversight 

instead of a significant point or reason. The reared numerous things which are known 

to develop the morale of educator's, for example;  

1.  Better preparation 

2. Workingon co-operative projects 

3.  Adequate salary schedule  

4.  Feature protection 

5.  Confidence in the worthwhileness of teaching 

 6.  Recognition of everyday effort 

7. School and community friendship and  

8.  Community support. 

Alliance with instructors' associations, the American Association of School 

overseers (1944) reports the accompanying variables for the upgrade of morale: 

1. Mutual help from other staff individuals, 

2. Effective association of teacher's 

3. Community administration in ventures for human improvement, and 

4. Worthy destinations (Timothy,2007). 
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Fennell (2011) in light of different investigations sums up the accompanying 

elements, which are basic for support of morale. They underscored wellbeing as a 

prime essential for morale. Different elements include:  

1.  Community regard  

2.  Desirable public activity  

3.  Comfortable everyday environments  

4.  Minimizing impedance with private life  

5.  Sound direction of new staff individuals  

6.  Invitation in strategy making  

7.  Confidence and security in organization by methods for reliable strategy  

8.  Selection, arrangement and advancement on merit  

9.  Adequate pay plan 

10.  Reasonable security residency  

11.  Retirement arrangements  

12.  Mental and physical wellbeing and  

13.  Fair approach of wiping out leave, a sensible instance of security, holiday for 

movement or study. 

Langowitz and Minniti (2007) in their study, ―The definition and Measurement of 

Employee Morale‖ report five essential components for morale. They utilized a mix 

of thing and category analysis and the variables are: 

1. Organization and the executives 

2. Immediate management 

3. Material prizes 
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4.  Fellow bosses and  

5.  Job satisfaction.                                                                

Multiple-choice questions were prepared covering a number of items in each 

area. By using cards and tabular procedures numerous impersonal comparisons were 

made. 

Houliston, V. (2013) in his study of Morale in Education‘ constructed as an 

instrument of the incomplete sentence type. One hundred items were taken and 

acquiesced to 67 teachers of several parts of the state for choice of items utmost fit. 

From their selection, 40 items were generally categorized as:   

1.   Community respect 

2. Professionalorganization  

3.  Teacher assignments  

4.  Good working conditions  

5.  Channels of communication  

6.  Policy  

7.  Confidence with principal  

8.  Personal problems          

9.  Relations with principal  

10.  Item works among teachers  

11.  Relations with pupils 

12.  Teachers‘ welfare  

13.  Fair salary and  

14.  Fringe benefits. 
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 He reached the following conclusions as per outcome of this study; 

 Childhood circumstantial of teachers;  

1.  Personality differences  

2.  Cause and effect relationships  

3.  Communication  

4.  Teacher motivation  

5.  Human associations 

6.  Acknowledgment of teaching profession and  

7.  Mental health. 

These were found to be the utmost key factors for the enrichment of the 

teacher morale. 

Woolfolk, & Shaughnessy, (2004) in their book ―psychology and teaching‖ 

have listed the following factors for choosing teaching profession:  

1.  Independence,  

2.  Social acceptance  

3.  Interest in children  

4.  Liked by children  

5.  Liking for teaching 

6. Command in subject matter  

7.  Security in job and  

8.  Vanguard of change. 

Houchard, (2005) in an article ―Factors Affecting Teacher Morale‖ presents 

major conclusions of several studies of teacher morale and points out the implications 
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for school administration. 

Mullen (2007) outlined five critical components of teacher morale: regulatory 

initiative, managerial concern, work force communication, open door for information 

and expert development. For each component, the author lists behavioral symptoms of 

a morale problem and ways the administrator can diagnose the difficulty and prescribe 

a solution. 

 Sharma (2009) conducted his study on ‗Teacher morale in secondary schools 

of Gujarat‘‘ in the year, 2009.The important Objectives of the study were: 

1. To develop and normalize an instructor morale stock to gauge the morale of 

secondary school teachers of Gujarat state; 

2. To examine the morale of educators in schools of Gujarat in relations to different 

localities, regions, kinds of schools, size and accomplishment of schools. 

3. To subject the consequence of the created stock to factor analysis. The educators‘ 

morale inventory was standardized. 

The sample comprised of 1,220 secondary teachers. Means, standard 

deviations and ‗t‘ values were found out. The data were subjected to factor analysis 

by the principle axis method. 

 The major discoveries of the study were: 

1. Teachers of the south Gujarat area had most noteworthy morale while Kutch 

Saurashtra (region) showed least resolve. 

2. There was a huge connection between educator morale and the 

accomplishment of understudies, however, no huge relationship was found, 

according to the estimate of the schools, sorts of the schools and the zone of 

the schools. 
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3. No critical relationship was found between instructors' morale and educators 

experience. 

Through factor examination, thirteen variables were extracted. They were 

educator qualities and administration conduct, instructor sentiments towards teaching 

profession, instructor merriment, bunch cohesiveness, reasonability and efficiency 

towards the teaching profession, initiative conduct and teaching profession, authority 

conduct and teaching effectiveness, satisfaction with the school climate, school 

atmosphere and instructor remaining task at hand, emotions towards the organization, 

network support, instructor energy and additional exertion, satisfaction towards the 

activity and demeanor towards the job (Sharma,2009). 

Acknowledgement and supporting teachers start at the ground level. Principals 

can increase teacher morale by tuning and supporting them. Including teachers in 

basic leadership forms approve and subsequently positively affects morale levels with 

the teachers and as well amid the whole staff. 

Factors that Affect Teacher Morale 

In schools every day, school pioneers and area heads are attempting various 

things with headways with an ultimate objective to improve educator execution. 

Disregarding the way that a couple of exercises hold extraordinary authenticity and 

may have the ability to change a school locale's achievement rating, different savvy 

musings and resources are wasted. Educators, the front line school laborers, are either 

not organized, or don't have the inspiration to do the necessary redesigns. 

Motivation, effort, and job satisfaction can be associated with educators' 

confidence (Huysman, 2008). Before school pioneers can be powerful change 

administrators, it may be basic to know the segments that impact instructor morale. 

From an examination drove in a rural Florida school area, Huysman (2008) assumed 
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that job satisfaction was appended to inherent elements, for instance, security, limit 

use, and social organization. 

Occupation dissatisfaction was associated with outward factors that included 

compensation, master, association procedures, progress, affirmation, administrative 

issues, bargaining, and course of power. Natural factors, including security, 

combination, limit use, social organizations, and individual development were 

associated with work satisfaction. 

Smith (2010) noted relative sentiments that teachers acknowledged affected 

their morale. In a social affair with the instructive board of trustees, the Fort Wayne 

Education Association maintained for their educators and highlighted a couple of 

clarifications behind the instructor morale issue, which included remuneration 

dealings. 

Another examination revealed that a noteworthy level of the instructors (88%) 

acknowledged that the organization should raise educator pay rates (Mackenzie, 

2007). Regardless of the way that, it is clear in the composing that various factors 

impact teacher confirmation, it will in general be deduced that educator compensation 

essentially influences instructor morale. Confirmation as to low teacher certainty has 

been associated with non-attendance of affirmation. Late exploration disclosures 

underscore that instructors were baffled with the aggregate and sort of affirmation and 

see they got as educators (Huysman, 2008; Mackenzie, 2007; and Reid, 2010). Inside 

the setting of affirmation and respect, instructors believed standard to be as an 

opposing foe to the demonstrating calling for educators were normally depicted in the 

news by negative events (Mackenzie, 2007). 

Cooper, (2011) focused on that schools with high instructor morale were 

depicted with formal and easygoing systems of teacher affirmation. While affirmation 
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as of late seemed, by all accounts, to be connected with school level issues, 

investigators have yielded that affirmation has different degrees of effect and 

suggested that the pay and affirmation were intertwined. A tedious point has been the 

essentials of the school and zone administrators' exercises concerning teacher 

confirmation. In an examination concerned unequivocally with instructor certainty 

and school air, need was given to the organization rehearses showed by the school 

head. The examiners highlighted organization rehearses as an immense determinant of 

educators' morale. 

Pangrazi, & Beighle, (2019) gave up that educators were progressively useful 

whenever they were offered opportunities to check out the dynamic procedure. 

Teacher recognition, instructional activity, particular organization, and supporting 

capable improvement were all practices that influenced teacher morale. The results of 

a blend technique study coordinated by Mackenzie (2007) showed that 97% of the 

respondents recognized activity as an essential improvement for high educator morale 

(Huysman, 2008; Lumsden, 1998; Mackenzie, 2007 and Miller, 1981). 

Tschannen-Moran, (2009) kept up that understudy learning and educator 

morale were related to a positive school culture that was depicted by respect, shared 

fundamental administration, correspondence, and administrative assistance. As noted 

in the examination drove by Huysman (2007), instructor morale was low in light of  

the fact that the school culture was embedded with variations that transmitted from 

thecourseofforce.Furthermore,theeducatorsinthisexaminationrepresented 

nonattendance of affirmation, association methodologies, progress, partner relations, 

and pay rates as components that caused a wasteful school culture. 

Mackenzie (2007) approved these disclosures in an assessment of instructor 

morale in Australia. A couple of recommendations were offered to improve the school 
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culture. Of those propositions, educator extraordinary job that needs to be done, 

arranging time, administrative assistance, affirmation, and open entry ways for 

progress were found to offer could give executives impact to update or change the 

school culture. 

A couple of doubts can be contemplated from the assessment on instructor 

Morale. In any case, instructor morale can be fundamental to class accomplishment. 

Plus, the components that reason low degrees of morale appear to originate from 

incidental sources that are compelled by the managers and now and again the media. 

Educators may lose motivation since they feel decisions and approaches are one-sided 

reliant on some abstract rules. Prejudicial treatment and non-appearance of 

affirmation could be strengthened by pay trades among dealing parties as well. Low 

compensation degrees may be seen as a nonappearance of respect for the calling and 

unfairly when appeared differently in relation to the pay of officials. While school 

culture and air are related to administrative practices, the full large scale condition in 

which they work can be a strong determinant of what occurs at the school level. All in 

all, factors that impact educator morale has all the earmarks of being similar in nature, 

yet rather could be a qualification wherein segments hold more weight reliant on the 

amount of years in the calling and the authoritative issues of the zone (Willis and 

Varner,2010). 

Self-Efficacy Theory 

Self-efficacy beliefs are an important aspect of human motivation and 

behavior as well as influence the actions that can affect one's life. Regarding self- 

efficacy, Bandura (1995) explains that it "refers to beliefs in one's capabilities to 

organize and execute the courses of action required to manage prospective situations" 

(p. 2). More simply, self-efficacy is what an individual believes he or she can 
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accomplish using his or her skills under certain circumstances (Nevid, 2009). Self- 

efficacy has been thought to be a task-specific version of self-esteem (Lunenburg, 

2011). The basic principle behind Self-Efficacy Theory is that individuals are more 

likely to engage in activities for which they have high self-efficacy and less likely to 

engage in those they do not (Van der Bijl & Shortridge-Baggett, 2002). According to 

Schmidt and DeShon (2010), people behave in the way that executes their initial 

beliefs; thus, self-efficacy functions as a self-fulfilling prophecy. For example, 

Employee A has high ability and a great deal of experience in creating graphs, but 

does not have confidence that he can create a high quality graph for an important 

conference. Employee B has only average ability and only a small amount of 

experience in creating graphs, yet has great confidence that she can work hard to 

create a high quality graph for the same conference. Because of Employee A's low 

self-efficacy for graph creation, he lacks the motivation to create one for the 

conference and tells his supervisor he cannot complete the task. Employee B, due to 

her high self-efficacy, is highly motivated, works overtime to learn how to create a 

high quality graph, presents it during the conference, and earns a promotion. Self- 

efficacy has influence over people's ability to learn, their motivation and their 

performance, as people will often attempt to learn and perform only those task for 

which they believe they will be successful (Lunenburg,2011). 

Judgments of self-efficacy are generally measured along three basic scales: 

magnitude, strength, and generality. 

Self-efficacy magnitude 

 Self-efficacy magnitude measures the difficulty level (e.g. easy, moderate, and 

hard) an individual feel is required to perform a certain task (Van der Bijl & 

Shortridge-Baggett, 2002). How difficult is my class work? Are the quizzes easy or 
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hard? 

Self-efficacy strength 

 Self-efficacy strength refers to the amount of conviction an individual has 

about performing successfully at diverse levels of difficulty (Van der Bijl & 

Shortridge-Baggett, 2002). How confident am I that I can excel at my work tasks? 

How sure am I that I can climb the ladder of success? 

Generality of self-efficacy 

 Generality of self-efficacy refers to the "degree to which the expectation is 

generalized across situations (Lunenburg, 2011). 

 The basic idea behind the Self-Efficacy Theory is that performance and 

motivation are in part determined by how effective people believe they can be 

(Bandura, 1982; as cited in Redmond,2010). 

 Bandura (1977) outlined four sources of information that individuals employ 

to judge their efficacy: performance outcomes (performance accomplishments), 

vicarious experiences, verbal persuasion, and physiological feedback (emotional 

arousal). These components help individuals determine if they believe they have the 

capability to accomplish specific tasks. Williams and Williams (2010) note that 

―individuals with high levels of self-efficacy approach difficult tasks as challenges to 

master rather than as threats to be avoided‖ (Williams & Williams, 2010, p.455). 

Performance Outcomes 

 According to Bandura, performance outcomes or past experiences, are the 

most important source of self-efficacy. Positive and negative experiences can 

influence the ability of an individual to perform a given task. If one has performed 

well at a task previously, he or she is more likely to feel competent and perform well 
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at a similarly associated task (Bandura, 1977). 

 Positive example: If an individual performed well in a previous job assignment, 

the they are more likely to feel confident and have high self-efficacy in 

performing the task when their manager assigns them a similar task. The 

individual‘s self-efficacy will be high in that particular area, and since he or she 

has a high self- efficacy, he or she is more likely to try harder and complete the 

task with much better results. 

 Negative example: If an individual experiences a failure, they will most likely 

experience a reduction in self-efficacy. However, if these failures are later 

overcome by conviction, it can serve to increase self-motivated persistence when 

the situation is viewed as an achievable challenge (Bandura,1977). 

 ―Mastery experiences are the most influential source of efficacy information 

because they provide the most authentic evidence of whether one can muster whatever 

it takes to succeed. Success builds a robust belief in one's personal efficacy. Failures 

undermine it, especially if failures occur before a sense of efficacy is firmly 

established" Albert Bandura (1997). 

Vicarious Experiences 

People can develop high or low self-efficacy vicariously through other 

people‘s performances. A person can watch someone in a similar position perform, 

and then compare his own competence with the other individual‘s competence 

(Bandura, 1977). If a person sees someone similar to them succeed, it can increase 

their self-efficacy. However, the opposite is also true; seeing someone similar fail can 

lower self-efficacy. 

Increase in self-efficacy example: Mentoring programs, where one individual 

is paired with someone on a similar career path who will be successful at raising the 
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individual‘s self-efficacy beliefs. This is even further strengthened if both have a 

similar skill set, so a person can see first-hand what they may achieve. 

Decrease in self-efficacy example: Smoking cessation program, where, if the 

individuals witness several people fail to quit, they may worry about their own 

chances of success, leading to low self-efficacy for quitting, or a weight-loss program 

where others do not achieve the results you are hoping for. 

Verbal Persuasion 

According to Redmond (2010), self-efficacy is also influenced by the 

encouragement and discouragement pertaining to an individual‘s performance or 

ability to perform. 

 Positive example: A manager telling an employee: ―You can do it. I have 

confidence in you.‖ Using verbal persuasion in a positive light generally leads 

individuals to put forth more effort; therefore, they have a greater chance at 

succeeding. 

 Negative example: A manager saying to an employee, ―This is unacceptable! I 

thought you could handle this project‖ can lead to doubts about oneself resulting 

in lower chances of success. 

 Also, the level of credibility directly influences the effectiveness of verbal 

persuasion; where there is more credibility, there will be a greater influence. In the 

example above, a pep talks by a manager who has an established, respectable position 

would have a stronger influence than that of a newly hired manager. Although verbal 

persuasion is also likely to be a weaker source of self-efficacy beliefs than 

performance outcomes, it is widely used because of its ease and ready availability 

(Redmond, 2010). 
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Physiological Feedback (emotional arousal) 

People experience sensations from their body and how they perceive this 

emotional arousal influences their beliefs of efficacy (Bandura, 1977). Some 

examples of physiological feedback are: giving a speech in front of a large group of 

people, making a presentation to an important client, taking an exam, etc. All of these 

tasks can cause agitation, anxiety, sweaty palms, and/or a racing heart (Redmond, 

2010). Although this source is the least influential of the four, it is important to note 

that if one is more at ease with the task at hand they will feel more capable and have 

higher beliefs of self-efficacy. 

Teacher Self-Efficacy 

Self-efficacy is a one's belief about his/her ability to manage responsibilities 

(Bandura, 1977). All the more explicitly, teacher self-efficacy is about the ideal 

learning objectives of an educator to improve his/her students' learning (Rich et al., 

1996). Better instructive results rely upon the degree of his/her self-efficacy. Low 

degrees of instructor self-efficacy may repress the degree of accomplishment at 

school. There are sure personal and environmental factors in creating self-efficacy. 

These incorporate putting stock in one's ability to achieve an errand, displaying 

fruitful individuals and getting the backing of others (Bandura,1997). 

As of late, broad discontent with the thinness of the significance of educator 

efficacy, especially with the two-factor model start from the Rand-Rotter 

conceptualization (Tschannen-Moran, 2009). The educator's expert world is included 

the study hall region and the school space. In each area, the instructor must perform 

described tasks, and assurance portrayed expressive parts. 

In such way Bandura (1997) communicated that educators' perspective on 

efficacy depends upon more than their ability to show a point. Educator's 
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effectiveness is, somewhat, decided likewise by their efficacy in keeping up class 

room discipline that builds up a domain of learning, in utilizing assets, and in 

supporting parental endeavors to enable their kids to learn. Multifaceted scales for 

assessing teacher efficacy will consequently empower researchers to pick subjects and 

areas progressively deserving of center and thereupon produce effective teachers 

(Bandura, 1997). 

Considering Bandura (1997) assembled an instrument included seven sub- 

scales: efficacy in affecting dynamic, efficacy in influencing the acquisition and usage 

of school resources, teaching efficacy, efficacy in disciplinary issues, efficacy in 

enlisting parental assistance, efficacy in remembering the network and efficacy for 

making in open school climate. This instrument gives a multi-faceted picture of 

educators' feelings concerning their own one of a kind efficacy. A few late explores 

have highlighted the legitimate piece of the instructor's work, and its significance with 

respect to the educator's inclination of efficacy. 

Recollecting created by Bandura (1997) and others, Tschannen-Moran et al, 

(1998), saw that school climate, for instance, school atmosphere, head, lead, sentiment 

of network among school staff and school dynamic systems are critical for the 

educator's inclination of professional efficacy. These examiners thusly proposed a 

model that merges both teaching activities and school settings in their definition and 

conceptualization of instructor proficient efficacy. Seti, (2008) expanded the 

possibility of instructing efficacy, associating it with the marvel of expert burnout and 

its treatment. 

Seti, (2008) battled that the possibility of self-efficacy is involved three 

domains: The Task Domain (the level of the instructor's aptitude in educating, training 

and convincing understudies); the Interpersonal Domain (the educator's ability to 
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work pleasantly with others, particularly organization recipients, accomplices and 

direct chairmen) and the Organization Domain (the instructor's ability to affect the 

social and political powers of the affiliation). Assembling himself concerning these 

three elements of educator efficacy (Task, Relations and Organization), Friedman 

(2000) proposed methods for adjusting to instructors' work worries, considering the 

need to fortify their sentiment of self-efficacy. 

Researchers have additionally communicated disappointment with the 

endeavors to fuse the feeling of efficacy into an excessive number of various sorts of 

occupations. In such manner, Bandura (1997) proposed that teacher feeling of 

efficacy isn't really the equivalent for various classifications of errand expected of the 

teacher, nor for the various subjects that they teach. 

Self-efficacy of educators is likewise identified with educators' substance now 

an edging in their classes (Marri et al., 2012)., "students' scholarly change, examples 

of teacher conduct and practices identified with classroom quality, and variables basic 

teachers' mental prosperity, including individual achievement, work fulfillment, and 

duty" (Zee, 2016), and adapting to social issues (Egyed & Short, 2006). Also, teachers 

need motivation in their working environments. As an instructor's self-efficacy 

convictions improve his/her motivation (Tschannen & Woolfolk, 2001) which may 

have a significant commitment to school society. 

Educator self-efficacy has three dimensions, which are efficacy for student 

responsibility, efficacy of instructional methods, and efficacy in the classroom. An 

educator with a high condition of self-efficacy is productive in student duty, 

instructional procedures and study hall the board by allowing understudies to check 

out the activity, improving teaching rehearses and doing a better than average 

association of the learning condition (Isaac & Kass, 2002). 
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To entirety up, the literature dealing with characterizing teacher efficacy and 

its parts obviously demonstrates the current meanings of this concept to be narrow and 

restricted as far as their scope and the features they grasp, and that there is 

accordingly, a need to characterize the concept of teacher efficacy all the more 

comprehensively. 

Self-efficacy, job satisfaction, motivation and commitment: exploring 

the relationships between indicators of teachers‟ professional identity 

Self-efficacy, job satisfaction, business related obligation and change in 

educators' level of motivation are progressing here as pointers of instructors' 

inclination of their professional identity. They are the depiction of the more gathered 

build up that professional identity emits an impression of being. Thusly, it is basic to 

perceive how this creates relate to each other. They have been investigated freely and 

in groups mix in various examinations (Cooper-Hakim & Viswesvaran, 2005), 

notwithstanding, no exploration has been done, which relates them all to one another, 

nor to give, as fighting in this assessment, an impression of educators' perspective on 

their own professional identity. 

Self-efficacy 

In various speculations, self-efficacy is advanced as a choosing conduct. The 

expectancy value theory (Vroom 1964; Wigfield and Eccles 2000), for instance, 

acknowledge that the likelihood of accomplishing esteemed outcome prompts 

unequivocal lead. If an individual acknowledges that she is good for getting a positive 

result, taking everything into account, she goes over that conduct. In addition, inside 

the attribution theory, the feelings of obligation, seeing unequivocal outcomes are 

progressed as controlling a person's resulting conduct Rupp, & Mallory, (2015) 



34 

 

 

 Bandura (1977) perceived outcome needs and efficacy wants. In current 

implications of educator self-efficacy, a couple of creators revolve around the 

instructors' obvious ability to impact understudy results (Cruz and Arias 2007), while 

others base exclusively in efficacy wants to yet expand this by considering the settings 

where educators work (Tschannen-Moran et al.1998). 

 As Friedman and Kass' (2002) definition considers the homeroom setting and 

the more broad school setting, similarly as social edges which accept a noteworthy 

activity in created by instructors their importance of educator self-efficacy is followed 

in this study: An instructor's perspective on their ability to (a) perform required 

capable tasks and to coordinate relations drew in with the route toward teaching and 

instructing students and (b) perform legitimate tasks, become some part of the 

affiliation and its political and social techniques. (Friedman and Kass 2002, p. 684). 

 Inside Ryan and Deci's (2000) self-assurance theory, a person's notion of 

expertise relates to a person's level of character motivation. Bandura (1993) himself 

suggests self-efficacy feelings as expecting a key activity in motivational strategies. 

Self-efficacy is often delineated simply like a piece of motivation and has been used  

in specific examinations as an estimate for the motivation construction (Ciani et al. 

2008). Self-efficacy is related to conduct changes, routinely through its effect on 

motivation. Schepers et al. (2005), for instance, depict educators' professional efficacy 

simply like the fundamental sparkle in instructors' work. As such, acknowledge that 

educators' self-efficacy contributes determinedly to instructors' change in level of 

motivation. 

 Using an online instrument, Judge et al. (2005) examined 251 representatives 

working in three unique affiliations and foreseen a positive association between these 

laborers' center self-evaluations. These are the focal examinations that people make 
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about their worth, wellness, and limits and fuse self-efficacy and job satisfaction. 

 The significance of responsibility of Rots et al. (2007) and Chan et al. (2008)  

is as per the definition for the occupational commitment develop used here: "amental 

association between an individual and their occupation that relies upon a loaded with 

feeling reaction to that occupation" (Lee et al. 2000). Against this establishment, 

expects that instructors' self-efficacy adds to educators' occupational commitment. 

Guy et al. (2010) reviewed, considering the self-assurance hypothesis, the longitudinal 

relations between academic self-idea, free insightful motivation and achievement. 

 Guay et al. (2010) express that apparent fitness is a form a lot of equivalent to 

the self-idea and used an apparent capability scale to quantify insightful self-idea. 

Self-efficacy, in like way, resembles these fabricates and thus use the revelations of 

Guay et al. (2010) as a sign that motivation may accept a mediating work in the effect 

of self-efficacy of various builds. To look at this case, acknowledge in the applied 

model that the impact of self-efficacy on word related duty is to somedegree mediated 

by a change in instructors' degree ofmotivation. 

Job satisfaction 

 Bogler and Somech (2004) propose a further assessment into the impact of 

various components on educators' responsibility, for instance, teachers' commitment. 

Landsman (2001) inspected the hypothesis that job satisfaction unequivocally impacts 

occupational commitment using data from 1,133 open kid government assistance 

delegates. The agents' job satisfaction fundamentally foreseen the laborers' 

occupational commitment (β=0.21, p<0.001). Consequently, expect that  educators' 

job satisfaction adds to the instructors' occupational commitment. 

 Through connection examination, instructors' motivation has been seen in 

essentially related to educators' job satisfaction (r=0.38, p<0.01; Davis and Wilson 
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2000). A specific bearing between these two creates has been suggested by, for 

instance, Maslow (1943) developed his hypothesis on the individual's needs, where he 

explains that satisfaction of these necessities motivates people. 

Hackman and Oldham (1976) avowed their job characteristics model using 

different relapse investigation on the information of 658 delegates managing 62 

unique vocations in seven affiliations. The model decides the conditions under which 

delegates will end up being inside motivated to play out their work reasonably. Five 

center professional estimations (inclination combination, task character, task 

significance, independence and info) sway three fundamental mental states 

(experienced weightiness, experienced commitment with respect to results and data of 

the genuine outcomes) which sway individual and work results including work 

motivation. Thusly, except that educators' job satisfaction adds to instructors' 

modification in their level of motivation. 

Change in level of motivation and occupational commitment 

Motivation is portrayed as a great deal of interrelated feelings and sentiments. 

These feelings and sentiments drive and effect lead (Martin and Dowson 2009; 

Wentzel 1999). A couple of makers further decided the effect of motivation on 

conduct: Motivation is what starts, proceeds and thinks direct (Sinclair et al. 2006). 

Latham and Pinder (2005) refined the importance of motivation further for 

work motivation. They portrayed work motivation as "a ton of lively powers that start 

both inside similarly as past an individual's being, to begin business related lead and to 

choose its structure, heading, power and length" (Latham and Pinder 2005). 

Motivation for educating is investigated on a very basic level by analyzing educators 

with respect to varying kinds of inspiration (Watt and Richardson 2008), for instance: 

'working with youngsters' or 'have had rousing educators'. 
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The researcher is convinced that the modification in level of motivation 

delineates a bigger number of information than the level of motivation when 

instructors entered the teaching profession or the current level of teachers' inspiration 

portray autonomously. Change in level of motivation is critical for educators' current 

inclination of their expert way of life as it merges past experiences. No research was 

found that truly relates an overall extension of instructors' change in level of 

inspiration to educators' occupational commitment. 

Sinclair et al. (2006) have evaluated that educators' motivation underpins the 

instructors' occupational commitment, anyway didn't analyze this suggestion further. 

Change in instructors' level of motivation contributes emphatically to educators' 

occupational commitment and explores whether this relationship is truly present. An 

extension in educators' level of motivation will provoke progressively word related 

duty and that a lessening in instructors' degree of motivation will incite occupational 

commitment. 

Teachers’ sense of efficacy is dynamic, contextual, and influenced by many factors 

Self-efficacy is the confidence in one's abilities to be convincing and to have 

an office in given conditions, along these lines affecting "how people think, feel, rouse 

themselves, and act" (Bandura, 1997). For educators, self-efficacy is an enormous 

segment of their professional identity and correspondingly, their morale and 

motivation. Instructors' efficacy feelings are customarily associated with their 

capacities related to students' responsibility and execution (Tschannen, Woolfolk & 

Hoy,1998). 

It is basic to point out, in any case, that instructors' associations with the 

various pieces of the school condition, relationship with accomplices, viewpoints on 

outside orders, attitudes toward educators and schools, and any number of related 
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components most likely effect efficacy feelings moreover. Through the range of their 

vocations, educators' perspective on their own abilities and efficacy change and 

impact their demonstration. Exactly when educators' inclination of efficacy is 

undermined, it can antagonistically influence the workplace condition and individuals 

with whom they work, along these lines, perhaps hurting the display of the affiliation 

by and large (Bogler & Nir,2012). 

Teachers' quality, regardless, can diminish the impact of approach changes, 

working condition demands and other deliberate nerves. Instructors' inclination of 

efficacy relies upon their self-impression of their own individual academic capacities, 

content, information, coordinated efforts with students, saw levels of independence, 

and other biological components, and it stays a critical part of their morale, motivation 

and professional identity. Basically, instructor reinforcing as related to self-efficacy is 

the hugest determinant of intrinsic fulfillment (Bogler and Nir, 2012). To some degree 

most of the 24 State Teachers of the Year pointed out that their morale, motivation 

and professional identity are influenced by their feeling of viability. 

All together "to turn out stunning enhancements in instruction," improved 

instructor morale because of progressively unmistakable educator efficacy is a 

verifiable prerequisite, "given that you like what you're doing, by then you will work 

commendably. Along these lines, Morale clearly impacts your introduction." Donna, a 

simple instructor from the Midwest, feels that "educators' Morale improves with their 

conviction, with their own adequacy". 

Challenges to Teachers‟ Self-Efficacy and Morale 

Although various educators have the individual grit and master support to 

direct the impact of new enlightening systems, in any case positive or very much 

expected, many fights with the advancing challenges of school change and its impact 
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on instructor personality, morale, motivation, and efficacy. Educators who are much 

of the time most in peril to extended sentiments of nervousness and perhaps burnout 

are the people who have the most grounded sentiment of occupation about their work 

(Kleinman, 2007). 

These educators may feel that the morale motivation driving what they do is in 

difficulty, or doesn't alter, with the targets and estimations of the movements 

happening. Their intrinsic motivation and sentiment of efficacy may be undermined, 

and they may end up growing disheartened. Also, various educators, especially those 

with different extended lengths of association, habitually experience issues 

challenging the troubles and demands of instructive change. This is significantly 

dynamically enunciated when instructors' capacity and characteristics are tried by 

those outside of the profession (Hargreaves, 2001). 

Lower morale and a weakened or uncertain sentiment of efficacy may result, 

and educators normally experience a sentiment of lack of protection even with 

change." Many of the challenges to instructors' morale, according to Hargreaves, 

2001, "are an immediate after effect of the significant number of changes that are 

coming and they haven't given us any extra time." In Hargreaves, 2001 end, the 

solicitations and stresses of informative change have made various instructors "feel 

like they're being drawn closer to achieve to a consistently expanding degree and that 

is just a glimpse of something larger, yet there hasn't been any extension in arranging 

time." Along these lines, "these educators who had the hardest time were by the doing 

really well. They were the pros in this way now; they never again are."(Hargreaves, 

2001). 

Self-Efficacy Relation with Teachers‟ Motivations for Teaching 

Educators' self-efficacy has been over and again showed to be a significant 
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factor for the viability of the teaching movement, as it is an incredible drive impacting 

the conduct of teachers and the exertion put in the undertaking (Klassen et al., 2009; 

Klassen and Tze, 2014). Consequently, improved educator self-efficacy can bring 

about improved instructor emotional well-being and occupation fulfillment (Bandura, 

1977).  

In light of this, it is the fate of outrageous significance to comprehend what 

impacts educator's faith in his/her capacity to effectively adapt to assignments, 

commitments and moves identified with his/her expert job (Caprara et al., 2006; 

Tschannen-Moran and Hoy, 2007). With this intention, educators' very own qualities 

might be something of incredible interest to investigate. To be sure, values have been 

appeared to viably anticipate laborers' self-efficacy (e.g., Sousa et al., 2012).   

Other than whether and the degree to which educators' qualities self-efficacy 

connection changes as an element of instructors' motivations for showing Specifically, 

the relations between close to personal estimations and self-efficacy was required to 

be more grounded for self-decided instructors, in particular those educators portrayed 

by low controlled motivations (i.e., performing showing movement in view of outside 

remunerations) and high self-ruling ones (i.e., ascribing an inborn worth to their 

expert action). Self-assurance may enact values and related practices, in this manner 

reinforcing the qualities self-efficacy connection (Caprara, 2001). 

It arose that educators gave the best significance to self-amazing quality and 

preservation esteems (Verkasalo et al., 1996). In this manner, the educators perceived 

the significance of qualities like the government assistance of in-group individuals, 

resilience, social equity, world magnificence (i.e., consideration and universalism, 

congruity, security, and custom). Curiously, as indicated by Schwartz's (2012) refined 

model of qualities, self-greatness and preservation are the two qualities zeroed in on 
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friendly results, specifically values basically directing what one socially identifies 

with others and means for them, though receptiveness to change and self-

improvement are generally centered around personal circumstance. Hence, in their 

worth needs educators have all the earmarks of being socially arranged, both as far as 

focusing on others (i.e., kindness and universalism) and as far as support of the 

current request (i.e., custom, congruity, and security). 

Motivation 

Significance of motivation suggests "the reasons crucial demeanor" (Guay et 

al., 2010, p. 712). Feature of motivation that is stimulated by near and dear pleasure, 

interest, or satisfaction. As Kleinman, (2007) watch, "innate motivation invigorates 

and proceeds with practices through the unconstrained achievements trademark in 

feasible volitional action. It is shown in rehearses, for instance, play, examination, and 

challenge searching for that people routinely achieve for outside compensations". 

Scholars routinely offset innate motivation with extrinsic motivation, which is 

inspiration managed by fortress prospects. By and large, educators accept inherent 

inspiration to be progressively appealing and to realize favored learning results over 

extrinsic motivation (Kleinman, 2007) 

Importance of Motivation 

Motivation can be seen as a key factor that can impact people's working 

conditions. Addison and Brundrett (2008) believe it to be basic for both individual  

and various leveled executions. In such way, Shaari, Yaakub and Hashim (2002) 

show that extraordinarily motivated individuals will when allis said in done perform 

well busy working and to be increasingly proficient and legit. Singla (2009) states that 

motivation makes agents work better and as such achieves higher productivity, 
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similarly as making higher advantages for their association. 

Singla (2009) gathers the hugeness of laborer motivation as seeks after; it: 

1. Improves execution level. 

2. Helps to change the negative or disconnected mood of laborers. 

3. Reduces specialist turnover. 

4. Helps to diminish non-appearance. 

5. Reduces assurance from change. 

While Lombardo, (2006) battles that the unpredictability of instructors' 

attitudes and working conditions infer that there is no obvious explanation of what 

motivates or de-motivates them, others do try such explanations. For example, 

Moreira, Fox and Sparkes (2002) express that instructors' motivation relates to their 

recognition and attempt in finishing their work and to their capacity to remain in 

training; Frustrated educators may search for elective decisions with progressively 

engaging possibilities for work achievements, vocation improvement and individual 

fulfillment. 

Another essential piece of instructors' motivation to teach is its impact on 

students' inspiration to learn (Recepoglu, 2013). In this manner, Rashid et al. (2010) 

underscore that enthused educators add to the headway of instructional quality and the 

improvement of students into gainful citizenry. Bishay (1996) found a positive 

connection between's instructors' inspiration and students' achievements, while 

Michaelowa (2002) and Otube (2004) report that de-motivated educators oppositely 

impact the idea of training and students' learning and success. 

Educators' motivation is also huge for instructive changes; as persuaded 

instructors can move toward improving the instructive structure. Even more basically, 
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educators' inspiration can ensure that technique changes are executed. Besides, 

educators' Motivation is huge for their conceit and to achieve their goals. Thusly, it 

might be fought that educator motivation is added to the long stretch accomplishment 

and execution of the instruction structure (Otube, 2004; Recepoglu, 2013). 

It might be contemplated that there is an advancing wordplay on portraying 

motivation and perceiving the factors that persuade workers. Regardless, with the 

ultimate objective of this investigation, instructors' motivation implies the 

fundamental driving force which underpins secondary school educators' undertakings 

to meet their work targets inside the Pakistani educational setting. 

Theoretical perspectives on Motivation 

Motivation has been diversely portrayed in the writing. Lombardo, (2006) 

portray it as the imperatives and course of direct. Motivation is accepted to be 

responsible for 'why people decide to achieve something, how much they are anxious 

to help the development and how hard they are going to look for after it' (Dörnyei, 

2001). Motivation has furthermore been depicted as objective coordinated conduct. 

People are persuaded when they expect that a course of action is presumably going to 

incite the achievement of a goal and a regarded reward - one that satisfies their 

requirements (Hoy and Miskel, 1991; Tracy 2000; Ofoegbu, 2004; Armstrong, 2007). 

Misra, & Kumar, (2000) implied motivation as the origin, force, and resourcefulness 

of conduct. Tracy (2000) considered inspiration to be comprised of inner trying 

conditions, for instance, wishes, needs, and drives that start or moves individuals. 

Work-related Motivation 

Wlodkowski, & Ginsberg, (2017) see business related motivation as the 

perplexing forces, drives, needs, strain states, or various instruments that start and 

keep up business related practices toward the achievement of individual targets. 
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Wlodkowski, & Ginsberg, (2017) saw that inspiration is the level of effort an 

individual is glad to apply toward the achievement of a particular goal or thought 

process. Three guideline orders of speculations of motivation have been made to light 

up the examination with respect to representative in associations: content theories, 

technique and stronghold hypotheses (Dunn,2013). 

Maslow’s content theory of motivation 

Content theories revolve around the characteristics and necessities which 

rouse people and are basically worried about perceiving the elements that sway 

conduct, while trying to explain the specific factors that motivate people. (Campbell 

and Pritchard, 1976; Ferguson, 2000). Maslow's is one of the most, prompt and most 

popular substance hypotheses of motivation. Maslow (1954) sets that there are five 

degrees of human needs, or a "hierarchy of needs." 

Physiological necessities, for instance, food, drink, sanctuary, lay, etc. are the 

most basic of everyone. They could be arranged as survival needs. 

Security and security. This level tends to the necessity for representatives to be 

liberated from chance, to be liberated from fiscal shakiness, and to be liberated from 

various risks that sabotage their physical security and prosperity. The requirement for 

social and energetic affiliation. This level joins such needs as reverence, friendship, 

and affirmation by a social affair. 

Regard and appreciation. This fuses the necessity for confidence, confidence, 

affirmation by companions, respect, balance, status, gratefulness, and greatness. 

Self-culmination or self-affirmation. This is the requirement for the most 

extraordinary achievement of a person's latent capacity, self-verbalization, creative 

mind, independence, self-course, and mental turn of events. 
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Porter’s needs theory 

Ullah (2016) developed a need hypothesis that can apply to the chief in a 

specialist setting, replacing the physiological needs level with self-rule. He saw the 

requirement for self-rule as the aching to control one's work situation, the hankering 

to affect the affiliation, decision support, and a hankering for capacity to use the 

affiliation's advantages. He set this need level rapidly underneath the self-completion 

level. Along these lines his five levels would be: (1) security; (2) connection; (3) 

confidence; (4) independence and (5) self-realization. 

Vroom‟s expectancy theory 

This methodology hypothesis set that human's inside drives or powers are 

influenced in power and course by the likely aftereffects of their exercises. To lay it 

out simply, laborers' undertakings are affected by instrumentality, or the probability 

that a given degree of execution will realize a positive outcome, which can be 

rewarding, motivating powers, affirmation, achievement, or other great outcomes. 

Under Vroom's assumption, a person's motivation is influenced by the alluring 

quality or worth that the pro joins to the outcome. Vroom educated that two sorts of 

aftereffects of a movement are possible: direct results and indirect results. Direct 

results are the brief outcomes of an activity. Indirect results are what happened as a 

result of the brief outcomes of the activity. 

Various studies have exhibited that the idea of a representative's work is a 

segment of the drawing in nature of the likely results of the laborer's undertakings and 

the utility or instrumentality of good work for achieving those results. (Taxén, 2003; 

Lawler and Porter, 1967; Hackman and Porter, 1967; Schneider and Olson, 1970; 

Silver, 1982). This is especially substantial for internal coordinated workers since 

such representatives, rather than external coordinated representatives, have a more 
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grounded conviction that their own one of a kind effort will impact the results (Lawler 

and Porter,1967). 

Herzberg's Motivation-Hygiene Theory (1966) – Long-term impact of 

motivators: accomplishment, acknowledgment, the work itself, duty and progression. 

Intrinsic and Extrinsic Factors 

Two types of motivation as firstly identified by Herzberg, Mausner and 

Snyderman (1959). 

Intrinsic Motivation. Is self-created factors that sway people to act in view of 

a specific objective or to move in a particular heading. These factors join commitment 

(feeling that the work is critical and having control over one's own special resources), 

self-administration (chance to act), augmentation to use and make aptitudes and limits, 

charming and testing work and open entryways in progress (Armstrong,2007). 

Extrinsic Motivation. It relates to what is done to or for people to enthused 

them. These consolidate rewards, for instance, extended compensation, recognition, or 

headway, and orders, for instance, disciplinary movement, holding pay or 

investigation, (Armstrong, 2007). It is moreover influenced by external components, 

for instance, pay, giving better working and day to day environments and open 

entryways for in-service training. 

Frase‟s work content and work context factors 

Frase (1992) battles that person show is affected by substance and the setting 

factors. Work setting factors fuse factors, for instance, the size of the class, the school 

prosperity, and disciplinary conditions. Work substance components are related to 

proficient turn of events, affirmation, testing work, fortifying, accomplishment and 

authority. 
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Capacities beliefs 

Edge convictions psychological states, for instance, self-efficacy, confidence, 

confidence, and certainty (Leithwood et al., 2002). Goddard (2000) distinguished that 

obvious self-adequacy fabricates the characteristic estimation of effort and adds to a 

sentiment of total viability regarding a social affair as well. 

Teacher Motivation 

Motivation is one of as often as possible investigated subjects in the field of 

psychological research and teaching and is all around observed as the imperatives or 

drive that moves people to achieve something. As per educator motivation, Sinclair 

(2006) has described it as 'what attracts individuals instructing, how much they remain 

in their basic instructor training classes and likewise the teaching profession, and how 

much they interface with their courses and the teaching profession. 

Teacher Motivation Patterns Emerging from the Research 

Qualified versus Non-Qualified Teachers 

 Ensuring that all instructors are qualified might be required to be a critical 

strategy for improving and keeping up a lot of professional commitment and 

motivation. Regardless, in practically all the country cases in Bennell and 

Akyeampong (2007) study, there were no sizeable differentiations between the 

motivation levels of qualified and inadequate educators, even given that unfit 

instructors are paid impressively less and many are bewildered by compelled 

opportunities to acquire fundamental educating capabilities. Some bit of the 

explanation is that unfit educators tend to have lower work desires than qualified 

instructors. 

 As the Lesotho report highlighted, 'incredible academic outcomes may urge 
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instructors to have higher wants for various pieces of the situation, for instance, pay, 

working conditions and instructional assistance' (Urwick et al., 2005). In various 

countries, the unfit educators are just grateful to be utilized by any stretch of the 

imagination. 

 Typically, the whole issue of capability and motivation is unequivocally age- 

related. Increasingly energetic instructors are better taught and have obtained higher 

expert capacities. In any case, whether or not they can find schools in preferred 

territories, stimulation levels don't emit an impression of being higher. Truly, in 

specific countries, it is exceptionally clear that increasingly young educators are really 

de-motivated (Armstrong, 2007). 

Rural versus Urban 

It is usually expected that working in provincial schools is amazingly 

continuously irksome, and thusly more de-motivating than working in urban schools 

in view of the helpless living and working conditions. In any case, the revelations 

from country contemplates exhibit this isn't commonly the circumstance. Instructors 

who work at schools in their home (country) domain can have more raised measures 

of employee satisfaction than their partners who are 'untouchables' in the region 

(Bennell and Akyeompong,2007). 

Locally based instructors will undoubtedly have consistent increasingly 

removed family and casual associations, be known to the network, and have 

progressively raised measures of responsibility to propelling preparing and 

improvement practices in the locale. They are also at risk to move toward land. Such 

models are seen in various countries around the globe. An assessment on work 

fulfillment in commonplace north-west China revealed striking complexities in levels 

of educator stimulation among country and fiscally varying urban core interests. 
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 Educators in the last networks were less satisfied, while instructors in the 

provincial towns with less occupants were busy with rustic endeavors and felt 

continuously associated with and drew in with their work (Sargent and Hannum, 

2005). The essential interest of towns and urban networks is that it is more 

straightforward for assistants to search for a work, there are progressively open 

entryways for additional examination, and, all things considered, the level of 

improvements is much higher. 

 Regardless, this is once in a while adjusted by much more prominent costs of 

urban living (particularly rent and transport). In this way, not all urban-based 

educators are progressively blissful. In specific countries, there are contrasts in 

inspiration between rustic/urban regions by age and level of understanding. 

Motivation levels among increasingly settled instructors in country zones in will as a 

rule be higher since they are more joyful with their callings than progressively 

energetic educators. Progressively young instructors in country domains, on the other 

hand, are less content with their businesses (Bennell and Mukyanuzi,2005). 

 One rehashing explanation is that increasingly prepared instructors with longer 

residency feel a progressively vital relationship with their networks, improving their 

non-budgetary inspirations. 'Also, progressively settled educators as often as possible 

have an increasingly noticeable sentiment of employment steadiness, particularly in 

government funded educational systems' (Alcázar et al., 2006; cited by Richardson, 

2014). 

Primary versus Secondary 

Motivation levels appear, apparently, to be generally higher among secondary 

teachers in a huge bit about the logical examination countries. This is demonstrated by 

the way that gigantic degrees of elementary instructors need to upgrade their 
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capabilities with the objective that they can wind up secondary educators (Bennell and 

Mukyanuzi, 2005). Meeting information showed that secondary educators would all  

in all be better persuaded. In this particular circumstance, educators' day to day 

environments, which are noticeably better for secondary schools, was a key factor 

(Kadzamira,2006). 

Private versus Government 

 The turn of events and expansion of minimal effort private schools in low-pay 

countries has been fought as a means to achieving targets of general access and 

growing quality (Hermosilla, Anderson and Mundy, 2014). As demonstrated by 

Bennell and Mukyanuzi, (2005) instructors work satisfaction and stimulation were 

obviously higher in private schools, rather than public schools. More diminutive class 

sizes, closer oversight by the administrators and proprietors, and to some degree the 

openness of advantages were especially critical components in explaining this 

dissimilarity (Kadzamira, 2006). Various components affecting motivation in private 

schools are progressively noteworthy remunerations, better working and day to day 

environments, and progressively practical organization. 

 These discoveries seem, by all accounts, to be clashing to the likelihood that 

educators in negligible expense non-state funded schools that target lower pay 

families are consistently less qualified, have lower pay rates and weak business 

steadiness conversely with their government funded school accomplices. One 

explanation is that instructors are progressively mindful to their clients (children and 

gatekeepers) and their executives (head educators, area and nearby level experts) in 

non-public schools and are increasingly loath to be missing or not viably training in 

the study hall. Another contributing variable is that tuition based school instructors 

may be progressively reliable with boss desires in association with the use of 
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instructional activities, materials and practices (Bennell & Akyeampong, 2007). 

 A couple of assessments have shown that when responsibility systems in 

government schools are weak at both the school and area level – and there is little 

information conferred to gatekeepers or parent care about how to think about schools 

accountable for educator's expert lead – there isn't a lot of that can inforce the expert 

direct of instructors (Sargent & Hannum, 2005). 

 There are various exceptions to these rules, generally since non-public schools 

are so varying concerning size, costs and client social occasions. Scientists in like 

manner note a nonappearance of consistency in portraying splendid educating in the 

writing on privatization, and the difficulty in taking a gander at disclosures between 

schools or countries. To lay it out simply, the verification that instructing motivation 

and the idea of educating is better in non-public schools don't have any inflexible 

principles and isn't unquestionable at this moment. Though (non-public school) pay 

rates are seen as usually pleasing, the growing contention between non-public schools 

joined with the heaviness of free instruction in the open division have incited a lot of 

weight and has added to Morale in these schools. Morale at private schools giving 

food to low-pay bunches are poor for most instructors are unfit, are paid a remittance, 

and need to endure helpless working conditions' (Hyde et al.,2005). 

Male versus Female 

 Two or three examinations have included differentiations in levels of 

motivation among male and female instructors, while others found no measurably 

noteworthy variation (Richardson, 2014). Bennell's (2005) concentrate on the 

educator inspiration in Africa and Asia found that persuasive models were different 

among people. Men were logically stressed over extraneous prizes, however ladies 

focused on inborn compensations to the extent the satisfaction of instructing and 
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working with kids. Correspondingly, in an examination of pre-administration English 

educators in Turkey, female instructors reported altruistic and inborn Motivations for 

entering the calling, contrariwise with male educators (Topkaya & Uztosun,2012). 

 On the other hand, Spector (2003) examination of pre-administration 

instructors' inspirations for joining instructing in Pakistan found that male planned 

educators appeared to have picked instructing for characteristic and social 

responsibility reasons, more than female teachers. Female instructors demonstrated 

that they picked indicating more for singular utility parts, for instance, an ideal 

opportunity for family and professional stability. 

 A couple of examinations, on the other hand, found no major stimulating 

complexities among male and female educators. Bennell and Mukyanuzi's (2005) 

concentrate in Tanzania found that there was no noteworthy distinction between sex 

with respect to instructors' near and dear clarifications concerning motivation. Also, 

Ramachandran et al. (2005) found that there was no connection between sexual 

orientation and motivation levels among government funded teachers in India. 

Alcázar et al., (2006) also found that male and female educators had equivalent 

responses during interviews. Their nonattendance rates were comparable, too. 

Motivation in researcher‟s point of view 

 Motivation incorporates a star gathering of feelings, perceptions, 

characteristics, interests, and exercises that are generally immovably related. As needs 

be, various approaches to manage inspiration can focus on cognitive practices, (for 

instance, checking and framework use), cognitive points of view, (for instance, 

perceptions, feelings, and demeanors), or both. Of course, Turner (1995) accepts 

stimulation to be equal with psychological responsibility, which he portrays as 

"purposeful vocations of high state self-coordinated learning systems, for instance, 
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centering, affiliation, masterminding, and checking". 

 Skinner perceived different sorts of strengthening. Positive strengthens, or 

prizes are results that development the probability of a given lead they were made 

wards upon, while negative reinforcers are results that increase the probability of a 

given direct by emptying or diminishing some negative outside upgrade. The 

discipline, of course, insinuates unpalatable results that are decreasing the probability 

of a given conduct. Under this structure, the educator's activity is clear: to use not too 

bad assessments and praise to compensate needed a lead and dreadful assessments or 

loss of advantages as order. As Stipek saw, this strategy is limited to the extent that 

prizes and teaches are not comparably groundbreaking for all understudies, and 

needed practices, (for instance, centering) are difficult to sustain. What's more, the 

benefits of extraneous prizes will, all in all decay after some time (Stipek,1996). 

 In-service training ventures are relied upon to remain up instructors with the 

most recent or conceivably to address the issues which occur in their viable educating. 

The necessity for in-service training or staff progression program for educators accept 

a fundamental activity in productive preparing change. It is like manner fills in as an 

expansion among imminent and experienced teachers to address the new troubles 

towards self-head way. In working up the polished, professional expertise status of 

educators, the training program, for instance, in-service training should not escape 

from the reproduction that occurs (Stipek, 1996). 

Factors that influence the motivation and job satisfaction of teachers 

A couple of components expect a vocation in the motivation and occupation 

satisfaction of representatives in the workplace. As clarified before in the 

investigation, the assembles 'motivation' and 'employment satisfaction' are self- 

governing and their suggestions are totally unrelated. The factors are requested as 
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measurement, various leveled and definitive practice factors, and are discussed here 

under. The components are by and large regular and unavoidable, as they are 

applicable to instructive and other various leveled milieus notwithstanding the way 

that the standard spotlight is on (secondary) schools. 

Demographic factors 

Demographic parts are those components that are difficult to miss to singular 

representatives, and join age, sexual orientation, the work resides, word related level, 

instructional level, character and impression of the work (Schulze, 2003). These 

components are discussed underneath. 

Age. Investigation revelations of a couple of examinations show varying 

degrees of motivation levels of representation in the workplace. As demonstrated by 

Schulze and Steyn (2003) stimulation levels of increasingly young representatives 

fresh out of preparing resources, similarly as workers approaching retirement are 

fundamentally higher than the people who are in the middle. Likely purposes behind 

this curvilinear model, as demonstrated by amasses in the United States and United 

Kingdom (Spector, 2003), are that the new officeholders to the club are naturally 

motivated to influence their engraving', to get permanency in the calling, and fulfill 

their own focuses and want. This is with respect to McClelland's adapted needs notion 

(Luthans, 1998) that expresses that officeholders are driven by a necessity of force 

and association, similarly as Maslow's requirement for self-realization (Spector,2008). 

Gender. A study concerning sex as a determinant of motivation of 

representatives in the workplace is limited (Schulze and Steyn, 2003). According to 

Hillebrand (Schulze and Steyn, 2003), female educators generally need an agreeable 

relationship with students, and extraordinary weights and working hours that are 

acceptable with their employments as mothers or homemakers. Various female 
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teachers considered the to be legitimate work as unnecessary and de-motivating 

(Schulze & Steyn, 2003). 

According to Spector (2003), a couple of examinations taking a gander at 

work fulfillment levels among people reveal amazingly little complexities. Various 

explores in the UK and elsewhere show that female educators show bigger measures 

of occupation fulfillment than the male instructor (Crossman & Harris,2006). 

Race. A continuous report in the USA on racial advantages in the professoriate 

revealed different challenges looked by non-white scholastics and these continually 

influenced their degrees of motivation and occupation fulfillment. These troubles 

included cover all: low amounts of minorities in the professoriate and nearby; blocks 

to residency and progression; opinions of "otherness" and experiences of racial and 

ethnic tendency (Jayakumar, Howard & Allen,2009). 

Job tenure. Occupation residency insinuates the amount of long help of an 

individual has as a delegate of an affiliation, similar to the measurement factor age. 

Thinks by Schulze and Steyn (2003) and Spector (2003) reveal that there is a 

curvilinear association between work residency and the degrees of inspiration of 

individuals. 

Occupational level. Work related level. Word related level insinuates the 

spots that agents hold at the request for an affiliation. Rewards decidedly sway the 

motivation level of the relevant educators. (Spector, 2008). 

Educational level. Studies by Battu, Belfield and Sloane (1999), Johnson and 

Johnson (2000) and Perrachione, Rosser and Peterson (2008:2) reveal a constructive 

association between instructive level and employment fulfillment subject to a 

productive match being made between the individual's work and capabilities. By 

proposal, as such, better taught delegates were only subject to experience increasingly 
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raised measures of employment fulfillment when the commitments they performed 

were as per their degree of training. 

Personality. Goldberg (1990), Heller et al., (2002) claims that human 

character could be depicted using a five factor model. These five factors or character 

qualities are extraversion (or surgency), neuroticism (or energetic instability), 

reasonableness, standards, and openness (or culture). Experimental disclosures 

propose a critical association between the five character properties and employment 

fulfillment (Heller et al.,2002). 

A couple of studies have inspected the consequences of the Big Five model on 

relational the relationship (Morrison, 1997), and found that high extraversion and 

neuroticism, along with low suitability and straightforwardness were exhibited to be 

dependably related to disdain, opposing vibe, instability and disillusionment. 

Extraversion could unfavorably affect social associations since individuals with this 

trademark will undoubtedly stoop. This may be a part of the transcendence feature of 

this quality which reflects the permitting of status to oneself while denying status to 

others. People high in enjoy may decidedly affect connections. 

Perceptions of employees. As demonstrated by the social cognitive 

hypothesis, educators' impression of both self and affiliations sway their exercises. 

For example, educators see their self-efficacy to be high when students' displays are 

high, suggesting that instructing and learning is happening as predicted (Schechter  

and Tschannen-Moran, 2006.). The inverse would in like manner stay consistent. 

Instructors' impression of their self-adequacy would be low if the student shows were 

poor. 
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Organizational Factors 

Physical working conditions. The financial status of the school impacts the 

motivation and occupation satisfaction levels of its educators and finally the 

accomplishment levels of students (Christie, Butler and Potterton, 2007; Smith and 

Hoy, 2007). The objectives of educators to the extent Maslow's progression of 

requirements, Herzberg's 'cleanliness factor' of a favorable working environment, and 

Alderfer's ERG Theory are difficult to meet; therefore, instructors essentially do "too 

as can be normal" (Taylor, 2007). 

Minimization as desperation and difficulty, the assault on HIV/AIDS, and 

underdevelopment and dismissal, in total influence the entire ethos of tutoring in these 

locales, along these lines making inspiration and employment fulfillment of educators 

inconvenient. Educators in these circumstances feel that their work isn't regarded 

(Vail,2005). 

Policy and management. Educators need to execute training approaches 

(Kallaway, 2007). Officials and chairmen give insufficient perception to the 

exigencies that schools face. The certain result of this is a gigantic segment between 

strategic plan and strategic usage. Carl (2005) is of the view that, as implements of 

training strategy, instructors need full relationship in dynamic structures. Poppleton 

and Williamson (2004) state that the more educators participate in and are locked in 

with school change, the more positive they would feel about the change, and the 

moreover prepared they are looking into future circumstances including school 

change. A rundown of capabilities of these methodologies is directly discussed with 

uncommon focus on their critics to the motivation of instructors. 

Organizational structure of the school. Authoritative structure of the school. 

As formal affiliations, schools spot people in express associations with each other, 
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both inside and outside their cutoff points, for example understudies, teachers, chiefs, 

watchmen and screens. As affiliation schools are sorted out around hatchets of 

presence, which contain essential cutoff points for learning and educating. Educators, 

understudies and other staff are depended upon to go through at any rate seven hours 

of the day at school. The school plan housings learning and showing events as 

demonstrated by demanding circulation of time spans (Christie, 1998). 

School culture and climate. "Culture" is portrayed as "the aggregate 

programming of the psyche which perceives the people from one human social event 

from another" (Ng and Yim, 2009). A school's lifestyle joins its shows, customs, 

practices, prizes and affirmation capacities, similarly as its disciplinary codes of 

preparing that are generally immersed with its history. A school's way of life chooses 

its atmosphere. School atmosphere as showed by Reichers and Schneider (2008) 

implies shared perspective on definitive procedures, practices and technique, both 

formal and easygoing. 

McEvoy (2008) portrays the school atmosphere as the tempers, feelings, 

characteristics and norms that underlie the instructional practices and the movement 

of a school. Hoy, Smith and Sweetland (2003) take a gander at the school atmosphere 

in the light of legitimate prosperity, and keep up that a strong school climate is one 

plagued with positive understudy, instructor and heads' associations, with the ultimate 

objective of characterizing high yet reachable destinations and attempting to achieve 

these objectives. 

Organizational practice factors. Authoritative practice factors suggest those 

parts that sway inspiration of instructors as homeroom specialists, and incorporate the 

varying occupations that educators are required to play in their correspondences with 

the various partners drew in with the training of the understudy. These partners 
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consolidate instruction specialists, non-authoritative affiliations, business and 

strict/innate pioneers and other system affiliations. The authoritative, practice 

components association up with Hertzberg's (Steyn and Wyk, 1999) motivates which 

relate authentically or in an indirect manner to the instructor's activity execution. 

As instruction proficient, educational program implementer and being the 

quick interface with students, the educator is tried on a couple of fronts (Dehaloo, 

2008). A review of the writing reveals that these troubles continually influence of 

instructor inspiration and contributes on a very basic level to their degrees of 

occupation fulfillment. The hierarchical practice factors join the idea of educating as a 

vocation (for instance, extraordinary job that needs to be done, class size, autonomy, 

work struggle and prizes). It in like manner joins social associations (for instance with 

accomplices, managers, understudies, gatekeepers or guards and the broader system 

(Steyn, 2002). 

The effects of low job satisfaction and lack of motivation of teachers 

Low employment satisfaction and nonattendance of motivation oppositely 

impact cover all on effectiveness, work execution and definitive obligation, human 

relations, turnover; achieve instructors getting the opportunity to be "leveled", and 

influence unfavorably on educators' prosperity and occupation/life fulfillment 

(Spector, 2003). These are discussed underneath. 

Productivity, job performance and organizational commitment. According 

to Spector (2003), there is a two-path association between work fulfillment and 

occupation execution. At first, fulfillment may provoke improved execution, for 

instance, people who like their occupations work all the more sincerely and plan to 

perform better. In addition, execution may incite satisfaction, for instance, people who 

perform well are presumably going to benefit from that show and those focal points 
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could improve fulfillment. The converse is in like manner legitimate. The 

dichotomous financial arranging of by a long shot a large portion of troubled of 

schools in association with their advantaged accomplices show evident complexities 

between these two kinds of schools in association with productivity, work execution 

and definitive responsibility (Bloch, 2009a). 

Human relations. Instruction is an intelligent activity. The achievement of 

schools as establishments depends upon friendly and network collaboration between 

and among a few job players. Schools are incorporated, with cosmopolitan social 

orders and hence require an elevated level of versatility, poise, and understanding for 

them to be for all intents and purposes employable. Bury and intra-racial conflicts, 

sexual direction, inclination, dominating subordinate impasses and various kinds of 

workplace dissention prevent instructor inspiration and employment fulfillment, and 

make disharmony and stress for everyone (Christie, 1998:286; Wilson and Hall, 

2002). 

Robbins (2001) ensures that workers show their failure at work in a couple of 

various ways, cover all: 1. They may oppositely affect associates, and thusly spread, 

discontent. 2. They may play out their commitments in a cluttered manner. 3. They 

may take from or act reckless towards the affiliation's property or resources. 4. They 

may be stubbornly rebellious. 

Then again, Freund (2005) battles that agents who are significantly satisfied 

can be required to show amazing employment execution. 

Turnover. A converse relationship exists between work fulfillment and 

turnover, for instance, low occupation fulfillment is connected with high turnover and 

the opposite way around. Examination by McShane and Glinow (2003) shows that 

people who are disillusioned with their businesses routinely quit and look for after 
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changed occupations, appropriately growing turnover. The said creator has expressed 

that turnover is a critical concern to the administrators since it colossally influences 

standard exercises. The exploration discoveries of Karsh, Booske and Sainfort(2010) 

exhibit that if an affiliation could grow representative fulfillment and duty, they would 

along these lines reduce laborer turnover. 

Plateau. Plateau " in this setting suggests a state of mental and physical 

stagnation. Instructors are said to show up at this state when their wants and desires as 

for their educating have shown up at drenching point due to factors, for instance, 

fundamental frustrations, hindered tries at progression and unnecessary bureaucratic 

solicitations (Baron and Greenberg, 2003). Robbins (2001) point out that instructors 

who have shown up at a state of level exhibit both direct and threatening to social 

tendencies, for instance, irritability, unkind will, insubordination, restrictive social 

joint effort and limited relationship in school works out. Such instructors don't 

flounder to challenge authority by showing up later than expected at work, leaving 

early and absenting themselves from work. 

According to Spector (2003), there is a positive connection between activity 

disappointment and truancy, for instance, people who are disturbed busy working will 

undoubtedly miss work than people who benefit as much as possible from their 

occupations. 

Health and well-being. Occupation fulfillment accepts a noteworthy job in 

the prosperity and thriving of workers. According to Spector (2003), a couple of 

assessments exhibit that activity fulfillment relates to prosperity factors. Baffled 

workers report progressively physical signs, for instance, rest issues and upset 

stomachs similarly as psycho-generous messes up and enthusiastic issues that join 

anxiety and anguish. Ayers (2010) declare that de-motivated and baffled laborers are 
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all around stressed. They may be on unending medication, abuse alcohol or various 

substances, suffer wear out and are normally pulled once more from work. 

Job and life satisfaction. Life fulfillment is seen as a marker of one's overall 

rapture or energetic flourishing. There is an indistinguishable association among 

occupation and life fulfillment (Spector, 2003). Employment fulfillment is a critical 

pointer of life satisfaction. According to the overflow theory (Spector, 2003) 

representatives' fulfillment or dissatisfaction at work can impact their fulfillment at 

home and the opposite way around. A couple of assessments have exhibited that 

failure at work is responsible for the pressure which infests social orders' up close and 

personal lives, and shows itself as apprehension, strain, disappointment, shock and 

despairing (Baron and Greenberg, 2003). Thus, life fulfillment is conversely affected.  

Social Learning Theory (SLT)   

Social learning theory is gradually refered to as a vital part of reasonable 

normal advantage the board and the progression of required behavioral modification. 

(Muro and Jeffrey 2008). This theory rest on the prospect that we improve from our 

collaborations with others in a social background. Autonomously, by noticing the 

performs of others, folks generate comparative practices. Succeeding to observing the 

demeanor of others, persons assimilate and imitate that behavior, mainly if their 

observational happenstances are positive ones or integrate rewards recognized with 

the noticed behavior. As specified by Bandura, imitation comprises the real 

generation of observed motor movements. (Bandura 1977). SLT has turn out to be the 

most compelling theory of learning and advancement. It is recognized in large 

numbers of the needed concepts of conventional learning theory. This theory has 

often remained identified as a scaffold among behaviorist learning speculations and 

intellectual learning speculations since it embraces attention, memory, and 



63 

 

 

motivation. (Muro and Jeffrey 2008). In any instance, on this esteems, Bandura 

admits that instant provision showed incapable signify a varied series of learning. 

Consequently, in his theory he added a social element, challenging that individuals 

can learn new data and practices by seeing others. As per the modules of this theory 

there are three general standards for learning from one another.   

General principles of SLT  

 The principles of social learning are estimated to work likewise all over life 

time. Observational learning may occur at all stages in life. To the degree that 

openness to novel influential, implausible models who govern possessions might 

ensue at life phase, novel learning over and done with displaying interaction is 

reliably possible. (Newman B.M. and P.R, 2007). SLT dwellings that individuals 

improve after each other, by means of: 

 Observation;  

 Imitation; and  

 Modeling   

 In view of these general principles, learning be able to ensue without an 

alteration of behavior. In different words, behaviorists about that learning need be 

addressed thru a continuous change in demeanor; whereas stimulatingly social 

learning researchers say that meanwhile individuals be able to learn over and done 

with perception only, their learning might not actually be look like in their 

performance (Bandura, 1977). Learning may possibly bring about a behavior 

modification. (Bandura, 2006b). 

SLT Concepts 

According to Bandura (1977) there are three concepts in SLT. Initially, 
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individuals be able to learn side to side with perception which is acknowledged as 

observational learning. Also, mental statuses are significant cause for learning it is 

likewise baptized as intrinsic reinforcement. At long last, it refers to this opinion that 

learning doesn't actually a modification of demeanor and it follows by modeling 

process. 

Modeling process 

 Bandura (1977) makes reference to four vital conditions which are required in 

displaying modeling process. By thinking about these means, an individual can 

effectively make the conduct model of another person. These conditions are 

following: 

1. Attention: The individual should initially focus on the model. The seriously 

striking or distinctive somewhat is the more probable it is towards acquire our 

attention. In like manner, in the event that we view something as esteemed, 

alluring or such as ourselves, we will take more notification. (for example 

color) 

2. Retention: The spectator must take the decision to reminisce the behavior that 

has been observed. One method of expanding this is utilizing the strategy of 

practice. 

3. Reproduction: The third condition is the capability to imitate the behavior that 

the model has just demonstrated. This suggests that the onlooker essentially 

take the possibility to imitate the action, which might be a matter with a 

student who isn't equipped formatively to replicate the action.  

4. Motivation: The last important element for modeling to happen is motivation, 

learners should need to exhibit what they have realized. Recall that since these 

four conditions shift among people, various individuals will imitate a similar 
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conduct in an unexpected way. Support and discipline assume a significant 

part in motivation. 

SLT perspective  

 As of the SLT, reinforcement and punishment (R&P) can be organized as 

follow as per Bandura (1977) point of view:  

• Subsidiary consequences aimed at learning and they are not the exclusive 

or fundamental driver;  

• Influence the amount to which an individual shows a demeanor that has 

been learned;  

• Influences supposition for reinforcement on psychological cycles that 

develop learning;  

• Attention contributes a rudimentary job in learning, also;  

• Attention is impacted through the assumption for reinforcement. 

Bandura‟s Teaching Learning Process 

Bandura (1977) introduced the social learning theory. It concentrated on 

multiplication of another plan of models; live learning model, emblematic learning 

model and delegate learning model. All of the models bases on certain piece of 

learning. Live learning model incorporates actual state in which the understudy is 

carried into thru interaction by live condition to watch and understand the things. The 

direction learning model give emphasis on direction set out for understudies to play 

out specific showings. The rules are clear and straight which lead the understudy to 

certifiable settings. 
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Implications for Social Learning Theory on Teachers 

 Assuredly, this theory can be applied to illustrate constructive practices to 

trainers. Instructors can achieve affirmative noble instances to increase required 

practices and consequently alter the means of natural life of a school. Not solely will 

particular educator proceeds by certain worthy examples all over and done with the 

school, however the entire staff and understudy group will ensure as such. Enabling 

instructors and construct self-efficacy are recognized in social learning theory. For 

instance, if an instructor is encouraging with their students and associates, this 

constructive energy and verbal consolation, therefore, supports construct self-efficacy, 

the confidence in one's capacities to achieve in different state of affairs (Kurt, 2019)  

 Bandura (1977) tracked down that an individual's self-efficacy impacts how 

their errands, aims, and complications are drawn closer. Persons with compact self-

efficacy get complications as errands to dominate, nurture reflective benefits in the 

trainings they are taking part in, building a firm feeling of commitment to trainings 

and wellbeing, and bob back from disillusionments and misfortunes without any 

delinquent. Notwithstanding, those with a more vulnerable self-efficacy will in 

general keep away from challenges, think troublesome undertakings and conditions 

are bygone their capabilities, anticipate their discontents and outcomes, and lose 

certainty effectively in their capacities.  

Besides, Bandura (2006b) states that taking in each and every thing from 

individual experience is hard and could be conceivably perilous. He guarantees that a 

very remarkable individual's life is established in social encounters, subsequently 

noticing others is normally profitable to acquiring information and skills. In 

determination, observation assumes an amazing part in learning. It assists instructors 

with effectively understand, retain, and apply their figuring out how to their work 
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place so they can learn and accomplish considerably more. For this, we express 

gratitude toward Albert Bandura for his Social Learning Theory input. 

Implication of Social Learning Theory in Pakistani Educational 

System 

The most fundamental was about educators, who are not inclination sure to 

give thought with respect to one another person in huge class of learning. Barely any 

assessment has been done with insinuate this field. It is with a bit of the private 

sections that have been believed to try of going for the new accommodating strategies. 

The instructors need to follow new systems and procedures to grab the eye. Clark 

(2001) characterized learning as a method of embracing and utilizing boosts in setting 

of realizing which later on he, at the end of the day, practices and delivers. The 

observational learning thinks about perception as a significant hotspot for learning. 

The school climate setting ought to be as per the capacities and properties of the 

educators. 

   At the essential level the educators ought to be furnished with the visual and 

observational based showing helps which assists them with exhibiting the things 

effectively as understudies have for all intents and purposes seen it. All the more 

regularly educators training ought to be given, as it is extremely important for them to 

fabricate their abilities with the assistance of a preparation. These things should 

moreover be managed by the executive. We need to set our program and demands as 

shown by the element of instructors yet then open our mind for such a decent or for 

the most part response (Shaikh,2019). 

As Arif (2004) indicated that it should be taken thought that tasks are 

important to the expert advancement of the educators. Whole educator training project 

can similarly be stimulated in our structure. It gives an unrivaled appreciation of the 
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substance and a furthermore captivating and inventive approach to manage 

scrutinizing. It may go to the drawback of exactness and rightness. 

Dewey (1938) sees that study hall condition can be unmistakably shallow used 

to show various activities. Here educator should be a real 'capable other' to 

accumulate things that go about as showing gadgets and improvement for the school 

climate. Educator's should zero in on their insight and thoughts which may be useful 

and attempt to help them imaginative work so they can play out their errands with 

energy and delight. 

School the board ought not just relegate them introductions all the time rather 

they ought to receive various techniques which may support certainty level of 

instructors and improve their abilities as individual as well as a cooperative person 

too. It is thoroughly relying upon the instructor how the person connects with himself 

in sound discussion and exercises which brings a productive outcome (Shaikh, 2014). 

Teacher Education in Context of Pakistan 

It is by and large agreed that the quality or capacity of the teacher is set out 

generally by the idea of' starting and - in-organization preparing the educator gets. 

The National Education Policy of Pakistan (2009) proposes an immediate connection 

between the deteriorating idea of training and obsolete pre-organization structure and 

not actually palatable in-organization getting ready system. Educator training, in like 

manner, as a fundamental piece of guidance system, has fail to respond to the rapidly 

advancing monetary substances in Pakistan and issues related to the improvement of 

the idea of guidance structure. There are hundreds, if not a few reports, condition 

examination or positions papers that have explored educator's training in Pakistan. 

The low quality reflected in understudies 'learning is being credited generally 

to the low quality of instructors serving in schools. Educator training is a many-sided, 
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complex and routinely advancing field. The concern for the idea of training requires 

an all the really mentioning vision of educating and teacher training in any country on 

the earth. In Pakistan there is apparently a broad move in considering school 

informational improvement and teacher's pressing position in it. Instructive change 

relies upon what educators do and think (Shaikh, 2019). 

Development of teacher education in Pakistan 

Teacher education in Pakistan remained in different shapes according to the 

national needs. It is being improved by the structure and function day by day. 

Historically, its origin has been discussed by Siddiqui (2004) as teacher training in 

Pakistan can be traced back to 1804 when two teacher-training institutions were 

established in Lahore and Karachi and these two institutions provided non-formal 

teacher training programs. In 1854 the institution at Karachi was made a normal 

school and it began to offer J.V. (Junior Vernacular) certificate. The institution at 

Lahore was made normal school and offered J.V, certificate in 1856. In 1947 when 

Pakistan came into being, the Junior Vernacular (JV), Senior Vernacular (SV), 

Certificate in Teaching (CT), Oriental Teacher (OT) and Bachelor in Teaching (BT) 

were the programs for training of the teachers for different stages.‖ 

Many innovative programs such as curriculum reforms, multiple textbooks, 

and teacher training programs were initiated. A gradual change appeared in this 

reference in Pakistan. Government of Pakistan initiated Education Sector Reforms 

(ESRs) as an action plan for implementation of NEP (1998-2010) in 2001.The teacher 

education was considered and included under quality assurance. The quality assurance 

under ESRs put emphasis on teacher education and training especially up- gradation 

and rehabilitation of teacher training institutes, revision of curricula, examination 

reforms and establishment of National Education Assessment System (GoP, MoE, 
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2001, p.35-36). Now a day a number of Teacher Training Institutes, Govt. Colleges 

for Elementary Teachers, Govt. Colleges, of Education and University 

Institutes/Departments/Faculties of Education are providing the training of teachers 

for different school levels. 

Besides the formal pre-service and in-service teacher‘ training institutions a 

great contribution has been made also by the non-formal education system e.g. 

Allama Iqbal Open University and Preston University. Mehmood (2008, p.38) states 

that teacher education in Pakistan is shaping well and still it needs improvement, 

according to modern trends in education and teacher education at primary and 

graduate levels.  

Institutions imparting pre-service/In-Service Teacher Education/Training (INSET) 

 There are several in-service training programs. The most significant ones are 

Quaid-e-Azam Academy for Educational Development (QAED) (ii) Agha 

Khan Central Education Board refresher courses; (iii) AIOU Primary Teacher 

Orientation Course and (iv) Learning modules of Non-Formal Wing of Ministry of 

Education. The in-service training of government primary teacher is being conducted 

mainly through various donor-funded projects, including the Teacher Training 

project, Primary Education project improving the Learning Environment (PEP-ILE) in 

NWFP, Sind Primary Education Development Program, Baluchistan Primary 

Education program, while Punjab is training middle school heads and teachers 

through Middle Schooling Project (Shah,2011).  

Private sector providers have mushroomed in teacher training as a response to 

the emerging requisite for different types of requirements for teacher training which 

the public sector may not have been able to deliver. Teacher training institutions in 

Pakistan also include autonomous bodies, private universities, and degree awarding 
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and chartered institutions which also provide pre-service/in-service training to 

prospective teachers (UNESCO/USAID & ITA, 2008). 

Moreover, several donor agencies such as Canadian International 

Development Agency (CIDA), United States Agency for International Development 

(USAID), World Bank (WB), Asian Development Bank (ADB), Department for 

International Development (DFID), European Commission (EC), UNICEF and 

UNESCO are supporting teacher education in Pakistan (UNESCO/USAID & ITA, 

2008, p.13). Most of donor funded programs have focused on in-service teacher 

professional development as an approach to institutional capacity building and 

enormously contributed to teacher education in Pakistan. However, most of the donor 

funded projects seem to have emphasized achieving quantitative targets rather than 

focusing on qualitative changes in the services of teachers‘ education (Ali, 2011, 

p.211). 

The literature review presented in this study gets confirmation of the 

assessment variable on the landscape or past insightful works in this field. It is set up 

that in-service teachers' morale training has significant impact on their self-efficacy 

and motivation to teach, explicitly and workers of different associations, all things 

considered. 
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Theoretical Framework of the study 

Table 2.1 

Theoretical Framework of the study 

Variables Theory/Author/Year Description 

Motivation Work related 

motivation/ Hoy & 

Miskel/ 1987 

 

 

 

 
Maslow Content 

theory of 

motivation/ 

Abraham Maslow/ 

1954. 

 

Porter‘s need 

theory/ 

porter/1961. 

 
Varoom Expectancy 

theory/ 1967. 

 
Herzberg 

motivation 

theory/ Herzberg/ 

1966. 

 
Frase‘s work 

content and work 

context factor/ 

frase/ 1992. 

Perplexing forces, drives, needs, strain 

stats, or various instrument that keep up 

work related practices towards the 

achievement of individual targets. 

Revolve around the characteristics and 

necessities which motivate people. 

 
Human needs are divvied in five levels; 

security, connection, confidence, 

independence and self-realization. 

 

 

 

Persons motivation is influenced by the 

alluring qualities or worth, that pro joints 

to the outcome. 

 

Motivation is divided in two types, 

intrinsic and extrinsic motivation. 

 

Intrinsic; self-created factors 

 

 

 

 

 

Extrinsic; influenced by external components. 

Peoples effected by substance and the 

work setting factors. 

Self-

efficacy 
Bandura‘s 

self- efficacy 

theory/ 

Albert 

Bandura/ 

1995. 

It refers to believes in one‘s capabilities to 

organize and execute the courses of action 

required to manage prospective situations. 

Basic principles behind self-efficacy theory 

is that individuals are more likely to engage 

in activities for which they have high self- 

efficacy and lee likely to engage in those 

they do not. 
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Conceptual Framework of the study 

Figure 2.1 

Conceptual Framework of the study 
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CHAPTER III 

METHODS AND PROCEDURE 

 This chapter include complete methods and procedures which are used in this 

research work. It portrays the nature of the research design, population, sampling 

technique, procedure of intervention, instrument development, reliability and validity 

of the instrument, data collection and data analysis procedure. 

Nature of the Research 

 Keeping in view the purpose of the study, mixed-method approach was used 

which enables descriptive and in-depth analysis of selected sample. The mixed 

method design employed an embedded approach with an experimental design. The 

single subject (A-B-A) experimental design was utilized to lead the study. Qualitative 

data was used to strengthen the results of the study. Focus group interview was 

conducted to collect the qualitative data from the participants through semi-structured 

interview. Face-to-Face interview was also conducted to take the review of training. 

This portion of thesis manages the methodology of the research. Following are the 

characteristics of the study that have been portrayed in this chapter. 

 Research design of the study 

 Population of the study 

 Sampling technique and sample size of the study 

 Intervention 

 Instrumentation 

 Reliability and validity of the Instruments 

 Data collection 

 Ethical considerations 

 Data cleaning 
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 Data analysis 

Research design of the Study 

 This study used a mixed method (Tashakkori & Teddlie, 2003) design, which 

is a procedure for collecting, analyzing and ―mixing‖ both quantitative and qualitative 

data at some stage of the research process within a single study, to understand a 

research problem more completely (Creswell, 2003). The mixed method design 

employed an embedded approach with an experimental design. The Embedded 

Design is a mixed methods design in which one data set provides a supportive, 

secondary role in a study based primarily on the other data type (Creswell, Plano 

Clark, et al., 2003). This design is particularly useful when a researcher needs to 

embed a qualitative component within a quantitative design, as in the case of an 

experimental or correlational design (Creswell & plano,2011). The embedded 

experimental model may be the most commonly used variant of the Embedded Design 

(Creswell & Plano Clark, 2003). This model is defined by having qualitative data 

embedded within an experimental design. 

The Embedded Design 

Figure 3.1  

Symbolic representations of The Embedded Design. (Light, G. et al.,2009). 

 

 

 

 

  

QUAN 
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Intervention  
QUAN 

(posttest) 

Interpretation 
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The Single Subject (A-B-A) Design 

 The Single Subject (A-B-A) experimental design was applied to conduct the 

study. It involves establishing a baseline condition (the "A" phase), introducing a 

treatment or intervention to effect some sort of change (the "B" phase), and then 

removing the treatment to see if it returns to the baseline (Byiers, Reichle & Symons, 

2013). This design is figuratively represented as: 

Figure 3.2  

Symbolic representations of Single Subject A-B-A Design. (Fraenkel & Wallen, 2003).  

 

 Researcher needs to embed a qualitative data set to provides a supportive, 

secondary role in a study based primarily on the quantitative data.  Focus group 

interview was conducted by the researcher. Qualitative data was generated through 

semi-structured interviews from the participants. According to Light, G. et al. (2009) 

qualitative methodology generally involves listening to the participant‘s voice and 

subjecting the data to analytic induction (e.g., finding common themes).  

 Face-to-Face interview was also conducted by the researcher to take the 

review of training from the participants. The individual interview is a valuable 

method of gaining insight into people‘s perceptions, understandings and experiences 

of a given phenomenon and can contribute to in-depth data collection (Frances, R & 
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Coughlan, M & Cronin, P.,2009). 

Population 

Lemeko (2018) refer to the population as an aggregate of all the objects, 

subjects or members that conform to a set of specifications. The population of the 

study comprised of all private secondary schools of Lahore. According to data 

presented in the report of Government of Punjab (Bano, 2018), the following table 

shows the population of the study: 

Table 3.1 

Private Secondary Schools in Lahore, Pakistan. 

Sr. 

No 

Locality No of 

Schools 

No of 

Teachers 

1 Total 221385 486547 

 
(Malik, 2009) 

Sample of the study 

The process of selecting a portion of the population to represent the entire 

population is known as sampling (Manu, 2016). According to Gay (2012) in 

experimental design the group member‘s strength enough from 15 to 40. The 

researcher selected a private secondary school through convenience sampling 

technique due to time and financial constraints. All teachers (30) of a private 

secondary school were selected as a sample through the convenience sampling 

technique. 

Research instrument 

 For quantitative data collection, two research instruments were used by the 

researcher to collect the response from the participants. Instrument A was Teachers‘ 

self-efficacy scale developed by Albert Bandura (2006) adapted by the researcher. 

The process of adapting the version of Bandura‘s teachers‘ self-efficacy is described 
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in detail. The wording of scale items as used in earlier researcher (Gavora, 2009, 

2010) has been altered to reflect the more internal /external orientation of teacher self-

efficacy scale dimension. After that the reliability and validity of the instrument 

measured. 

Instrument B was Teachers‘ Motivation scale adopted by the researcher. This 

instrument was developed by Feyyat Gokce (2010). This instrument was most 

commonly used by the researchers to check the motivation of teachers. 

After an extensive literature review the instrument of the qualitative data was 

developed by the researcher herself. Research was conducted focus group interview 

with thirty teachers. The semi-structured interview comprised of twenty-seven 

questions which were assembled under four themes; self-efficacy, motivation, peer 

support and ethics. Themes were extracted from literature review. It was pilot tested 

on five teachers selected from the same target population, but then excluded from the 

full study. Questioning with the participants was conducted to obtain information on 

the clarity of the interview questions and their relevance to the study aim.  The 

participants were received the interview questions prior to the scheduled calling time, 

and was informed that the interview would be tape-recorded and transcribed verbatim. 

Respondents had an opportunity to review (Creswell, 2003). The researcher also 

conducted Face-to-Face interview to take the review of training from the participants. 

The data was collected under two themes; perception of teachers about professional 

development and teachers experience about training. Themes were taken out from 

literature review. Participants were informed that the interview would be tape-

recorded and transcribed verbatim. Individual interview is valuable method to gain 

insight into participant‘s perceptions and experiences of a given phenomenon 

(Frances, R & Coughlan, M & Cronin, P.,2009). Demographic questions were also the 
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part of research instruments. Demographic variables were added to check, to ensure 

the purity of intervention results. Schulze (2003) stated that demographic are those 

components that are consisted of individual representatives like age, gender, 

education, occupational level etc. 

Reliability and Validity of Research instrument 

It was important to discover reliability and validity of the instruments which 

were used for data collection with the goal that the outcomes got from the research 

could be undeviating. Reliability identifies with consistency, for example, does the 

structured instrument reliably measure what it should be estimated (Yilmaz, 2013). 

Piloting of the instrument was done to check the reliability. As indicated by Issac and 

Micheal, 10-30 participants for pilot study are reasonable (Issac and Micheal, 1995). 

For this reason, a private secondary school teachers were chosen to react to the two 

questionnaires and the Chronbach's Alpha of reliability was calculated. The 

measurement was considered as acceptable. The self-efficacy scale and motivation 

scale got validated by the experts. To validate the findings, i.e., determine the 

credibility of the information whether it matches reality (Merriam, 1988).  

Qualitative data obtained from focus group interview and face-to-face 

interview validated by: (1) triangulation – converging different sources of information 

(interviews, documents, artifacts); (2) member checking – getting the feedback from 

the participants on the accuracy of the identified categories and themes; (3) providing 

rich, thick description to convey the findings; and (4) external audit – asking a person 

outside the project to conduct a thorough review of the study and report back 

(Creswell, 2003; Creswell & Miller, 2002). 
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Table 3.2 

Reliability of Scale on Pre-test of Motivation and Self-efficacy 

Scale N Items Cronbach α 

Pre-test    

Motivation 30 28 .767 

Self-efficacy 30 26 .919 

Note: N=number 

 Table 3.2 Cronbach alpha was utilized to figure the reliability. Reliability of 

the motivation and self-efficacy scales on the pre-test was .767 and 0.919 

respectively. A private secondary school teachers were said for their feedback. 

Intervention 

 The researcher conducted sixteen weeks training on morale under following 

themes: 1. Professional commitment, 2. Learning environment, 3.  Motivation 4. Self- 

esteem, 5. School climate, 6. Job satisfaction, 7. Professional attitude, 8. Professional 

identity, 9. Belongingness, and 10. Enthusiasm. 

 The above mentioned themes were extracted from the literature. The training 

manuals were developed by the researcher in the light of The Training Guide 

developed by the cooperation of NWFP, Sindh ad Baluchistan, (2008-9). Training 

manuals were validated by Dr. Zulifqar Ali, Principal of a Govt. Secondary School 

and Master Trainer at (QAED) Sharqpur. 

 The duration of the intervention was 16 weeks. The structure of training 

execution was as under: 
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Table 3.3 

Structure of Training Execution. 

Sr. # Description Duration 

1 Total duration of training 16 weeks 

2 No. of sessions a week Twice a week 

3 Total no. of sessions 32 sessions 

4 

5 

Duration of one session 

No. of themes 

35minutes 

10 themes 

6 One theme allotted sessions Three sessions 

 

Data Collection 

 This study was mixed method research in nature. Both quantitative and 

qualitative data was collected by the researcher. For quantitative data, two instruments 

were used to collect the data before and after the intervention. The data were collected 

on a 5 point Likert Scale (never, rarely, sometimes, mostly and always). 

 When reacting to a Likert scale, respondents determine their degree of 

understanding or contradiction on a symmetric concur differ scale for a progression of 

explanations. Consequently, the range catches the force of their affections for a given 

thing (Burns and Burns, 2008). 

Instrument A was teachers' self-efficacy scale contained twenty-six items 

formed by Albert Bandura (2006) and, Instrument B was teachers' motivation scale 

involved twenty-eight items developed by Feyyat Gokce (2010). 

Qualitative data was collected personally by the researcher with the legal 

permission from the director of the institute. Semi-structured interview was conducted 

after the intervention. For the embedded experimental model, the researcher must 

decide at what point in the study to collect the qualitative data (before, during, or after 

the intervention). This decision should be made based on the intent for including the 

qualitative data (Creswell et al., 2003).  

Qualitative data through focus group interview was collected under four 
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themes: self-efficacy, motivation, peer support and ethics. Face-to-Face interview was 

also conducted under two themes: perception of teachers about professional 

development and teachers experience about training. All responses from focus group 

interview and face-to-face interview were tape-recorded and transcribed verbatim in 

order to minimize the potential impact of the researcher‘s interpretation and 

remembering and being too selective and to reduce possible distortions (Fraenkel & 

Wallen, 2003). 

Ethical Consideration 

 The responded were assured that the information gathered from them will be 

kept classified and just be utilized for research purposes. Complete confidentiality 

was ensured. Subjective writing was evaded in writing a thesis. 

Data cleaning 

 After data assortment, the data were entered into the Statistical Package for 

Social Sciences (SPSS) version 22 for additional analysis. The response rate was 

100%. Cleaning of missing data was done before data analysis. All factors of the 

study were in the scope of normality and no missing values or issues were identified in 

the data. 

Data Analysis 

 After collecting the quantitative data, it was tabulated and analyzed in order to 

ascertain the degree of effect on the dependent variables. The quantitative data were 

analyzed by using statistical package of social sciences (SPSS) version 22. Non-

Parametric statistics Kolmogorov-Smirnov and Shapiro-Wilk were applied to check 

the normal distribution of data. Mean score, Standard Deviation and Paired sample t-

test were used to check the significance effect. A paired sample t-test is used when we 

are interested in the difference between two variables in the same subject. Often the 

two variables are separated by time (Westerhuis et al. 2010). One-way ANOVA and 
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Independent sample t-test were used to find difference between demographic 

variables. The one-way analysis of variance (ANOVA) is used to determine whether 

there are any statistically significant differences between the means of two or more 

independent (unrelated) groups (although you tend to only see it used when there is a 

minimum of three, rather than two groups) (Festing & Altman, 2002). Descriptive 

statistic applied to measure the change in Mean, Standard Deviation and Rank item 

wise of both scales (teachers‘ motivation scale & teachers‘ self-efficacy scale) in 

pretest and posttest. Ranking is a question response format used when a researcher is 

interested in establishing some type of priority among a set of data, objects, whether 

there are policies, attributes, organizations, individuals, or some other topic or 

property of interest (Taylor, Kent, & White, 2001). 

 The qualitative data was collected through semi-structured interview. The 

results were presented and discussed under four emerging themes namely self-

efficacy, motivation, peer support and ethics while keeping in view the conceptual 

framework of the study. Face-to-Face interview was also conducted to take the review 

of training from the participants and the results were presented and discussed under 

two themes; perception of teachers about professional development and teachers experience 

about training. The steps in qualitative analysis of focus group interview and face-to-

face interview were included: (a) preliminary exploration of the data by reading 

through the transcripts and writing memos; (b) coding the data by segmenting and 

labeling the text; (c) using codes to develop themes by aggregating similar codes 

together; (d) connecting and interrelating themes; and (e) constructing a narrative 

(Creswell, 2003).   
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CHAPTER IV 

ANALYSIS AND INTERPRETATION OF DATA 

 This chapter consist of two sections regarding analysis and interpretation of 

information accumulated by the researcher. First section enclosed quantitative data 

analysis. Quantitative data was collected through two questionnaires: Self-Efficacy 

Scale and Motivation Scale. Second section of this chapter contained qualitative data 

analysis. For qualitative data collection the researcher conducted focus group 

interview while semi-structured questions build under four themes. For taking the 

review of participants about training face-to-face interview was also conducted under 

two themes. 

Table 4.1 

Demographical Variables 
Variables Frequency Percentage 

Age (years)   

20-25 19 63 

25-30 5 17 

>30 7 23 

Education Level of participants   

High & Higher Secondary 8 27 

Bachelor's Degree 12 44 

Master's Degree 10 33 

Marital Status   

Married 10 33 

Single 20 67 

Bachelor 9 30 

Father Education of Participants   

Middle and less 8 27 

High and Higher Secondary 13 43 

Bachelor 9 30 

Father Occupation of Participants   

Government 9 30 

Private 15 50 

Other 6 20 

Family Size of Participants   
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3-6 19 63 

6-9 11 36 

Teaching experience in present school 

(years) 

<1 7 23 

1-5 14 47 

6-10 6 30 

Teaching experience overall (years)   

<1 9 30 

1-5 12 40 

6-10 9 30 

Establishment of working   

Primary 11 37 

Middle 6 20 

High 13 43 

Education Levels of school   

Primary 14 47 

Middle 7 23 

High 9 30 

Student‘s Age (years)   

3-9 14 47 

9-15 16 53 

Lesson Branches   

Sciences 5 17 

Humanities 11 37 

Others 14 47 

Why choose teaching profession   

By Choice 23 73 

Others 7 20 

Family member in teaching   

Sibling 11 37 

No one 17 50 
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 Table 4.1 indicated that most of the teachers 19 (63%) were 20-25 years old, 7 

(23%) teachers were 30+ years old, whereas only 5 (17%) teachers were 25-30 years 

old. 

 It was highlighted by the results that most of the teachers 12 (44%) were, have 

a bachelor, degree, 10 (33%) teachers have master‘s degrees, whereas, only 8 (27%) 

teachers were having High & Higher Secondary school certificate. 

 Results indicated that most of the teachers 20 (67%) were unmarried, only 10 

(33%) teachers were married. 

 Results showed that most of the teacher‘s father‘s education 13 (43%) was 

high and higher secondary, 9 (30%) teachers, fathers have a bachelor degree, whereas, 

only 8 (27%) teacher‘s fathers have middle and less education. 

 Results indicated that most of the teacher‘s father‘s occupation 15 (15%) was 

private job, 9 (30%) were government employees, only 6 (20) were doing other types 

of job. 

 Results indicated that most of the teachers 19 (63%) 3-6 members in family, 

whereas only 11 (36%) 6-9 family members. 

 It was extracted from the results that most of the teachers 14 (47%) have 1-5 

years working experience, 7 (23%) having less than one year working experience, 

whereas only 6 (30%) teachers were working in present school from 6-10years. 

 As far as teachers overall working experience is concerned, most of the 

teachers 12 (40%) have 1-5 years working experience, 9 (30%) have 6-10 years 

working experience and only 9 (30%) teachers have less than one year working 

experience. 

 Results showed that most of the teachers 13 (43%) working in the high 

establishment, 11 (37%) teachers were working in the primary establishment, 
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whereas, only 6 (20%) teachers were working in middle establishment. 

 Results showed that most of the teachers 14 (47%) were working in at primary 

level, 9 (30%) teachers were teaching at high levels, whereas only 7 (23%) teachers 

were teaching at the middle level of school. 

 Results showed that most of the teachers 16 (53%) teaching those students 

whom age between 9-15 years, only 14 (47%) teachers, teaching students whom age 

fall between 3-6 years. 

 As far as lesson branches are concerned, most of the teachers 14 (47%) have 

belonged to others, 11 (37%) teachers belong to lesson branches of humanities, 

whereas only 5 (11%) teachers were belonging to lesson branches of science. 

 Results indicated that most of the teachers 23 (74%) come into this profession 

by choice and only 7 (23%) teacher join this profession by chance. 

 Results indicated that most of the teachers 17 (15%) have no family member 

working in the teaching profession whereas only 11 (37%) teacher‘s siblings working 

in the teaching profession. 
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Table 4.2 

Test of Normality on Motivation and Self-Efficacy scores 
 

 n Kolmogorov- 

Smirnov 

p- 

value 

Shapiro- 

Wilk 

p- 

value 

Motivation (Pre-test 

score) 

30 0.132 0.194 0.946 
0.132 

Self-efficacy (Pre-test 

score) 

30 0.095 0.200 0.960 
0.306 

Motivation (Post-test 

score) 

30 0.146 0.100 0.949 
 

0.156 

Self-efficacy (Post-test 

score) 

30 0.142 0.127 0.946 
0.136 

Note: n=number, p=significance 

 

Table 4.2 showed that data of the study should be normally distributed for 

parametric statistics. For this purpose, Kolmogorov-Smirnov and Shapiro-Wilk was 

used for normality of the test. These tests were applied to check the normality of 

Motivation and Self-efficacy pre-test and post test scores. The results of these tests 

revealed that scores of self-efficacy and motivation are normally distributed (P>. 05). 
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Table 4.3 

Paired sample t-test of teacher’s self-efficacy for pre-test and post-test (N=30) 

 

Pre-test Post-test Paired Sample t- 

test 

 95% 

 M SD M SD t df P η2 LL UL 

Self- 

Efficacy 

2.39 0.367 4.28 0.268 21.58 29 <.001 0.94 - 

2.08 

- 

1.72 

Note: M=mean, SD= standard deviation, df= degree of freedom, p=significance 

 

Table 4.3 highlights the comparison of teacher‘s self-efficacy in pre-test and 

post-test, paired samples t-test was conducted. It was identified that there was a 

statistically significant difference in scores of self-efficacy pre-test (M = 2.39, SD= 

0.367) and post-test (M = 4.28, SD = 0.268; t (30) = 21.58, p <0.001. Partial eta 

squared was large η
2
 = 0.94. 
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Figure 4.1 

Paired Sample t-test of Teacher’s Self-Efficacy for Pre-Test and Post- Test 
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Table 4.4 

Paired Sample t-test of Teacher’s Motivation for Pre-Test and Post-Test (N=30) 

Pre-test Post-test Paired Sample t-test  95% 

 M SD M SD t df p η2 LL UL 

Motivation 2.30 0.273 4.16 0.293 25.239 29 <.001 0.956 - 

2.02 

- 

1.72 

Note: M=mean, SD= standard deviation, df= degree of freedom, p=significance. 

 

Table 4.4 highlights the comparison of teacher‘s Motivation for pre-test and 

post-test, paired samples t-test was conducted. It was identified that there was a 

statistically significant difference in scores of teachers Motivation pre-test (M = 2.30, 

SD= 0.273) and post-test (M = 4.16, SD = 0.293; t (30) = 25.239, p <0.001. Partial eta 

squared was large η
2
 = 0.956. 
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Figure 4.2 

Paired Sample t-test of Teacher’s Motivation for Pre-Test and Post-Test. 
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Table 4.5 

Descriptive Statistics of Motivation Scale. 

Sr # Motivation Scale Pre- Test Post-test 

 Statements M SD Rank M SD Rank 

1 I have a job in which I can easily meet all 

my psychological needs (food, water etc.). 
2.17 .699 20.5 2.30 .750 28.0 

2 The institution where I work is not exposed 

to any danger that may cause health 

problems. 

1.57 .817 28.0 3.23 .568 27.0 

3 I have job security at the institution where I 

work. 
2.00 .830 25.0 3.50 .682 26.0 

4 My superior do not try to block my 

advancement. 
1.70 .702 26.5 3.60 .855 25.0 

5 My peer do not try to damage my career. 1.70 .794 26.5 3.70 .702 24.0 

6 The institution where I work contributes to 

my recognition. 
2.47 .681 9.5 3.87 .937 22.0 

7 I have lots of friends of friends at the 

institution where I work. 
2.07 .868 24.0 4.00 .871 17.5 

8 My peer help each other in the work place. 2.37 .765 15.5 3.80 .961 23.0 

9 I respect myself for having the profession of 

teaching. 
2.63 .669 2.5 4.10 1.029 13.0 

10 People respect me because I am a teacher. 2.70 .651 1.0 4.40 .724 3.0 

11 I am popular in my institution because of 

my professional knowledge and 

competence. 

2.40 .621 13.0 4.53 .629 2.0 

12 I feel like home at my work place. 2.10 .845 23.0 4.30 .750 7.0 

13 I consider myself equipped for teaching. 2.53 .730 5.5 4.00 .871 17.5 

14 The institution where I work provides me 

with sufficient resources to do my job 

better. 

2.33 .711 17.0 4.00 .743 17.5 

15 Teaching is an ideal job for me. 2.63 .765 2.5 4.07 .828 14.5 

16 I can use my creativity in the institution 

where I work. 
2.50 .731 7.5 4.37 .809 4.5 

17 I have a job which helps me to achieve my 

goals in life. 
2.47 .776 9.5 4.23 .679 9.0 
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18 Teaching makes my life more meaningful. 2.43 .568 11.0 4.37 .765 4.5 

19 My job gives me freedom of power. 2.60 .498 4.0 4.27 .785 8.0 

20 I think I am doing my job properly. 2.53 .730 5.5 3.93 .521 21.0 

21 The people in my institution know me as a 

successful worker. 
2.40 .770 13.0 4.00 .695 17.5 

22 The institution where I work aids 

continuous learning. 
2.40 .724 13.0 4.20 .847 10.5 

23 The institution gives me the opportunity to 

know whether I do my job well or not. 
2.13 .730 22.0 4.07 .691 14.5 

24 I hear new ideas in the institution here I 

work. 
2.50 .682 7.5 4.33 .711 6.0 

25 I can use my creativity in the institution 

where I work. 
2.30 .750 18.0 3.97 .615 20.0 

26 My job contributes to the development of 

society and state. 
2.37 .615 15.5 4.60 .621 1.0 

27 My institution adopts a democratic and 

participatory approach towards management 

and supervision. 

2.23 .679 19.0 4.20 .761 10.5 

28 I have a job in which I can easily meet all 

my psychological needs (food, water etc.). 
2.17 .791 20.5 4.13 .819 12.0 

Note. M=Mean, SD=Standard Deviation. 

 
The above table 4.5 highlights the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The first item was related to psychological 

needs; ―I have a job in which I can easily meet all my psychological needs (food, 

water etc.)‖. Result showed that the rank value highly increased in posttest as 

compared to pre-test (20.5 to 28.0). 

The table indicated the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The second item was related to safety; ―The 

institution where I work is not exposed to any danger that may cause health 

problems.‖. Result showed that the rank value slightly decreased in the posttest as 
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compared to pre-test (28.0 to 27.0). 

It is indicated in the table that the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The third item was related to job security; ―I 

have job security at the institution where I work‖. Result showed that the rank value 

slightly increased in the posttest as compared to pre-test (25.0 to 26.0). 

Results showed that the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The forth item was related to positive 

attitude of senior colleagues; ―My superior do not try to block my advancement.‖. 

Result showed that the rank value slightly decreased in the posttest as compared to 

pre-test (26.5 to 25.0). 

The above table showed that the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The fifth item was related to positive 

attitude of peers; My peer does not try to damage my career‖. Result showed that the 

rank value moderately decreased in the posttest as compared to pre-test (26.5 to 24.0). 

The table showed that the effect of intervention on in-service teacher‘s motivation 

item wise pretest and posttest. The sixth item was related to positive role of 

organization; ―The institution where I work contributes to my recognition‖. Result 

showed that the rank value highly increased in the posttest as compared to pre-test 

(9.5 to 22.0). 

The results showed that the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The seventh item was related to friendly 

atmosphere of the institute; ―I have lots of friends of friends at the institution where I 

work.‖. Result showed that the rank value highly increased in the posttest as  

compared to pre-test (24.0 to 17.5). 

 The table highlights that the effect of intervention on in-service teacher‘s 
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motivation item wise pretest and posttest. The Eighth item was related to helping role 

of peers at work place; ―My peer help each other in the work place.‖. Result showed 

that the rank value highly increased in the posttest as compared to pre-test (15.5 to 

23.0). 

The results showed that the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The ninth number item was related to self- 

respect; ―I respect myself for having the profession of teaching‖. Result showed that 

the rank value highly increased in the posttest as compared to pre-test (2.5 to 13.0). 

Table highlights that the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The tenth number item was related to 

receiving respected from society; ―People respect me because I am a teacher. Result 

showed that the rank value increased in the posttest as compared to pre-test (.0 to 3.0). 

The results indicated that the effect of intervention on in-service teacher‘s motivation 

item wise pretest and posttest. The eleventh number item was related to professional 

competences of teachers; ―I am popular in my institution because of my professional 

knowledge and competence‖. Result showed that the rank value highly decreased in 

the posttest as compared to pre-test (13.0 to 2.0). 

The results showed that the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The twelfth number item was related to 

home like environment of school; ―I feel like home at my work place‖. Result showed 

that the rank value highly decreased in the posttest as compared to pre-test (23.0 to 

7.0). 

The results indicated that the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The thirteenth number item was related to 

self-confidence; ―I consider myself equipped for teaching‖. Result showed that the 
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rank value highly increased in the posttest as compared to pre-test (5.5 to 17.5). 

The results indicated that the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The fourteenth number item was related to 

provision of resources; ―The institution where I work provides me with sufficient 

resources to do my job better‖.  Result showed that the rank value slightly increased in 

the posttest as compared to pre-test (17.0 to 17.5). 

The results indicated that the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The fifteenth number item was related 

teaching as ideal job; ―Teaching is an ideal job for me‖. Result showed that the rank 

value highly increased in the posttest as compared to pre-test (2.5 to 14.5). 

The results highlighted that the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The sixteenth number item was related to 

use of creativity in work; ―I can use my creativity in the institution where I work‖. 

Result showed that the rank value moderately decreased in the posttest as compared to 

pre-test (7.5 to 4.5). 

The results showed that the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The item number seventeenth was related to 

use of sense of achieving goals; ―I have a job which helps me to achieve my goals in 

life‖. Result showed that the rank value moderately increased in the posttest as 

compared to pre-test (18.0 to 20.0). 

The results showed that the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The eighteenth number item was related to 

use of sense of meaningfulness while teaching; ―Teaching makes my life more 

meaningful‖. Result showed that the rank value moderately decreased in the posttest 

as compared to pre-test (11.0 to 4.5). 
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The results highlighted that the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The nineteenth number item was related to 

use of sense of freedom of power; ―My job gives me freedom of power‖. Result 

showed that the rank value moderately increased in the posttest as compared to pre- 

test (4.0 to 8.0). 

The results highlighted that the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The twentieth number item was related to 

use of sense of doing job properly; ―I think I am doing my job properly‖. Result 

showed that the rank value highly increased in the posttest as compared to pre-test  

(5.5 to 21.0). 

The results showed that the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The item number twenty-one was related to 

use of sense of successfulness; ―The people in my institution know me as a successful 

worker.‖. Result showed that the rank value moderately increased in the posttest as 

compared to pre-test (13.0 to 17.5). 

The results indicated that the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The item number twenty-two was related to 

use of sense continuous learning; ―The institution where I work aids continuous 

learning‖. Result showed that the rank value moderately increased in the posttest as 

compared to pre-test (10.5 to 13.0). 

The results highlighted that the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The item number twenty-three was related 

to use of sense of self evaluation; ―The institution gives me the opportunity to know 

whether I do my job well or not‖. Result showed that the rank value highly decreased 

in the posttest as compared to pre-test (22.0 to 14.5). 
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The results indicated that the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The item number twenty-four was related to 

use of sense creating new ideas; ―I hear new ideas in the institution here I work‖. 

Result showed that the rank value slightly decreased in the posttest as compared to 

pre-test (7.5 to 6.0). 

The results highlighted that the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The sixteenth number item was related to 

use of creativity in work; ―I can use my creativity in the institution where I work‖. 

Result showed that the rank value moderately decreased in the posttest as compared to 

pre-test (7.5 to 4.5). 

The results highlighted the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The item number twenty-six was related to 

use of sense of contribution in the development in the state and society; ―My job 

contributes to the development of society and state‖. Result showed that the rank 

value highly increased in the posttest as compared to pre-test (15.5 to 0.1) 

The results highlighted the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The item number twenty-seven was related 

to the democratic approach of supervision; ―My institution adopts a democratic and 

participatory approach towards management and supervision.‖. Result showed that  

the rank value slightly decreased in the posttest as compared to pre-test (10.5 to 10). 

The results highlighted the effect of intervention on in-service teacher‘s 

motivation item wise pretest and posttest. The item number twenty-eight was related 

to the meeting of psychological needs; ―I have a job in which I can easily meet all my 

psychological needs (food, water etc.)‖. Result showed that the rank value highly 

decreased in the posttest as compared to pre-test (20.5 to 12). 
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Table 4.6 

 

Descriptive Statistics of Self-Efficacy Scale. 

 

Sr # Self-efficacy Scale Pre-test Post-test 

 Statements M SD Rank M SD Rank 

1 I am able to influence the decisions that are 

made in the school. 
2.07 .691 25 3.83 .461 26 

2 I can express my view freely on important 

school matters. 
1.90 .803 26 4.00 .695 25 

3 I can get the instructional material (chart, 

marker, etc) I need. 
2.40 .724 14 4.20 .761 18 

4 I can get through to the most difficult 

students. 
2.50 .682 10 4.03 .669 24 

5 I can help students to learn when there is lack 

of support from the home. 
2.27 .828 23 4.23 .626 15 

6 I am able keep students on task during 

difficult assignments. 
2.67 .547 2 4.07 .740 23 

7 I am able to increase students memory of 

what they have been taught in the previous 

lesson. 

2.50 .682 10 4.37 .669 9 

8 I can motivate students who show low interest 

in school work.. 
2.37 .765 16 4.20 .714 18 

9 I am able to get students work well together. 2.53 .629 7 4.43 .728 5 

10 I am able to overcome the influence of 

adverse community conditions on students 

learning. 

2.33 .606 19 4.23 .626 15 

11 I am able to get children to follow class rules. 2.53 .730 7 4.20 .847 18 

12 I can control disruptive behavior in the class 

room. 
2.33 .758 19 4.33 .711 11 

13 I can prevent problematic behavior on the 

school grounds. 
2.57 .679 5 4.53 .681 1 

14 I am able to get parents to become involved in 

school activities. 
2.63 .615 3 4.10 .712 22 

15 I can assist parents in helping their children to 

do well in school. 
2.37 .669 16 4.27 .691 12 
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16 I am able to make parents feel comfortable 

coming to school. 
2.50 .572 10 4.33 .711 11 

17 I am able to get community groups involved 

in working with the school. 
2.37 .669 16 4.10 .662 22 

18 I can make the school safe place. 2.27 .740 23 4.17 .747 20 

19 I am able to make students enjoying in 

coming school. 
2.50 .682 10 4.50 .731 2 

20 I can get students to trust on teachers. 2.43 .626 13 4.37 .765 9 

21 I can help other teachers with their teaching 

skills. 
2.67 .547 2 4.43 .504 5 

22 I am able to reduce school dropout. 2.47 .571 12 4.43 .504 5 

23 I am able to reduce school absenteeism. 2.57 .626 5 4.23 .728 15 

24 I can get students to believe they can do well 

in school work. 
2.27 .640 23 4.23 .679 15 

25 I am able to get children to do their 

homework. 
2.27 .640 23 4.43 .626 5 

26 I am able to influence the decisions that are 

made in the school. 
2.30 .750 20 4.40 .621 7 

Note: M=Mean, SD,=Standard Deviation 
 

The above table 4.6 highlights the effect of intervention on in-service teacher‘s 

self-efficacy item wise pretest and posttest. The first item was related to personal 

influence on administrative decision; ―I am able to influence the decisions that are 

made in the school‖. Result showed that the rank value was slightly increased in 

posttest as compared to pre-test (25 to 26). 

The table indicated the effect of intervention on in-service teacher‘s self- 

efficacy item wise pretest and posttest. The second item was related to freedom of 

expression; ―I can express my view freely on important school matters‖. Result 

showed that the rank value slightly decreased in the posttest as compared to pre-test 

(26 to 25). 
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It is indicated in the table that the effect of intervention on in-service teacher‘s 

self-efficacy item wise pretest and posttest. The third item was related to provision of 

instructional material; ―I can get the instructional material (chart, marker, etc) I need‖. 

Result showed that the rank value moderately increased in the posttest as compared to 

pre-test (14 to 18). 

Results showed that the effect of intervention on in-service teacher‘s self- 

efficacy item wise pretest and posttest. The forth item was related to ability to handle 

difficult students; ―I can get through to the most difficult students‖. Result showed that 

the rank value was highly increased in the posttest as compared to pre-test (10 to 24). 

The above table showed that the effect of intervention on in-service teacher‘s 

self-efficacy item wise pretest and posttest. The fifth item was related to encourage 

students to learn without home support. ―I can help students to learn when there is 

lack of support from the home‖. Result showed that the rank value highly decreased in 

the posttest as compared to pre-test (23 to 15). 

The table showed that the effect of intervention on in-service teacher‘s self- 

efficacy item wise pretest and posttest. The sixth item was related, able to help 

students be with difficult task; ―I am able keep students on task during difficult 

assignments‖. Result showed that the rank value highly decreased in the posttest as 

compared to pre-test (23 to 15). 

The results showed that the effect of intervention on in-service teacher‘s self- 

efficacy item wise pretest and posttest. The seventh item was related improve students 

long term memory, ―I am able to increase student‘s memory of what they have been 

taught in the previous lesson‖. Result showed that the rank value slightly decreased in 

the posttest as compared to pre-test (10 to 9). 
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The table highlights that the effect of intervention on in-service teacher‘s self- 

efficacy item wise pretest and posttest. The Eighth item was related increase students 

interest; ―I can motivate students who show low interest in school work‖. Result 

showed that the rank value slightly increased in the posttest as compared to pre-test 

(16 to 18). 

The results showed that the effect of intervention on in-service teacher‘s self- 

efficacy scale item wise pretest and posttest. The ninth number item was related to 

encourage students for group work; ―I am able to get students work well together.‖. 

Result showed that the rank value moderately decreased in the posttest as compared to 

pre-test (7 to 5). 

Table highlights that the effect of intervention on in-service teacher‘s self- 

efficacy item wise pretest and posttest. The tenth number item was related to able to 

control the negative effect of community on students learning; ―I am able to overcome 

the influence of adverse community conditions on students learning‖. Result showed 

that the rank value moderately decreased in the posttest as compared to pre-test (19 to 

15). 

The results indicated that the effect of intervention on in-service teacher‘s self- 

efficacy item wise pretest and posttest. The eleventh number item was related to class 

rules; ―I am able to get children to follow class rules‖. Result showed that the rank 

value highly increased in the posttest as compared to pre-test (13 to 2). 

The results showed that the effect of intervention on in-service teacher‘s self- 

efficacy item wise pretest and posttest. The twelfth number item was related to control 

student‘s disruptive behavior; ―I can control disruptive behavior in the classroom.‖. 

Result showed that the rank value highly decreased in the posttest as compared to pre- 

test 19 to 11). 
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The results indicated that the effect of intervention on in-service teacher‘s self- 

efficacy item wise pretest and posttest. The thirteenth number item was related to 

prevent problematic behavior; ―I can prevent problematic behavior on the school 

grounds‖. Result showed that the rank value highly increased in the posttest as 

compared to pre-test (5 to 1). 

The results indicated that the effect of intervention on in-service teacher‘s self- 

efficacy item wise pretest and posttest. The fourteenth number item was related to 

parent‘s involvement in school activities; ―I am able to get parents to become  

involved in school activities‘‖. Result showed that the rank value highly increased in 

the posttest as compared to pre-test (3 to 22). 

The results indicated that the effect of intervention on in-service teacher‘s self- 

efficacy item wise pretest and posttest. The fifteenth number item was related parent‘s 

involvement to make their children learning better; ―I can assist parents in helping 

their children to do well in school‖. Result showed that the rank value moderately 

decreased in the posttest as compared to pre-test (16 to 12). 

The results highlighted that the effect of intervention on in-service teacher‘s 

self-efficacy item wise pretest and posttest. The sixteenth number item was related to 

encourage parents to come in school ―I am able to make parents feel comfortable 

coming to school‖. Result showed that the rank value slightly increased in posttest as 

compared to pre-test (10 to 11). 

The results showed that the effect of intervention on in-service teacher‘s self- 

efficacy item wise pretest and posttest. The seventeenth number item was related to 

community involvement in school activities; ―I am able to get community groups 

involved in working with the school‖. Result showed that the rank value moderately 
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increased in the posttest as compared to pre-test (16 to 22). 

The results highlighted the effect of intervention on in-service teacher‘s self- 

efficacy item wise pretest and posttest. The eighteenth number item was related to 

safe is school; ―I can make the school safe place‖. Result showed that the rank value 

moderately decreased in the posttest as compared to pre-test (23 to 20). 

The results highlighted the effect of intervention on in-service teacher‘s self- 

efficacy item wise pretest and posttest. The nineteenth number item was related 

students enjoy to come in school ―I am able to make students enjoying in coming 

school‖. Result showed that the rank value highly decreased in the posttest as 

compared to pre-test (10 to 2). 

The results showed that the effect of intervention on in-service teacher‘s self- 

efficacy item wise pretest and posttest. The item number twenty was related to 

develop students trust on teachers; ―I can get students to trust on teacher‖. Result 

showed that the rank value moderately decreased in the posttest as compared to pre- 

test (13.0 to 9). 

The results indicated that the effect of intervention on in-service teacher‘s self- 

efficacy item wise pretest and posttest. The item number twenty-three was related to 

reduce student‘s absenteeism; ―I am able to reduce school absenteeism‖. Result 

showed that the rank value highly increased in the posttest as compared to pre-test (5 

to 15). 

The results showed that the effect of intervention on in-service teacher‘s self- 

efficacy item wise pretest and posttest. The item number twenty-four was related to 

believe students do school work well; ―I can get students to believe they can do well 

in school work‖. Result showed that the rank value highly decreased in the posttest as 

compared to pre-test (23 to 15). 
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The results highlighted the effect of intervention on in-service teacher‘s self- 

efficacy item wise pretest and posttest. The item number twenty-five was related to 

student‘s homework; ―I am able to get children to do their homework‖.  Result 

showed that the rank value highly decreased in the posttest as compare to pre-test (23 

to 5). 

The results highlighted the effect of intervention on in-service teacher‘s self- 

efficacy item wise pretest and posttest. The item number twenty-six was related to 

teacher‘s influence on administrative decision; ―I am able to influence the decisions 

that are made in the school‖. Result showed that the rank value highly decreased in 

the posttest as compared to pre-test (20 to 7). 



107 

  

 

Table 4.7 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Age (Years) of 

Participants. 

 20-25 

(n=19) 

 26-30 

(n=4) 

 >30 

(n=7) 

 ANOVA 

 M SD M SD M SD F P 

Self-efficacy Gain score 

(post-pre) 

1.87 0.39 1.96 0.60 1.95 0.70 0.110 0.896 

Motivation Gain score (post- 

pre) 

1.91 0.38 1.89 0.33 1.73 0.52 0.467 0.632 

Note: M=mean, SD= standard deviation, df= degree of freedom, p=significance 

 

Table 4.7 showed that one-way ANOVA was conducted to find the significant 

difference in gain score of self-efficacy regarding age (years) of participants. There 

was no significant difference in gain score of self-efficacy regarding age (years) (F (2, 

27) =0.110, p=0.896). The gain score of self-efficacy across different age years were 

similar. 

The results also highlighted that there was no significance difference in gain 

score of Motivation regarding age (years) (F (2, 27) =0.467, p=0.632). The gain score 

of motivation across different age years was similar. 
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Figure 4.3 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Age of 

participants 
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Table 4.8 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Education level 

of participants. 

High & 

Higher school 

Graduate Master  ANOVA 

 M SD M SD M SD F P 

Self-efficacy Gain 

 

score (post-pre) 

1.93 0.62 1.89 0.37 1.88 0.53 0.03 0.975 

Motivation Gain 

 
score (post-pre) 

1.90 0.26 1.92 0.40 1.78 0.52 0.36 0.700 

 

Note: M=mean, SD= standard deviation, df= degree of freedom, p=significance 

 

Table 4.8 highlighted that one-way ANOVA was conducted to find the 

significant difference in gain score of self-efficacy regarding education level of 

participants. There was a significant difference in gain score of self-efficacy regarding 

education level (F (2, 27) =0.03, p=0.975). The gain score of self-efficacy across 

different education levels were similar. 

It was also indicated in the results that there was no significant difference in 

gain score of motivation regarding education level (F (2, 27) =0.36, p=0.700). The 

gain score of motivation across different education levels was similar. 
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Figure 4.4 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Education level 

of participants. 
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Table 4.9 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Marital Status 

Married Single  Independent 

samples-test 

 M SD M SD t df P 

Self-efficacy Gain score (post-pre) 1.94 0.69 1.88 0.36 0.31 28 0.756 

Motivation Gain score (post-pre) 1.73 0.45 1.93 0.38 - 

1.30 

28 0.205 

Note: M=mean, SD= standard deviation, df= degree of freedom, p=significance 

Table 4.9 showed that Independent samples-test was conducted to find the 

significant difference in gain score of self-efficacy regarding marital status. There was 

no significant difference in gain score of self-efficacy regarding marital status 

(M=1.94, SD=0.69; t (28) 0.31, p=0756. Results also indicate that there was no 

significance difference in gain score of motivation regarding marital status (M=1.73, 

SD=0.45; t (28) -1.30, p=0.205. 
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Figure 4.5 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Marital status. 
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Table 4.10 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Father 

Education of participants. 

High & Higher 

Secondary 

Bachelor's 

Degree 

Master's 

Degree 

ANOVA 

 M SD M SD M SD F P 

Self-efficacy Gain score 

(post-pre) 

1.93 0.62 1.89 0.37 1.88 0.53 0.025 0.975 

Motivation Gain score 

(post-pre) 

1.90 0.26 1.92 0.40 1.78 0.52 0.361 0.700 

Note: M=mean, SD= standard deviation, df= degree of freedom, p=significance 

Table 4.10 showed that one-way ANOVA was conducted to find the 

significant difference in gain score of self-efficacy regarding father education of 

participants. There was no significant difference in gain score of self-efficacy 

regarding father education (F (2, 27) =0.025, p=0.975). The gain score of self-efficacy 

across different father‘s education levels were similar. 

The results also indicated that there was no significant difference in gain score 

of Motivation regarding father education (F (2, 27) =0.361, p=0.700). The gain score 

of motivation across different fathers‘ education levels was similar. 
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Figure 4.6 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Father 

Education of participants. 
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Table 4.11 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Father 

Occupation of Participants 

Government Private  Other  ANOVA 

 M SD M SD M SD F P 

Self-efficacy Gain score 

(post-pre) 

2.01 0.47 1.77 0.46 2.06 0.54 1.153 0.331 

Motivation Gain score 

(post-pre) 

1.79 0.32 1.81 0.46 2.12 0.30 1.515 0.238 

Note: M=mean, SD= standard deviation, df= degree of freedom, p=significance 

Table 4.11 showed that one-way ANOVA was conducted to find the 

significant difference in gain score of self-efficacy regarding father‘s occupation of 

participants. There was no significant difference in gain score of self-efficacy 

regarding father‘s occupation of the participants (F (2, 27) =1.153, p=0.331). The gain 

score of self-efficacy across different father occupation levels were similar. 

Results also indicated that there was no significant difference in gain score of 

Motivation regarding father‘s occupation of the participants (F (2, 27) =1.515, 

p=0.238). The gain score of motivation across different father occupation levels was 

similar. 
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Figure 4.7 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Father’s 

Occupation of Participants. 
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Table 4.12 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Family Size of 

Participants. 

Family Size 

 3-6  6-9  Independent samples-test 

 M SD M SD t df P 

Self-efficacy Gain score 

(post-pre) 

1.90 0.53 1.89 0.41 0.060 28 0.952 

Motivation Gain score 

(post-pre) 

1.87 0.43 1.86 0.37 0.050 28 0.961 

Note: M=mean, SD= standard deviation, df= degree of freedom, p=significance 

Table 4.12 showed that Independent samples-test was conducted to find the 

significant difference in gain score of self-efficacy regarding family size of the 

participants. The result indicated that there was no statistically significant difference 

in gain score of self-efficacy regarding family size of participants (M=1.90, SD=0.53; 

t (28) 0.0.060, p=0952. Results also highlighted that there was no significance 

difference in gain score of motivation regarding family size of participants (M=1.87, 

SD=0.43; t (28) 0.050, p=0.961. 
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Table 4.13 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Teaching 

Experience in present school 

 <1  1-5  6-10  ANOVA 

 M SD M SD M SD F P 

Self-efficacy Gain score 

(post-pre) 

1.91 0.40 1.77 0.35 2.09 0.67 1.268 0.298 

Motivation Gain score (post- 

pre) 

1.87 0.27 1.85 0.38 1.88 0.55 0.014 0.986 

Note: M=mean, SD= standard deviation, df= degree of freedom, p=significance 

Table 4.13 showed that one-way ANOVA was conducted to find the 

significant difference in gain score of self-efficacy regarding teaching experience in 

present school. There was no significant difference in gain score of self-efficacy 

regarding teaching experience in present school (F (2, 27) =1.268, p=0.298). The gain 

score of self-efficacy across different education levels were similar. 

Results also indicated there was no significant difference in gain score of 

Motivation regarding teaching experience in present school (F (2, 27) =0.014, 

p=0.986). The gain score of motivation across different experience in present school 

education levels was similar. 
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Figure 4.9 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Teaching 

Experience in Present School. 
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Table 4.14 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Overall 

Teaching Experience (years) of Participants. 

 <1  1-5  6-10  ANOVA 

 M SD M SD M SD F p 

Self-efficacy Gain 

score (post-pre) 

1.86 0.36 1.78 0.38 2.09 0.67 1.146 0.333 

Motivation Gain 

score (post-pre) 

1.91 0.26 1.82 0.39 1.88 0.55 0.122 0.886 

Note: M=mean, SD= standard deviation, df= degree of freedom, p=significance 

 

Table 4.14 indicated that one-way ANOVA was conducted to find the 

significant difference in gain score of self-efficacy regarding overall teaching 

experience. There was no significant difference in gain score of self-efficacy 

regarding the overall teaching experience of participants (F (2, 27) =1.146, p=0.333). 

The gain score of self-efficacy across different overall teaching experience were 

similar. 

It was also displayed that there was no significant difference in gain score of 

Motivation regarding the overall teaching experience of the participants (F (2, 27) 

=0.122, p=0.886). The gain score of motivation across different overall 

teaching experience was similar. 
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Figure 4.10 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Overall 

Teaching Experience (years) of Participants. 
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Table 4.15 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Establishment 

of working 

Primary Middle  High  ANOVA 

 M SD M SD M SD F P 

Self-efficacy Gain score 

(post-pre) 

1.88 0.52 1.85 0.54 1.94 0.46 0.076 0.927 

Motivation Gain score (post- 

pre) 

1.99 0.39 1.86 0.61 1.77 0.30 0.831 0.446 

Note: M=mean, SD= standard deviation, df= degree of freedom, p=significance 

 

Table 4.15 highlighted that one-way ANOVA was conducted to find the 

significant difference in gain score of self-efficacy regarding establishment. There  

was no significant difference in gain score of self-efficacy regarding establishment (F 

(2, 27) =0.076, p=0.927). The gain score of self-efficacy across different 

establishments were similar. 

Results also highlighted that there was no significant difference in gain score 

of Motivation regarding establishment (F (2, 27) =0.831, p=0.446). The gain score of 

motivation across different establishments was similar. 
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Figure 4.11 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Establishment 

of working. 
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Table 4.16 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Education 

Level of School 

Primary Middle High ANOVA 

 M SD M SD M SD F P 

Self-efficacy Gain score 

(post-pre) 

1.85 0.47 1.85 0.49 2.01 0.54 0.318 0.730 

Motivation Gain score (post- 

pre) 

1.97 0.35 1.77 0.57 1.78 0.35 0.858 0.435 

Note: M=mean, SD= standard deviation, df= degree of freedom, p=significance 

 

The table 4.16 indicated that one-way ANOVA was conducted to find the 

significant difference in gain score of self-efficacy regarding education level. There 

was no significant difference in gain score of self-efficacy regarding education level 

(F (2, 27) =0.318, p=0.730). The gain score of self-efficacy across different education 

levels were similar. 

The table also showed that there was no significant difference in gain score of 

motivation regarding education level (F (2, 27) =0.858, p=0.435). The gain score of 

motivation across different education levels was similar. 
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Figure 4.12 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Education 

Level of School. 
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Table 4.17 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Students Age 

(years) taught by participants. 

Students age 

 3-9  9-15  Independent samples- 

test 

 M SD M SD t df P 

Self-efficacy Gain score (post- 

pre) 

1.93 0.52 1.87 0.46 0.341 28 0.736 

Motivation Gain score (post- 

pre) 

1.99 0.35 1.76 0.43 1.618 28 0.117 

Note: M=mean, SD= standard deviation, df= degree of freedom, p=significance 

 

Table 4.17 showed that Independent samples-test was conducted to find the 

significant difference in gain score of self-efficacy regarding students age who were 

taught by participants. There was no significant difference in gain score of self- 

efficacy regarding students age three to nine members (M=1.93, SD=0.52; t (28) 

0.341, p=0736. Results also indicate that there was even no significance difference in 

gain score of motivation regarding students age nine to fifteen members (M=1.99, 

SD=0.35; t (28) 1.681, p=0.117. 
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Figure 4.13 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Students Age 

taught by Participants. 
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Table 4.18 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Lesson 

Branchestaught by participants. 

Sciences Humanities Others  ANOVA 

 M SD M SD M SD F P 

Self-efficacy Gain 

score (post-pre) 

1.95 0.47 2.03 0.56 1.78 0.42 0.877 0.428 

Motivation Gain 

score (post-pre) 

1.90 0.56 1.83 0.53 1.88 0.24 0.072 0.931 

Note: M=mean, SD= standard deviation, df= degree of freedom, p=significance 

 

Table 4.18 showed that one-way ANOVA was conducted to find the 

significant difference in gain score of self-efficacy regarding lesson branches taught 

by participants. There was no significant difference in gain score of self-efficacy 

regarding lesson branches; sciences, humanities and others (F (2, 27) =0.877, 

p=0.428). The gain score of self-efficacy across different lesson branches were 

similar. 

Table also showed that there was no significant difference in gain score of 

motivation regarding different lesson branches (F (2, 27) =0.072, p=0.931). The gain 

score of motivation across different lesson branches was similar. 
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Figure 4.14 

 Comparison of Gain Score of Self-Efficacy and Motivation Regarding Lesson 

Branches taught by participants. 
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Table 4.19 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding why choose 

teaching profession 

Why choose teaching 

profession 

 By Choice Others Independent samples- 

test 

 M SD M SD t df P 

Self-efficacy Gain score 

(post-pre) 

1.91 0.48 1.86 0.52 0.222 28 0.826 

Motivation Gain score 

(post-pre) 

1.92 0.37 1.69 0.50 1.343 28 0.190 

Note: M=mean, SD= standard deviation, df= degree of freedom, p=significance 

Table 4.19 showed that Independent samples-test was conducted to find the 

significant difference in gain score of self-efficacy regarding why choose teaching 

profession. There was no significant difference in gain score of self-efficacy regarding 

why they choose teaching profession by choice (M=1.91, SD=0.48). Results also 

indicated that there was even no significance difference in gain score of Self-efficacy 

regarding why they choose teaching profession other reasons (M=1.86, SD=0.52; t 

(28) 0.222, p=0.826. 

It was also showed that there was no significant difference in gain score of 

motivation regarding why they choose teaching profession by choice (M=1.92, 

SD=0.37) and other reasons (M=1.69, SD=0.50; t (28) 1.343., p=0.190. 
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Figure 4.15 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Why Choose 

Teaching Profession 
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Table 4.20 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Family member 

work in teaching 
 

Family Member 

 Sibling No one Independent samples- 

test 

 M SD M SD t df P 

Self-efficacy Gain score (post- 

pre) 

2.00 0.44 1.82 0.51 1.037 28 0.309 

Motivation Gain score (post- 

pre) 

2.04 0.33 1.73 0.42 2.230 28 0.034 

Note: M=mean, SD= standard deviation, df= degree of freedom, p=significance 

 

Table 4.18 showed that an independent samples t-test was conducted to find 

the significant difference in gain score of self-efficacy regarding the family member 

work in teaching. There was no significant difference in gain score of self-efficacy 

regarding family relation any sibling belongs to teaching profession (M=2.00, 

SD=0.44). Results also indicate that there was no significance difference in gain score 

of self-efficacy regarding no family member work in the field of teaching (M=1.82, 

SD=0.51; t (28) 1.037, p=0.309. 

Results also indicated that there was no significant difference in gain score of 

motivation regarding family member any sibling belongs to teaching profession 

(M=2.04, SD=0.33). Results also indicate that there was no significance difference in 

gain score of motivation regarding no family member work in the field of teaching 

(M=1.73, SD=0.42; t (28) 2.230, p=0.034. 
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Figure 4.16 

Comparison of Gain Score of Self-Efficacy and Motivation Regarding Family member 

in Teaching. 
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Qualitative Data Analysis 

The study entitled ―Effect of in-service teachers‘ morale training on their self-efficacy 

and motivation to teach at secondary school level in Lahore‖. Researcher applied mixed 

method design by using an experimental design (Figure 3.2) with an embedded approach 

(Figure 3.1). Researcher needs to embed a qualitative data set to provide a supportive, 

secondary role in a study which primarily based on the quantitative data. Researcher 

conducted focus group interview after intervention (as shown in Figure 3.1) with thirty 

secondary school teachers. The interview protocol was consisted of twenty-seven semi-

structured questions constructed under four themes; self-efficacy, motivation, peer support 

and ethics. Qualitative data was used to strengthen the results of the study. For taking 

the review of participants about training face-to-face interview was also conducted under two 

themes namely; perception of teachers about professional development and teachers 

experience about training. In this section researcher manages the analysis of the 

qualitative data collected from the participants under emerging themes. The following 

steps were included in analysis of focus group interview and face-to-face interview: (a) 

preliminary exploration of the data by reading through the transcripts and writing memos; (b) 

coding the data by segmenting and labeling the text; (c) using codes to develop themes by 

aggregating similar codes together; (d) connecting and interrelating themes; and (e) 

constructing a narrative. 

Qualitative Data Analysis of Focus Group Interview 

Theme 1: Self-Efficacy 

Question 1  

Do you express your views freely on important school matters? If Yes, how? 

In the reply of this question all the thirty teachers were agreed that they can 

express their views freely on important school matters. In the response of this 
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question, two teachers answered that ―they can give suggestions on timetable setting 

and paper setting‖. Three teachers responded that ―they have friendly environment in 

their school and our madam gave respect to our opinion. We can discuss all students 

and parents related issues with her freely‖. One teacher replied that ―she can discuss 

student’s school fee matters freely with the principal‖. 

Question 2 

Would you characterize yourself as “team player”? If so (or not) tell me more…. 

All the thirty participants were agreed that they are team player because 

whenever they face any problem they collectively try to handle it and this effort made 

it possible for them to overcome a problem on time and remained safe from the 

dispute. Twenty-three out of thirty teachers stated that ―whenever there are functions 

in school i-e annual sports day, annual prize distribution ceremony and farewells etc. 

everyone played her responsibility very well which were assigned by school 

management‖. Four out of thirty teachers indicated that ―we enjoyed to do work with 

students while preparing them for different functions/programs i-e sports, science 

exhibition, skits or tablo performance, preparing them for debates, competition of art 

and craft. During these tasks we worked as team player and also teach our students 

how to work in a team‖.  

Question 3  

Do you have confidence to give your suggestion to school management? 

 In the response of this question twenty-seven out of thirty teachers replied that 

they were able to influence on the decision of school administration, only three 

participants replied that they were not able to influence on the decision of school 

administration. 
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Question 4 

Do you get through most difficult students? If yes (or not) how to cope with 

them? 

 All the thirty teachers were agreed that they dealt with problematic students in 

their entire teaching period. One teacher reported that ―one of the student in her class 

who did not want to learn. Whenever she assigns her home assignment, she used to 

tear off the home work diary pages and pretended that teacher did not assign her the 

home task. After exams when teacher gave her papers for signing from her parents 

even she teared off that papers as well and never share with her parents. She said that 

at the end of the session her mother came to school and complaint that the teacher did 

not teach my daughter properly whole academic year, at that time principal madam 

investigated the whole matter and came to know that the student did not want to study. 

She said that it was sorted out with patient after counseling the student and her 

mother‖. Seven out of thirty teachers reported that they face students writing, reading 

problems but overcome by giving proper attention to the weak students. One teacher 

reported that ―in her class there was a very bright student but suddenly I realized that 

she did not pay proper attention on her studies. She observed and realized that the 

girl had eyesight problem. At that point she called her mother discussed the problem 

of her daughter and solved this matter‖. One teacher reported that ―in her class there 

was a student who was very rude and always ready to fight with others. When she 

investigated the mater she came to know that there were few domestic problems 

student faced that’s why she was behaving like that. She starts to pay proper attention 

on her and resolve the problem‖ only one teacher out of thirty asserted that ―she never 

ever dealt with problematic students in her entire teaching period‖. 
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Question 5 

Are you a creative human and how your institution appreciate your creative 

abilities? Any Example 

While responding this question five out of thirty teachers reported that ―they 

were not creative‖. Two out of thirty teachers reported that ―they came to know that 

they were creative when they were provided the opportunity to teach home-economics 

subject. They taught children how to make different things at that point they came to 

know that they have the creative abilities‖.  Only one teacher mentioned that ―she is 

creative but she didn‘t used her creative abilities‖.  One teacher reported that ―she 

came to know that she is creative when she participates in art work activity which was 

conducted at the start of new session‖. Six teachers reported that ―they were happy to 

work at this institute because here is the trend to appreciate their creative work.‖ One 

teacher reported that ―she is creative to some extent but she did not practice this 

creativity at this institute because she started her job right now‖. One teacher reported 

that ―she likes to made new things and she had made many things for school‖. Four 

out of thirty teachers reported that they are creative. One of them said that she 

decorated the Science Lab. One participant mentioned that at the function of annual 

result day she prepared children for welcome song skit. One shared that she decorated 

the hall for farewell party. 

Question 6 

Do you feel comfortable to get instructional material (charts, board marker, 

duster etc.) from school? What is the method to get that material?  

All the thirty teachers replied in response to this question that they get 

instructional material from principal which they required like; board marker, ink, 

duster, charts, sheets of paper, stapler and paper punch etc. after writing a requisition 
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to the principal. They all feel comfortable to get that material. 

Theme 2: Motivation 

Question 1  

Do you like your job as it contributes to improve your professional self? How?  

While responding to this question all the thirty teachers were reported that 

their self-confidence improved after joining this job. They become able to control 

class easily. They manage all the activities in a very good way. Sixteen teachers 

reported that ―they have developed ability to establish cooperative and professional 

relationship with colleagues, students and parents after joining this job‖. Seven 

teachers reported that ―they learned here how to conduct activity and it makes us 

more confident‖. Eleven teachers mentioned that ―now we are able to handle the 

different kind of issues which are related to our peers and students as well‖. Two 

teacher stated that ―at beginning of their jobs they get confused as any different 

situation or issue raised related to students or colleagues but now we are quite 

confident while handling every day situation‖. Five out thirty teachers said that ―we 

learnt time management and how to work in team‖. 

Question 2  

Do you feel comfortable to follow the rules and regulations of the institution? 

 Twenty-seven out of thirty teachers were agreed that they easily follow the 

rules and regulations set by the school administration. Only one teacher replied ―if I 

feel problem in obeying the rules and regulations I feel comfortable to discuss with 

administration‖. One teacher replied ―we work as team member so, never feel 

problem in obeying rules and regulations‖. 
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Question 3  

What are things that give you the most pride as a teacher? 

All the teachers were agreed that the respect and recognition they received 

after being teachers from their students made them feel pride. Eleven out of thirty 

teachers asserted that ―teaching is prophetic profession which made them feel pride‖. 

Seven out of thirty teachers said while teaching we were not just passing the 

information to students but also try to build their character. They also added when we 

teach students we update our knowledge as well. Only one teacher replied that ―when 

my students became able to do new things under my supervision this made me feel 

pride and confident‖. Twenty-three out of thirty teachers stated that ―we feel proud to 

be a teacher because it gives a greater sense of purpose and satisfaction‖. One 

teacher replied that ―I can feel happy when people seek advice and help from me‖. 

Question 4 

Are you satisfied with your job and here you easily meet all your psychological 

needs (food, water, etc.)? 

In the response of this question all the thirty teachers reported that yes this 

institute met their psychological needs. On teacher interestingly reported that 

―whenever I need to eat something I can take it easily‖. 

Question 5 

Have you feel physical, psychological and mentally safe at your job place?  how? 

While responding this question all the teachers were accepted that they feel 

themselves physically, psychologically and mentally safe at their work place. Five 

teachers even reported that ―we feel too much comfortable physically and emotionally 

that we never ever want to think to change our school‖. Three out of thirty teachers 
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quoted that ―here we don’t have extra burden of work‖. Six out of thirty teachers 

stated that ―we have comfortable zone among us, so we feel mentally relaxed here‖. 

Two out of thirty teachers stated that ―on previous job school management kept our 

academic documents after joining and it was depressing for us. Soon we left that 

school. But in this institution we have not faced such kind of issue, so we feel 

psychologically safe here‖. 

Question 6 

Do you have job security in the institution? Is it contributed to raise your 

teaching passion? 

All the teachers were agreed that they have job security in their institution, 

that‘s why they feel satisfied and this thing defiantly contribute to raise our teaching 

passion. Twenty-six out of thirty teachers replied that ―here we have to complete our 

academic session according to the rule and regulations of this institution. School 

management will not fire us before completing academic session except if anyone 

breach rules or involve in any unethical behavior school management have right to 

fire that person‖. 

Question 7 

Is environment of the institution friendly? Is it improving the ability of your 

professional work? Any example. 

While responding to this question five out of thirty teachers reported that the 

environment of their institution is very friendly it helps us to work hard. Two out of 

thirty teachers reported that ―yes the environment of their institution is very friendly. 

they said they feel difficulty in class management they share their problem with 

madam principal and she guide them in such a good way now they are confident in 

managing class. One teacher reported that ―the environment of their school is friendly 
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when she joined the duty she was unable to manage class and find much difficulty to 

set the time table of her own class but due to the friendly environment of this institute 

she learnt it and now she is very confident‖. One teacher reported that ―when she 

joined the school she was inexperienced she don‘t know how to handle the class and 

how to cover up the syllabus. She said she discussed with her seniors now she is able 

to handle class confidently and cover-up the syllabus on time‖. Two out of thirty 

teachers reported that ―due to friendly environment of the school when they feel 

problem they discuss with principal madam and she resolved it‖.  One out of thirty 

teachers reported that ―the environment of the school was very secure I want to do job 

in HIJAB and it became possible for me in this institution. This thing motivates me to 

work hard‖. Only on teacher reported that ―I have creative abilities but I did not used 

them at my previous work place but luckily in this school I am using all my creative 

and professional skills due to friendly environment‖. Two teachers reported that ―our 

school is very good‖. 

Question 8  

Are you happy while working in this institution? 

While responding this question thirty out of thirty teachers reported that ―they 

are happy while working in this institution‖. Management of this institution is 

cooperative with us‖. Ten out of thirty teachers stated that ―school management 

acknowledged our good work and its very encouraging for us‖. 

Question 9 

Do your students like you? 

 In answer to this question thirty out of thirty teachers reported that their 

students like them. They get respect from their students. 
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Question 10  

Do you think that teaching is a best profession for yourself? How? 

While responding this question all the teachers were agreed that teaching is 

best profession for them because it‘s very comfortable for females, it keeps us 

updated and enhance our knowledge and confidence. Thirteen out of thirty teachers 

stated that ―we get to inspire and educate young people. One day our students may 

become great artist, well-rounded individual and top business people etc.‖. Three 

teachers stated that ―by pursuing a career in education, we benefit society as a whole. 

The impression we make on the individual in the classroom continues onto the next 

generations‖. Seventeen teachers said that ―this is the best profession for us because 

here we have the opportunity to make a lasting difference to young students’ life‖.  

Theme 3: Peer Support 

Question 1  

Have you ever take help from peer/management while handling the problematic 

behavior of any other peers/colleagues? 

Nineteen out of thirty teachers responded if they face problematic behavior 

from their colleagues they try to solve it with conversation and if failed to resolve it 

then they discuss it with other peer or principal. Only two out of thirty teachers said 

that ―they always try to ignore such behavior‖. Only one teacher mentioned ―she tried 

to solve such problems personally‖. Another teacher replied ―she tried to solve it 

personally, if failed then complaint to my principal‖. Two teachers replied ―they 

always tried to solve such problems with love, patience, care, and sacrifice‖. Two 

teachers out of thirty answered ―they prefer to talk with colleagues to solve such type 

of problems‖.  Three out of thirty teachers replied that ―most of the time they face 
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period time problem, teacher who present in the class take more time and left the 

class late in such type of situation they like to talk with respective teacher or senior 

teacher to solve the problem‖.  

Question 2 

Do you feel comfortable / enthusiastic while helping other teachers with their 

teaching skills? 

While responding this question all the teachers were agreed that they feel 

happy to help their colleagues while they need help in completing assignments and 

teaching students. Especially the senior teachers were feeling pride and prestigious to 

help the newly inducted teachers. Eleven out of thirty teacher mentioned that ―when 

they were newly appointed as a teacher in this institution, they were worried to some 

extent about the environment of the school. But some of our senior colleagues 

welcomed us warmly, it helped us a lot to adjust in school environment‖.  

Question 3  

Do you feel secure with management/ colleagues at job place? Is it arousing you 

to do more hard work? 

In response to this question twelve out of thirty teachers reported that ―the 

environment of their school is very friendly and secure and this sense of security 

motivates them to work hard‖. Two out of thirty teachers reported that ―we learnt a lot 

from this job. We learnt how to handle people and the most important thing which we 

learnt from here is; how to avoid from those people who used you for their benefit‖. 

One out of thirty teachers reported that ―the environment of our school is very friendly 

and the main reason is that our all colleagues and principal madam is very 

cooperative and friendly. All of our words are listen and management find out their 

solution so i feel motivated to do more hard work She quotes an example over here; 
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she was working in a private institute before joining this institute and the reason to 

left that institute was its environment which was depressing‖. Only one teacher 

reported that ―one institute offered me job the salary package was good but I didn‘t go 

there because I like the environment of this institute‖. 

Question 4  

Do your peer/ management/ students respect you due to your teaching passion 

and hard work? 

All the teachers were agreed that ―their peers, management and students 

respect their teaching passion and work hard‖. They all stated that ―school 

management always acknowledged their hard work. Teachers get rewards and titles 

from school management i-e best teacher award, teacher of the year award, bonus 

and prize as well‖. All the teachers mentioned that ―their colleagues appreciated hard 

work of each other and they get more respect who accomplish her responsibility 

well‖. 

Question 5 

Do your management recognize your work? if yes is it keep your moral high? 

In response to this question twenty-six out of thirty teachers reported that our 

management recognize our work that‘s why they keep their moral high and feel 

motivated while working on their assigned tasks. Six out of thirty teachers reported 

that ―we appreciated by our management which keep our moral high. For example; 

we have received best teacher and teacher of the year award by this institution‖. 

Eight teachers said that ―we have effective communication with school management, 

so we able resolve our issues at early. It helps to keeps our energy positive‖.  
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Question 6 

How would you react if you noticed one of your coworkers is upset? 

  In response to this question eleven out of thirty teachers mentioned that ―they 

will try to know the reason of that colleague if she will upset due to any work place 

related issue, they will definitely help her according to their capacities‖. Three 

teachers replied that ―they don’t like to interfere in others matter‖. Four out of thirty 

teachers answered that ―it could create problems for themselves at job place as well if 

they will try to interfere in other matters‖. 

Theme 4: Ethics 

Question 1 

Are you able to handle the disruptive behavior of your peer/colleagues? If yes (or 

not) How? 

Five out of thirty teachers were agreed that they faced the disruptive behavior 

of their colleagues sometime at their job place. They try to handle it with patience. 

Ten out of thirty teachers mentioned that ―they tried to solve the upsetting or 

troublesome behavior after discussion with other senior or friend peers/colleagues 

and with administration as well, most of the time they received better solution to 

handle the situation‖.  

Question 2 

What would you do when you have noticed that a teacher on your grade level is having a 

difficult time with the instructional pacing and she starts asking you for help? 

 In response of this question eighteen out of thirty teacher mentioned that 

―almost all new inducted teachers faced difficult time with the instructional pacing, if 

they ask for help, we surely help them to understand the instructional methods and 
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techniques which are approved by school management‖. Five teachers answered that 

―sometime it’s difficult to spare time for helping others because we have packed time 

table‖.  Three out of thirty teachers stated that ―sometime helping others in 

instructional pacing could bring problems. For example, if they help any colleague 

regarding instructional method, if she gets problem or bad results, she could blame us 

for this‖. Two teachers indicated that ―we have no interest in helping others 

peer/colleagues‖. 

Question 3 

Can you think about a time when your coworker asked you to help them while 

you were busy? What will your response? 

 All thirty teachers indicated that ―at work place, time matters a lot as 

everyone have their own responsibilities and have specific time frame for completing 

their duties. When they get some extra time or break, they will surely help coworker if 

they ask us for help‖. 

Question 4 

Have you confronted any peer/colleague while they commit an unethical act? 

 Eleven out of thirty teachers responded that they confronted their 

peer/colleague while they commit an unethical act and try to solve it with 

conversation and if failed to resolve it then they discuss it with other peer or principal. 

Only two out of thirty teachers said that ―they always try to ignore such unethical 

behavior‖. Only one teacher mentioned ―she tried to solve such problems 

personally‖. Only one teacher replied ―she will try to talk with such colleague 

personally, if failed then complaint to my principal‖. Two teachers replied ―they 

always tried to solve such problems with love, patience and care‖. Two teachers out 

of thirty answered ―they prefer to talk with colleagues to solve such type of unethical 
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issues‖.  Three out of thirty teachers replied that ―we will stay away from such type of 

colleagues who creates chaos and act unethically‖. 

Question 5 

Determine what needs to be done when you face moral/ethical dilemma? 

 All thirty teachers stated that ―when we will face any unethical problem from 

our peer/colleague side first we will try to sort it out personally, if failed then we need 

to take this issue to the management. Because management will sort it better. 

Moral/ethical behavior among colleagues are very important, it determines the 

environment of work place‖. One out of thirty teachers stated that ―once I see one of 

my colleagues speaking inappropriately to another member of staff, this has been 

going for a while. After that I raise the issue directly with them to show my concern‖. 

Two teachers reported that ―three to four students of our class were failed in annual 

examination, their parents approached us and requested for promotion in next class. 

They also offered us presents. We denial their offer and let the principal know about 

the matter‖.  

Qualitative Data Analysis of Face-to-Face Interview 

Theme 1: Perception of teachers about professional development 

Question 1 

How did teacher training contribute to improve your professional skills? 

While responding to this question all the thirty teachers were agreed that teacher 

training is an important aspect for the teachers‘ career. Five teachers stated that we 

were newly appointed that‘s why we were not very confident to command a certain 

group of students but after this training we are able to handle different type of 

students in the class. Six teachers mentioned that they have vast knowledge about 
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their particular subject(s). We were less expressive but after attending this training 

sessions now we are quite confident to express our knowledge in front of students. 

Three teachers expressed that sometime we were not able to explain or convey what 

we know to a student, in result of this our students were slowly losing their interest 

from that particular class and subject. This training polished our professional skills 

now we are able to maintain our students‘ interest in particular class/subject. Eight 

teachers replied that this training taught them effective class management skills. 

Twelve teachers replied that now we are able to cope with certain situation related to 

everyday teaching learning process. Four teachers said that in this training we have 

learned how to create new teaching strategies which bring back the interest of their 

students in the classrooms and encourage learning among them. 

Question 2 

Do you feel enthusiastic after attending teacher training? Is this training played 

any role to enhance your teaching passion? 

Teacher enthusiasm is generally recognized as one of the most essential and desirable 

quality and characteristic for being an effective teacher. While responding to this 

question all the thirty teachers were agreed that we imply a motivating, energetic, 

passionate, and dynamic teaching style after attending this training and it contributes 

to raise our teaching passion as well.  Eighteen teachers said that they are able to 

handle the class with excitement, enjoyment, and eagerness; engages students to 

participate; and arouses them to explore. Five teachers mentioned that now they can 

lead to better teaching evaluations and positive attitudes toward peers. Our passion for 

teaching has been increased after this training. Three teachers replied that after 

attending this training they feel motivated while working as team with colleagues and 

school management. Four teachers stated that this training has developed supporting 
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and caring attitude among us. Now we are more cooperative with other peers, students 

and parents as well.  

Question 3 

Did you feel that this training has positive effect on your teaching practices? 

Whereas answering this question all the thirty teachers were agreed that this training 

has positive effect on their teaching practices. Twenty-one teachers mentioned that 

now they are able to spend some quality time with their colleagues. This training 

made them capable to discuss with colleagues about best classroom practices, unique 

learning environment and strategies to handle the certain type of students. They 

learned about collaboration with colleagues and with school management as well. 

Five teachers said that we were newly appointed. After attending this training now we 

are able to inundated with new strategies, become good team player, more 

compassionate and cooperative with management, colleagues and parents as well. 

Four teachers stated that we have developed professional skills in ourselves that‘s 

why now we feel more self-esteem as a teacher. 

Theme 2: Teachers experience about training   

Question 1 

Tell me about your experience of attending this training. 

While answering to this question all the thirty teachers were agreed that their 

experience was positive, nice and motivating. Seventeen teachers responded that this 

training expanded their understanding of mindfulness and gave them understanding to 

develop self-awareness/self-management skills. Six teachers replied that training are 

essential for learning teaching practices. It gives us a framework for what should we 

do regarding enhancing our professional skills. Three teachers stated that we learned 

during training about creative approach to teach students, how to access their 
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thoughts, emotions and behaviors. We learned about collaboration with peers and 

school management. Four teachers mentioned that training was very informative and 

well organized.  

Question 2 

Would you like to attend teacher training in future? Have you attended any 

teacher training before? 

Whereas answering to this question all the thirty teachers were agreed that they want 

to attend more teacher trainings in future. Twenty-five teachers replied that this 

training has played an important role to enhance their professional skills, teaching 

personality and ethics. Training has improved their motivation and self-efficacy. We 

learned about peer support and collaboration with school management, students and 

parents as well. Only five teachers said that they were new comer in teaching 

profession. They attended teacher training first time here and it helped them a lot in 

every day teaching-learning process. 

 All the thirty teachers stated that very first time they attended teachers 

training on morale. All training sessions were excellent, we learned a lot and 

motivated to learn more. This training was well executed to bring content & practice 

together. We appreciate the researcher for conducting such an excellent teacher 

training in our school. 
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CHAPTER V 

SUMMARY, FINDINGS, DISCUSSION, CONCLUSIONS, AND 

RECOMMENDATION 

This section of the study manages with summary, findings, discussion, 

conclusion, and recommendation. Significant findings interpreted from the analysis 

are included in this part. The essential inquiries were completely done and the results 

were affirmed by different research works from literary study. At the end, the 

conclusion was drawn from the results and recommendations were given for the 

improvement and for progressive research. 

Summary 

This study examined the effect of in-service teachers‘ morale training on their 

self-efficacy and motivation to teach at secondary school level in Lahore. Morale of 

teachers is key edges which is very important to enhance their abilities in schools. 

Instructors' morale is critical in the achievement of secondary school instructing and 

learning process. The study was mix method research in nature. The single subject 

(A-B-A) design was utilized to lead the study. The mixed method design employed an 

embedded approach with an experimental design to support the study. 

The population of current research work included all female teachers working 

in a private secondary school level in Lahore. The researcher took thirty female 

private secondary teachers from one of the female private schools through 

convenience sampling technique. The researcher used two instruments for quantitative 

data collection; Instrument A was teachers‘ self-efficacy scale developed by Albert 

Bandura (2006) adapted in the study and Instrument B teachers‘ motivation scale 

developed by Feyyat Gokce (2010) was adopted in the study. 
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The researcher led sixteen weeks training on morale under following themes: 

professional commitment, learning environment, motivation, self-esteem, school 

climate, job satisfaction, professional attitude, professional identity, belongingness 

and enthusiasm. The training manuals were developed by the researcher in the light of 

The Training Guide developed by the cooperation of NWFP, Sindh ad Baluchistan, 

(2008-9). 

The data was assembled by the researcher. It was kept confidential and 

utilized uniquely for research purpose. The data produced by the study was tabulated 

and analyzed to discover the level of effect on the dependent variables. Non- 

Parametric statistics Kolmogorov-Smirnov and Shapiro-Wilk were applied to check 

the normal distribution of data. Mean score, Standard Deviation and Paired sample t- 

test were used to check the significance effect. One-way ANOVA and Independent 

sample t-test were used to find difference between demographic variables. 

Descriptive statistic applied to measure the change in Mean, Standard Deviation and 

Rank item wise of both scales (teacher‘s motivation scale & teacher‘s self-efficacy 

scale) in pretest and posttest. 

The qualitative data was collected through focus group interview. The results 

were presented and discussed under four emerging themes namely self-efficacy, 

motivation, peer support and ethics while keeping in view the conceptual framework 

of the study. The researcher developed semi-structured question to collect the 

qualitative data. The researcher also conducted face-to-face interview to take the 

review of training from the participants. The data was collected under two themes; 

perception of teachers about professional development and teachers experience about 

training. The steps in qualitative analysis of focus group interview and face-to-face 

interview were included: (a) preliminary exploration of the data by reading through 
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the transcripts and writing memos; (b) coding the data by segmenting and labeling the 

text; (c) using codes to develop themes by aggregating similar codes together; (d) 

connecting and interrelating themes; and (e) constructing a narrative. 

The results concluded that teachers‘ morale training has a significant effect on 

teacher‘ self-efficacy and motivation to teach at secondary school level and the results 

supported by qualitative data analysis as well. Teachers review about training was 

excellent. There was no significant effect of demographic scores on teachers‘ self-

efficacy and motivation to teach at secondary school level. 

Findings 

Findings from Questionnaires Filled by Participants. 

 Thirty secondary school teachers were selected. All teachers were female. 

 There is statistically significant difference in scores of self-efficacy pre-test (M = 

2.39, SD= 0.367) and post-test (M = 4.28, SD = 0.268; t (29) = 21.58, p <0.001. 

Partial eta squared was large η
2
 = 0.94. 

 There is statistically significant difference in scores of teachers‘ motivation pre- 

test (M = 2.30, SD= 0.273) and post-test (M = 4.16, SD = 0.293; t (29) = 25.239,  

p <0.001. Partial eta squared was large η
2
 = 0.956. 

 Though participants‘ age concerned, there were 19 (63%) who were 20-25 years, 

5 (17%) having age of 25-30 years and 7 (23%) were having >30. 

 The selected teachers‘ academic qualification, Intermediate were 8 (27%) 

BA/BSc was 12 (44%). There were 10 (33%) participants who were MA/MSc 

qualified. 

 While about teachers‘ marital status, 10 (33%) were married and 20 (67%) were 

Single. 

 As far as father‘s education of participants is concerned Middle/less were 8 
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(27%) Intermediate were 13 (43%). There were 9 (30%) B. A/BSc qualified. 

 Whereas the participants‘ fathers‘ occupation is concerned, there were 9 (30%) 

were working in the Government sector, 15 (50%) were in the private sector and 

6 (20%) were working in other fields. 

 As the participants‘ family and siblings concerned, there were 19 (63%) 

participants who have 3-6 family members. Participants who have 6-9 family 

members were 11 (36%). 

 While regarding teachers‘ experience in the present school, there were 7 (23%) 

who have less than 1 years teaching experience. Participants who have 1-5 years‘ 

experience were 14 (47%) and 6 (30%) of them teaching since 6-10 years. 

 As the teachers‘ overall experience concerned, there were 9 (30%) who have less 

than 1 years teaching experience. Participants having 1-5 years‘ experience were 

12 (40%) and 9 (30%) of them teaching since 6-10 years. 

 Whereas the participants‘ establishment of working concerned, there were 11 

(37%) teaching at primary section, 6 (20%) were in the middle and 13 (13%) 

were teaching at high section. 

 As far as the participants‘ level of teaching concerned, there were 14 (47%) 

teaching at primary section, 7 (23%) were in the middle and 9 (30%) were 

teaching at high section. 

 As respect the students‘ age who are taught by participants concerned, there were 

14 (47%) who were 3-9 years and 16 (53%) having age of 9-15 years. 

 As far as lesson branches were concerned taught by participants, there were 5 

(17%) who was teaching sciences, 11 (37%) were teaching humanities and others 

were 14 (47%). 

 While concerning about participants who enter into teaching, there were 23 
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(73%) who chosen teaching as profession willingly and 7 (20%) were chosen 

teaching for other reasons. 

 As the family members of participants were concerned, there were 11 (13%) 

siblings in the same profession and 17 (50%) having no one in the teaching 

profession. 

 The item wise analysis of motivation scale on pretest and posttest had done. The 

rank value of item number one ―I have a job in which I can easily meet all my 

psychological needs (food, water etc.)‖ showed that the rank value highly 

increased in posttest as compared to pre-test (20.0 to 28.0). 

 The rank value of the second item was related to safety; ―The institution where I 

work is not exposed to any danger that may cause health problems.‖. Result 

showed that the rank value slightly decreased in the posttest as compared to pre- 

test (28.0 to 27.0). 

 The rank value of third item was related to job security; ―I have job security at 

the institution where I work‖. Result showed that the rank value slightly 

increased in the posttest as compared to pre-test (25.0 to 26.0). 

 The rank value of forth item was related to positive attitude of senior colleagues; 

―My superior does not try to block my advancement.‖. Result showed that the 

rank value slightly decreased in the posttest as compared to pre-test (26.5 to 

25.0). 

 The rank value of fifth item was related to positive attitude of peers; My peer 

does not try to damage my career‖. Result showed that the rank value moderately 

decreased in the posttest as compared to pre-test (26.5 to 24.0). 

 The rank value of sixth item was related to positive role of organization; ―The 

institution where I work contributes to my recognition‖. Result showed that the 
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rank value highly increased in the posttest as compared to pre-test (9.5 to 22.0). 

 The rank value of seventh item was related to friendly atmosphere of the 

institute; ―I have lots of friends of friends at the institution where I work.‖. 

Result showed that the rank value highly increased in the posttest as compared to 

pre-test (24.0 to 17.5). 

 The rank value of eighth item was related to helping role of peers at work place; 

―My peer help each other in the work place.‖. Result showed that the rank value 

highly increased in the posttest as compared to pre-test (15.5 to 23.0). 

 The rank value of the ninth number item was related to self-respect; ―I respect 

myself for having the profession of teaching‖. Result showed that the rank value 

highly increased in the posttest as compared to pre-test (2.5 to 13). 

 The rank value of the tenth number item was related to receiving respect from 

society; ―People respect me because I am a teacher. Result showed that the rank 

value increased in the posttest as compared to pre-test (1.0 to 3.0). 

 The rank value of eleventh number item was related to professional competences 

of teachers; ―I am popular in my institution because of my professional 

knowledge and competence‖. Result showed that the rank value highly decreased 

in the posttest as compared to pre-test (13.0 to 2.0). 

 The rank value of twelfth number item was related to home like environment of 

school; ―I feel like home at my workplace‖. Result showed that the rank value 

highly decreased in the posttest as compared to pre-test (23.0 to 7.0). 

 The thirteenth number item was related to self-confidence; ―I consider myself 

equipped for teaching‖. Result showed that the rank value highly increased in the 

posttest as compared to pre-test (5.5 to 17.5). 

 The rank value of fourteenth number item was related to provision of resources; 
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―The institution where I work provides me with sufficient resources to do my job 

better‖. Result showed that the rank value slightly increased in the posttest as 

compared to pre-test (17 to 17.5). 

 The rank value of fifteenth number item was related teaching as an ideal job; 

―Teaching is an ideal job for me‖. Result showed that the rank value highly 

increased in the posttest as compared to pre-test (2.5 to 14.5). 

 The sixteenth number item was related to use of creativity in work; ―I can use my 

creativity in the institution where I work‖. Result showed that the rank value 

moderately decreased in the posttest as compared to pre-test (7.5 to 4.5). 

 The rank value of item number seventeenth was related to use of sense of 

achieving goals; ―I have a job which helps me to achieve my goals in life‖. Result 

showed that the rank value moderately increased in the posttest as compared to pre-test 

(18.0 to 20.0). 

 The rank value of eighteenth number item was related to use of sense of 

meaningfulness while teaching; ―Teaching makes my life more meaningful‖. 

Result showed that the rank value moderately decreased in the posttest as 

compared to pre-test (11.0 to 4.5). 

 The rank value of nineteenth number item was related to use of sense of freedom 

of power; ―My job gives me freedom of power‖. Result showed that the rank 

value moderately increased in the posttest as compared to pre-test (4.0 to 8.0). 

 The rank value of twentieth number item was related to the sense of doing job 

properly; ―I think I am doing my job properly‖. Result showed that the rank value 

highly increased in the posttest as compared to pre-test (5.5 to 21.0). 

 The rank value of item number twenty-one was related to use of sense of 

successfulness; ―The people in my institution know me as a successful worker.‖. 
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Result showed that the rank value moderately increased in the posttest as 

compared to pre-test (13.0 to 17.5). 

 The rank value of item number twenty-two was related to use of sense of 

continuous learning; ―The institution where I work aids continuous learning‖. 

Result showed that the rank value moderately increased in the posttest as 

compared to pre-test (10.5 to 13.0). 

 The rank value of item number twenty-three was related to use of sense of self 

evaluation; ―The institution gives me the opportunity to know whether I do my 

job well or not‖. Result showed that the rank value highly decreased in the 

posttest as compared to pre-test (22.0 to 14.5). 

 The rank value of item number twenty-four was related to use of sense of 

creating new ideas; ―I hear new ideas in the institution here I work‖. Result 

showed that the rank value slightly decreased in the posttest as compared to pre-

test (7.5 to 6.0). 

 The rank value of item number twenty-five was related to use of sense of 

achieving goals; ―I have a job which helps me to achieve my goals in life‖. Result 

showed that the rank value moderately increased in the posttest as compared to 

pre-test (9.5 to 9.0). 

 The rank value of item number twenty-six was related to use of sense of 

contribution in the development in the state and society; ―My job contributes to 

the development of society and state‖. Result showed that the rank value highly 

increased in the posttest as compared to pre-test (15.5 to 0.1). 

 The rank value of item number twenty-seven was related to the democratic 

approach of supervision; ―My institution adopts a democratic and participatory 

approach towards management and supervision.‖. Result showed that the rank 
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value slightly decreased in the posttest as compared to pre-test (19.0 to 10.5). 

 The rank value of item number twenty-eight was related to the psychological 

needs of a person; ―I have a job in which I can easily meet all my psychological 

needs (food, water etc.)‖. Result showed that the rank value highly decreased in 

the posttest as compared to pre-test (20.5 to 12.0). 

 The item wise analysis of self-efficacy scale on pretest and posttest had done. 

The rank value of first item was related to personal influence on administrative 

decision; ―I am able to influence the decisions that are made in the school‖.  

Result showed that the rank value was slightly increased in posttest as compared 

to pre-test (25 to 26). 

 The rank value of second item was related to freedom of expression; ―I can 

express my view freely on important school matters‖. Result showed that the 

rank value slightly decreased in the posttest as compared to pre-test (26 to 25). 

 The rank value of third item was related to provision of instructional material; ―I 

can get the instructional material (chart, marker, etc.) which I need‖. Result 

showed that the rank value moderately increased in the posttest as compared to 

pre-test (14 to 18). 

 The rank value of fourth item was related to the ability to handle the difficult 

students; ―I can get through to the most difficult students‖. Result showed that the 

rank value was highly increased in the posttest as compared to pre-test (10 to 

24). 

 The rank value of fifth item was related to encourage students to learn without 

home support. ―I can help students to learn when there is lack of support from the 

home‖. Result showed that the rank value highly decreased in the posttest as 

compared to pre-test (23 to 15). 
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 The rank value of sixth item was related to the ability to help students be with 

difficult task; ―I am able to keep student‘s concentration on task during difficult 

assignments‖. Result showed that the rank value highly decreased in the posttest 

as compared to pre- test (23 to 15). 

 The seventh item was related to improve student‘s long term memory, ―I am able 

to increase student‘s memory of what they have been taught in the previous 

lesson‖. Result showed that the rank value slightly decreased in the posttest as 

compared to pre-test (10 to 9). 

 The rank value of eighth item was related to increase student‘s interest; ―I can 

motivate students who show low interest in the school work‖. Result showed that 

the rank value slightly increased in the posttest as compared to pre-test (16 to 

18). 

 The rank value of ninth number item was related to encourage students for group 

work; ―I am able to get students work well together.‖. Result showed that the 

rank value moderately decreased in the posttest as compared to pre-test (7 to 5). 

 The rank value of tenth number item was related to the ability to control the 

negative effect of community on student‘s learning; ―I am able to overcome the 

influence of adverse community conditions on students learning‖. Result showed 

that the rank value moderately decreased in the posttest as compared to pre-test 

(19 to 15). 

 The rank value of eleventh number item was related to class rules; ―I am able to 

make sure my class children to follow class rules‖. Result showed that the rank 

value highly increased in the posttest as compared to pre-test (13 to 2). 

 The rank value of twelfth number item was related to control student‘s disruptive 

behavior; ―I can control disruptive behavior in the classroom.‖. Result showed 
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that the rank value highly decreased in the posttest as compared to pre-test 19 to 

11). 

 The rank value of thirteenth number item was related to prevent problematic 

behavior; ―I can prevent problematic behavior on the school grounds‖. Result 

showed that the rank value highly increased in the posttest as compared to pre- 

test (5 to 1). 

 The rank value of fourteenth number item was related to parent‘s involvement in 

school activities; ―I am able to get parents to become involved in school 

activities‘‖. Result showed that the rank value highly increased in the posttest as 

compared to pre-test (3 to 22). 

 The rank value of fifteenth number item was related to parent‘s involvement to 

make their children learning better; ―I can assist parents in helping their 

children to do well in school‖. Result showed that the rank value moderately decreased 

in the posttest as compared to pre-test (16 to 12). 

 The rank value of sixteenth number item was related to encourage parents to 

come in school ―I am able to make parents feel comfortable while coming to 

school‖. Result showed that the rank value slightly increased in the posttest as 

compared to pre-test (10 to 11). 

 The rank value of seventeenth number item was related to community 

involvement in school activities; ―I am able to get community groups involved in 

working with the school‖. Result showed that the rank value moderately 

increased in the posttest as compared to pre-test (16 to 22). 

 The rank value of eighteenth number item was related to is the school a safe 

place. ―I can make the school safe place‖. Result showed that the rank value 

moderately decreased in the posttest as compared to pre-test (23 to 20). 
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 The rank value of nineteenth number item was related to students either they 

enjoy to come in school ―I am able to make my students to feel good while 

coming to school‖. Result showed that the rank value highly decreased in the 

posttest as compared to pre-test (10 to 2). 

 The rank value of item number twenty was related to develop students trust on 

teachers; ―I can get students to trust on teacher‖. Result showed that the rank 

value moderately decreased in the posttest as compared to pre-test (13.0 to 9). 

 The rank value of item number twenty-three was related to reduce student‘s 

absenteeism; ―I am able to reduce school absenteeism‖. Result showed that the 

rank value highly increased in the posttest as compared to pre-test (5 to 15). 

 The rank value item number twenty-four was related to believe in students that 

they can do school work well; ―I can get students to believe they can do well in 

school work‖. Result showed that the rank value highly decreased in the posttest as 

compared to pre-test (23 to 15). 

 The rank value of item number twenty-five was related to student‘s homework; 

―I am able to get children to do their homework‖. Result showed that the rank 

value highly decreased in the posttest as compared to pre-test (23 to 5). 

 The item number twenty-six was related to teacher‘s influence on administrative 

decision; ―I am able to influence the decisions that are made in the school‖. 

Result showed that the rank value highly decreased in the posttest as compared to 

pre-test (20 to 7). 

 There is no significant difference in gain score of self-efficacy and motivation 

about participants‘ age, the group of the year were 20-25 years, 25-30 years 

and >30 years. 

 As for the marital status of participants were concerned, there was no significant 
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difference in gain score of self-efficacy and motivation. 

 The participant‘s academic qualification showed that, there was a significant 

difference in gain score of self-efficacy and there was no significance difference 

in gain score of motivation regarding education level of participants. 

 Whereas the fathers‘ education of participants concerns, there was no significant 

difference in gain score of self-efficacy and motivation. 

 As far as concerning participants‘ fathers‘ occupation, there was no significant 

difference in gain score of self-efficacy and motivation. 

 Whereas the participants‘ family size is concerned, there was no significant 

difference in gain score of self-efficacy and motivation. 

 There was no significant difference in gain score of self-efficacy and motivation 

of teachers‘ experience in the present school, the group of years were >1 years, 1- 

5 years and 6-10 years. 

 There was no significant difference in gain score of self-efficacy and motivation 

concerning teachers‘ overall experience, the group of years were >1 years, 1-5 

years and 6-10 years. 

 No significant difference in gain score of self-efficacy and motivation regarding 

participants‘ establishment of working. 

 When the participants‘ level of teaching concerned, there was no significant 

difference in gain score of self-efficacy and motivation. 

 There is no significant difference in gain score of self-efficacy and motivation 

about students‘ age who are taught by participants, the group of years were 3-9 

years and 9-15 years. 

 No significant difference detected in gain score of self-efficacy and motivation 

regarding lesson branch taught by participants, there were a group of sciences, 
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humanities and others. 

 There is no significant difference in gain score of self-efficacy and motivation 

regarding participants who choose teaching profession by choice and for other 

reasons. 

 There is no significant difference in gain score of self-efficacy and motivation 

regarding family relation any sibling and no family member in teaching 

profession. 

Discussion 

In the teaching procedure, the morale of instructors is key points which sway 

for the most part accomplishment in schools. This research is intended to look at the 

effect of in-service teachers‘ morale training on their self-efficacy and motivation to 

teach at secondary school level. Teachers' morale is noteworthy in the achievement of 

everyday timetable, educating and learning process. 

In the first part of the discussion, researcher elaborated the findings drawn 

through quantitative data. In the second part researcher explained the findings from 

qualitative data. In this research study findings drawn from both quantitative and 

qualitative data were as per the literature review. 

Objective-1: Investigate the effect of in-service teachers‟ morale training 

on their self-efficacy to teach at secondary school level. 

To investigate the effect of in-service teachers‘ morale training on their self- 

efficacy to teach at secondary school level. It was identified that there was a 

significant difference in scores of self-efficacy pre-test (M = 2.39, SD= 0.367) and 

post-test (M = 4.28, SD = 0.268). Findings indicates that there was a significant effect 

of in-service teachers‘ morale, training on their self-efficacy to teach at secondary 

school level. 
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Self-efficacy is the confidence in one's abilities to be convincing and to have 

an office in given conditions, affecting "how people think, feel, rouse themselves, and 

act" (Bandura, 1997, p. 2). For educators, self-efficacy is a huge segment of their 

expert personality and correspondingly, their morale and motivation. Teachers' 

efficacy beliefs are conventionally associated with their capacities related to 

understudies' responsibility and execution (Tschannen and Woolfolk, 2001; 

Tschannen, Woolfolk, and Hoy, 1998). All together "to turn out stunning 

enhancements in training," improved instructor morale because of increasingly 

conspicuous educator efficacy is an irrefutable prerequisite. Subsequently, morale 

clearly impacts teachers' efficacy (Egyed and Short, 2006). 

Objective-2: Examine the effect of in-service teachers‟ morale training on 

their motivation to teach at secondary school level. 

Examine the effect of in-service teachers‘ morale training on their motivation 

to teach at secondary school level. It was identified that there was a significant 

difference in scores of self-efficacy pre-test (M = 2.30, SD= 0.273) and post-test (M = 

4.16, SD = 0.29). Findings indicates that there was a significant effect of in-service 

teachers‘ morale training on their motivation to teach at secondary school level. 

Through correlation analysis, teacher‘s motivation has been observed 

significantly which is related with teachers' morale (r=0.38, p<0.01; Davis & Wilson 

2000). Motivation, effort, and occupation fulfillment can be associated with teacher‘s 

morale (Huysman, 2008). Sinclair et al. (2006) have assessed that educator‘s 

motivation underpins the instructor‘s professional commitment. Beside this teacher‘s 

motivation is necessary for their professional attitude and to achieve their goals. It  is 

better to say that instructive motivation is added to the long stretch accomplishment 

and execution of the instruction system (Otube, 2004; Recepoglu, 2013). Through 
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relationship examination, teacher‘s motivation is related to teachers' morale (r=0.38, 

p<0.01; Davis and Wilson 2000).  

Through qualitative data analysis, researcher examine the effect of in-service 

teachers‘ morale training on their self-efficacy and motivation to teach at secondary 

school level under emerging themes. Qualitative data findings supported the results of 

quantitative data. Swafford (2000) has assessed that peer support and ethics among 

teaching staff is an important aspect to building successful approaches to their 

motivation and self-efficacy. Gholamali (2011) indicated that the teaching of morale 

had a significant effect on the motivation and self-efficacy of the teachers. Teachers 

review about training was excellent. According to Niazi (2005) teachers wants to get 

command on the teaching-learning process through training, so they can get mastery 

in their profession.  

The findings of the study about the effect of in-service teachers‘ morale 

training on their self-efficacy and motivation to teach at secondary school level 

supported the available literature. 

Conclusion 

This study examined the effect of in-service teachers‘ morale training on their 

self-efficacy and motivation to teach at secondary school level in Lahore. The morale 

of instructors is key points which sway for the most part accomplishment in schools. 

Educators' morale is critical in the achievement of the regular schedule of educating 

and learning process. Moreover, to discover demographics and socioeconomic status 

of educators can impact their self-efficacy and motivation to teach. Findings 

demonstrate that there was a significant effect of in-service teachers‘ morale training 

on their self-efficacy to teach at secondary school level. The study revealed that there 

was a significant effect of in-service teachers‘ morale training on their motivation to 
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teach at secondary school level. Qualitative data analysis supported the findings of 

quantitative data and teachers review about training was excellent. 

It shows that there was no significant effect of demographic scores on 

teachers‘ self-efficacy and motivation to teach at secondary school level. There was a 

small positive relationship between self-efficacy and education level of participants. 

Recommendations 

On the basis of the study the following recommendations are prepared. 

 In present study researcher conducted training on ten themes of morale. Future 

researcher may choose other themes of morale. 

 Future researchers may increase and decrease the duration of morale training and 

can observe its effects. 

 The present study was conducted in female secondary school teachers in future 

male secondary school teachers may become the part of such type of training. 

 Single Subject A-B-A design was used to conduct the study. In Future researcher 

may use other experimental designs like, True and Quasi experimental designs. 

 Semi-structured interview was conducted in the study. In future unstructured 

interview may use to collect the rich and in-depth information. 

 In present study private secondary school teacher‘s morale training was 

conducted and observed its effect on their self-efficacy and motivation, future 

researchers may conduct morale training with public secondary school teachers 

to improve their self-efficacy and motivation. 

 In future a combine study of public and private secondary schools on teacher‘s 

morale training may be designed. 

 Future researchers may choose, elementary, primary, graduate and post- graduate 

level teachers to improve their self-efficacy and motivation through morale 
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training. 

 The present study was steered at district Lahore in the future, such type of study 

may have conducted with other districts of Punjab and other provinces of 

Pakistan. 
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Appendix –A 

Training Modules No-1 

PROFESSIONAL COMMITMENT 
Venue: Aapa Nisar Fatima Girls High School Duration: 35min Objectives: 

At the end of this training session the participants will be able to: 

1. Know the meaning of commitment. 

2. Understand profession. 

3. Explain professional commitment. 

4. Define the importance of professional commitment for teachers. 

5. Practice professionalism while practicing teaching. 
 

Duration Topics Activities Resources 

5min Introduction The session will be started with the 

greetings and introductions of the training 

sessions. 

White 

board+ 

Marker, 

Duster & 

Paper 
strips 

5min Sharing of 
objectives 

The trainer will share the objectives with the 
participants through objectives strip moving 
activity 

Objective 
strips 

5 min Braining 

storming 

The trainer will write the word ―professional 

commitment‖ on the white board and collect 

the opinions of the participants. After 

collecting the opinions of the participants 

the trainer will sum up the activity. 

White 

board+ 

Marker 

Duster 

3min Definition The trainer will distribute the strips among 

two participants (writing on the definition of 

professional and commitment) and asked 

them to explain it. 

Paper 

Strips 

12min Characteristics 

of 

Professionals 

The trainer will divide the participants into 

five groups assign each of them one 

characteristic, give them five minutes to 
prepare and asked them to present it. 

Marker + 

Charts 

5min Recap At the end the trainer will recap the whole 

session. 

White 

board 

Marker 
Duster 

 
Teaching Profession 

The teaching profession requires commitment. An effective educator needs to 

be committed not only to their students, but to the teaching profession as a whole. 

This means abiding  by  the  rules  and  regulations,  embracing  the  principles  of  

the teaching profession, as well as the requirements. 

According to research, professional commitment is an attitude that someone 

has toward her job. It‘s her point of view and her active participation in  the 

profession. Teacher commitment helps to differentiate those who are devoted to their 

http://www.teachhub.com/teaching-profession%27
http://www.teachhub.com/teaching-profession-what-tell-struggling-new-educator
http://www.teachhub.com/teaching-profession-right-for-you
https://www.researchgate.net/publication/280038387_Relationship_of_Teacher_Competence_with_Professional_Commitment_and_Job_Satisfaction_at_Secondary_Level
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profession and those who are not. The individuals who are committed are not only 

committed to their students and their school, but are also lifelong learners who are 

committed to the teaching profession. Here we will take a closer look at a few of the 

essential components of being a professional who is dedicated to the teaching career. 

Committed Teachers Put their Students First in the Teaching Profession 

Often times, teachers come to be in the profession because of the pull that they 

feel toward the students. They feel a devotion to educate, and therefore their first 

priority as a teacher is to their students and their learning. Committed teachers always 

put their students‘ wants, needs, and interests first. They meet the needs of each 

individual learner by providing a variety of unique teaching methods and techniques. 

They strive to motivate and engage students, and they understand that not every child 

will learn in the same way. Above all, they advocate for their students to ensure they 

are getting everything that they need in order to be a successful, educated student. 

Committed Teachers are Devoted to their School 

You know a teacher is committed to her school when you see her devote 

personal time to be an active member of their community and schools‘ organization. 

These committed individuals volunteer their free time to be on committees and teach 

after-school programs. They are the coaches you see on the school grounds, and the 

chaperones at the school dances and events. They use their free time to help their 

school out in any way possible. They are dedicated and devoted to their school‘s 

success. 

Committed Teachers are Lifelong Learners 

Committed teachers devote their time to continuing education. Just as a doctor 

never stops learning new techniques to help save lives, teachers who are dedicated to 

their profession never stop learning new strategies to engage and teach their students. 

They understand that teaching is a career that changes standards and regulations quite 

regularly, and are committed to keeping up with these ever-changing methods. They 

attend workshops and conferences, create online professional learning networks, and 

read educational blogs, all to ensure they are up to date with the latest educational 

innovations and teaching strategies. They are committed to challenging themselves 

and take every opportunity to continue learning, all for the success of their students. 

Committed Teachers are Contributors to Their Profession 

Teaching is not a 9-5 type of job where you can just leave your work behind 

and pick it back up in the morning. It‘s a job that requires time and commitment. 

Dedicated teachers take their work home with them, not just physically, but 

emotionally as well. They contribute not only themselves to their students and their 

job, but their emotional selves as well. When their students are hurting, they are 

hurting. When something isn‘t going right at school, then they are the ones who 

advocate for change. For a devoted teacher, nothing is ever left undone. Teaching is a 

process and they will always be an active contributor to that process. 

Committed Teachers are 21
st-

Century Learners 

We live in a digital era where everything that surrounds is technological. In 

order to best prepare our students to continue to live in this technological world, 

http://www.teachhub.com/7-things-know-entering-teaching-profession
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committed teachers are devoted to keeping up with the ever-changing educational 

innovations. They strive to learn the new technologies and 21
st
-century tools that can 

help students be able to live and succeed in the world. They create experiences that 

connect students beyond the classroom and teach them the skills that are necessary to 

live in this day and age. These skills include how to apply their knowledge, analyze 

information, use their higher-order skills to think critically, collaborate and 

communicate, as well as solve complex problems and make their own decisions. 

These teachers are committed to making sure their students are 21
st
-century learners. 

As important as all of the suggestions listed above are, the greatest 

professional commitment to teachers is of course to their students and to their 

learning. A teacher who is truly committed to her job will always put her students‘ 

interests first, and go above and beyond to make sure that each and every one of their 

students is properly and effectively educated. 

Connect to the Profession as a Whole 

Take an active interest in what is happening in your subject matter and what 

we‘re learning about how people learn: there is actually a wealth of new information 

on the topic of student learning available. Are there workshops on classroom learning 

offered at your school site? Is there a state conference or even a national conference 

based on your subject matter available? Perhaps you can get funding to attend or even 

present at such a conference. If not, there are also usually websites related to subject 

area fields as well as scholarly journals with articles based on current research in the 

field. 
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Training Modules No-2 

LEARNING ENVIRONMENT 

Venue: Aapa Nisar Fatima Girls High School Duration: 35min 

Objectives: 

At the end of this training session the participants will be able to: 

1. Know the meaning of Leaning Environment. 

2. Explain the characteristics of highly effective learning environment. 

3. Define the importance of learning environment for learning. 

4. Create an effective learning environment while teaching. 
 

Duration Topics Activities Resources 

5min Introduction The session will be started with the 

greetings and introductions of the training 

sessions. 

Environment 

flash cards 

5min Sharing of 

objectives 

The trainer will share the objectives with 

the participants through environment story 

Environment 

story 

5 min Braining 

storming 

The trainer will write the word ―learning 

environment‖ on the white board and collect 

the opinions of the participants. After 

collecting the opinions of the participants the 

trainer will sum up the 

activity. 

White board+ 

Marker & 

Duster 

3min Definition The trainer will distribute the strips among 

two participants (writing on the definition of 

learning and environment) and asked 

them to explain it. 

Paper Strips 

12min Characteristi 

cs of highly 

The trainer will divide the participants into 

five groups, assign each of them one 

Marker + 

Charts 
 effective 

learning 

environment 

characteristic, give them five minutes to 

prepare and asked them to present it. 

 

5min Recap At the end the trainer will recap the whole 

session. 

White board+ 

Marker & 

Duster 
 

Learning Environment 

„Learning  environment refers  to   the   diverse   physical   locations,   contexts,   

and cultures in which students learn. Since students may learn in a wide variety of 

settings, such as outside-of-school locations and outdoor environments, the term is 

often used as a more accurate or preferred alternative to classroom, which has more 

limited and traditional connotations—a room with rows of desks and a chalkboard, for 

example. 

The term also encompasses the culture of a school or class—its presiding ethos and 

characteristics, including how individuals interact with and treat one another—as well 

as the ways in which teachers may organize an educational setting to facilitate 

learning 

Components of an effective learning environment 
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Developing a total learning environment for students in a particular course or program 

is probably the most creative part of teaching. While there is a tendency to focus on 

either physical institutional learning environment (such as classrooms, lecture theatres 

and labs), or on the technologies used to create online personal learning environments 

(PLEs), learning environments are broader than just these physical components. They 

will also include: 

 The characteristics of the learners; 

 The goals for teaching and learning; 

 The activities that will best support learning; 

 The assessment strategies that will best measure and drive learning 

 The culture that infuses the learning environment. 
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There are many factors that may be considered part from psycho-social environment 

in classroom environment 

1. Review acoustics and room temperature: The sound levels in your classroom 

greatly impact learning. You may need to minimize background noise or amplify the 

teacher's voice to create the right sound. You can adjust sound levels through flooring, 

baffle boards, notice boards or by adding in soft seating. 

2. Focus on effective lighting: There‘s no substitute for natural daylight in a 

classroom, but if sunlight is limited make sure that there‘s enough artificial light. 

Correct lighting prevents eye-strain and helps to keep students alert. When choosing 

lighting, think about how you may need to alter the lighting for each learning 

experience - for example in a science classroom, black-out blinds may be needed for 

some experiments. 

3. Choose classroom furniture carefully: The furniture in classroom is hugely 

important to the overall learning experience. Students must be comfortable, and 

making sure that chairs are the right size will help to keep them focused. Classroom 

furniture should comply with the British and European Standards for ―chairs and 

tables for educational institutions‖. 

4. Innovative storage for effective learning: Storage can make all the difference in 

classroom design. Clever use of storage helps to keep the classroom free from clutter 

and helps students to take pride in their classroom. There are a lot of evidences to say 

that while students should be able to see their work on the walls, at least 20% of wall 

space should be kept clear. (Bulletin of Education and Research August 2018, Vol.  

40, No. 2 pp. 207-218 Effect of Classroom Learning Environment on Students' 

Academic Achievement in Mathematics at Secondary Level Riaz Hussain Malik* and 

Asad Abbas Rizvi**) 
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Training Modules No-3 

MOTIVATION 
Venue: Aapa Nisar Fatima Girls High School Duration: 35min Objectives: 

At the end of this training session the participants will be able to: 

1. Know the meaning of motivation. 

2. Explain the importance of motivation. 

3. Define the importance of motivation. 

4. Share theories of motivation 
 

Duration Topics Activities Resources 

5min Introduction The session will be started with the 

greetings and introductions of the training 

sessions. 

Environment 

flash cards 

5min Sharing of 

objectives 

The trainer will share the objectives with 

the participants through paper strips. 

Paper strips, 

masking tap 

5 min Braining 

storming 

The trainer will share a video ―Story of 

Muniba Mazri‖ on the white board and 

collect the opinions of the participants. 

After collecting the opinions of 

Multimedia 

Media 

  participants the trainer will sum up the 

activity. 

 

3min Definition The trainer will share the definition of 

motivation with the participants. 

White board 

Board marker 

and duster 

12min Theories of 

motivation 

The trainer will divide the participants into 

four groups assign each of them one 

theory, give them five minutes to prepare 

and asked them to present it. 

Marker 

charts 

5min Recap At the end the trainer will recap the whole 

session. 

White board 

Marker 

Duster 

Motivation 
Motivation is the reason for people's actions, willingness and goals. Motivation is 

derived from the word motive in the English language which is defined as a need that 

requires satisfaction. 

I. Motivation: What It Is and How It Works 

Scientists define motivation as your general willingness to do something. It is the set of 

psychological forces that compel you to take action. That's nice and all, but I think we 

can come up with a more useful definition of motivation. 

What is Motivation? 

So what is motivation, exactly? The author Steven Pressfield has a great line in his 

book, The War of Art, which I think gets at the core of motivation. To paraphrase 

Pressfield, ―At some point, the pain of not doing it becomes greater than the pain of 

doing it.‖ 

In other words, at some point, it is easier to change than to stay the same. It is easier to 

take action and feel insecure at the gym than to sit still and experience self-loathing on 

the couch. It is easier to feel awkward while making the sales call than to feel 

disappointed about your dwindling bank account. 

  

https://jamesclear.com/book/the-war-of-art
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Common Misconceptions About Motivation 

One of the most surprising things about motivation is that it often comes after starting  

a new behavior, not before. We have this common misconception that motivation 

arrives as a result of passively consuming a motivational video or reading an 

inspirational book. However, active inspiration can be a far more powerful motivator. 

Motivation is often the result of action, not the cause of it. Getting started, even in very 

small ways, is a form of active inspiration that naturally produces momentum. 

I like to refer to this effect as the Physics of Productivity because this is basically 

Newton‘s First Law applied to habit formation: Objects in motion tend to stay in 

motion. Once a task has begun, it is easier to continue moving it forward. 
 
 

 
You don't need much motivation once you've started a behavior. Nearly all of 

the friction in a task is at the beginning. After you start, progress occurs more 

naturally. In other words, it is often easier to finish a task than it was to start it in the 

first place. 

II. How to Get Motivated and Take Action 

Many people struggle to find the motivation they need to achieve the goals they want 

because they are wasting too much time and energy on other parts of the process. If 

you want to make it easy to find motivation and get started, then it helps to automate 

the early stages of your behavior. 

Schedule Your Motivation 

During a conversation about writing, my friend Sarah Peck looked at me and said, ―A 

lot of people never get around to writing because they are always wondering when 

they are going to write next.‖ You could say the same thing about working out, 

starting a business, creating art, and building most habits. 

 

 If your workout doesn‘t have a time when it usually occurs, then each day you‘ll 

wake up thinking, ―I hope I feel motivated to exercise today.‖ 

 If your business doesn‘t have a system for marketing, then you‘ll show up at 

work crossing your fingers that you‘ll find a way to get the word out (in addition 

to everything else you have to do). 

  

https://jamesclear.com/inspiration-types
https://jamesclear.com/physics-productivity
http://itstartswith.com/
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 If you don‘t have a scheduled time when you write every week, then you‘ll find 

yourself saying things like, ―I just need to find the willpower to do it.‖ 

An article in The Guardian summarized the situation by saying, ―If you waste 

resources trying to decide when or where to work, you‘ll impede your capacity to do 

the work.‖ 

Setting a schedule for yourself seems simple, but it puts your decision-making on 

autopilot by giving your goals a time and a place to live. It makes it more likely that 

you will follow through regardless of your motivation levels. And there are plenty of 

research studies on willpower and motivation to back up that statement. 

Stop waiting for motivation or inspiration to strike you and set a schedule for your 

habits. This is the difference between professionals and amateurs. Professionals set a 

schedule and stick to it. Amateurs wait until they feel inspired or motivated. 
 

 

How to Get Motivated (Even When You Don't Feel Like It) 

How do some of the most prolific artists in the world motivate themselves? They  
don't merely set schedules, they build rituals. 

Twyla Tharp is widely regarded as one of the greatest dancers and choreographers of 

the modern era. In her best-selling book, The Creative Habit (audiobook), Tharp 

discusses the role rituals, or pre-game routines, have played in her success: 

I begin each day of my life with a ritual; I wake up at 5:30 A.M., put on my workout 

clothes, my leg warmers, my sweatshirts, and my hat. I walk outside my Manhattan 

home, hail a taxi, and tell the driver to take me to the Pumping Iron gym at 91st street 

and First Avenue, where I workout for two hours. The ritual is not the stretching and 

weight training I put my body through each morning at the gym; the ritual is the cab. 

The moment I tell the driver where to go I have completed the ritual. 

It’s a simple act, but doing it the same way each morning habitualizes it — makes it 

repeatable, easy to do. It reduces the chance that I would skip it or do it differently. It 

is one more item in my arsenal of routines, and one less thing to think about. 

  

https://www.theguardian.com/science/2013/oct/05/daily-rituals-creative-minds-mason-currey
https://jamesclear.com/choice-architecture
https://jamesclear.com/implementation-intentions
https://jamesclear.com/professionals-and-amateurs
https://jamesclear.com/book/the-creative-habit
https://jamesclear.com/audiobook/the-creative-habit
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Many other famous creatives have rituals too. In his popular book Daily Rituals: How 

Artists Work, author Mason Currey notes that many of the world‘s great artists follow 

a consistent schedule. 

 

 Maya Angelou rented a local hotel room and went there to write. She arrived at 

6:30 AM, wrote until 2 PM, and then went home to do some editing. She never 

slept at the hotel. 

 Pulitzer Prize winner Michael Chabon writes five nights per week from 10 PM to 

3 AM. 

 Haruki Murakami wakes up at 4 AM, writes for five hours, and then goes for a 
run. 

The work of top creatives isn‘t dependent upon motivation or inspiration, but rather it 

follows a consistent pattern and routine. Here are some examples of how you can 

apply ritual and routine to get motivated: 

 

 Exercise more consistently: Use the same warm up routine in the gym. 

 Become more creative: Follow a creative ritual before you start writing or 

painting or singing. 

 Start each day stress-free: Create a five-minute morning meditation ritual. 

 Sleep better: Follow a ―power down‖ routine before bed. 

The power of a ritual, or what I like to call a, is that it provides a mindless way to 

initiate your behavior. It makes starting your habits easier and that means following 

through on a consistent basis is easier. 

The key to any good ritual is that it removes the need to make a decision: What  

should I do first? When should I do this? How should I do this? Most people never get 

moving because they can‘t decide how to get started. You want starting a behavior to 

be easy and automatic so you have the strength to finish it when it becomes difficult 

and challenging. 

 

How to Make Motivation a Habit 

There are three simple steps you can take to build better rituals and make motivation a 

habit. 

Step 1: A good pre–game routine starts by being so easy that you can‘t say no to it. 

You shouldn‘t need motivation to start your pre–game routine. For example, my 

writing routine starts by getting a glass of water. My weightlifting routine starts by 

putting on my lifting shoes. These tasks are so easy, I can‘t say no to them. 

https://jamesclear.com/book/daily-rituals
https://jamesclear.com/book/daily-rituals
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The most important part of any task is starting. If you can‘t get motivated in the 

beginning, then you‘ll find that motivation often comes after starting. That‘s why your 

pre–game routine needs to be incredibly easy to start. 

For more about the importance of getting started, read this. 

Step 2: Your routine should get you moving toward the end goal. 

A lack of mental motivation is often linked to a lack of physical movement. Just 

imagine your physical state when you're feeling depressed, bored, or unmotivated. 

You‘re not moving very much. Maybe you‘re slumped over like a blob, slowly 

melting into the couch. 

The opposite is also true. If you‘re physically moving and engaged, then it‘s far more 

likely that you‘ll feel mentally engaged and energized. For example, it‘s almost 

impossible to not feel vibrant, awake, and energized when you‘re dancing. 

While your routine should be as easy as possible to start, it should gradually transition 

into more and more physical movement. Your mind and your motivation will follow 

your physical movement. It is worth noting that physical movement doesn‘t have to 

mean exercise. For example, if your goal is to write, then your routine should bring 

you closer to the physical act of writing. 

Step 3: You need to follow the same pattern every single time. 
The primary purpose of your pre–game routine is to create a series of events that you 

always perform before doing a specific task. Your pre–game routine tells your mind, 

―This is what happens before I do .‖ 

Eventually, this routine becomes so tied to your performance that by simply doing the 

routine, you are pulled into a mental state that is primed to perform. You don‘t need to 

know how to find motivation, you just need to start your routine. 

If you remember the article on the 3 R‘s of Habit Changes then you may realize that 

your pre–game routine is basically creating a ―reminder‖ for yourself. Your pre–game 

routine is the trigger that kickstarts your habit, even if you‘re not motivated to do it. 
 

 

This is important because when you don‘t feel motivated, it‘s often too much 

work to figure out what you should do next. When faced with another decision, you 

will often decide to just quit. However, the pre–game routine solves that problem 
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because you know exactly what to do next. There‘s no debating or decision making. 

Lack of motivation doesn't matter. You just follow the pattern. 

III. How to Stay Motivated for the Long-Run 

We have covered some strategies for making it easier to get motivated and start a task. 

What about maintaining motivation over the long-run? How can you stay motivated 

for good? 

How to Stay Motivated by Using the Goldilocks Rule 

Imagine you are playing tennis. If you try to play a serious match against a four-year- 

old, you will quickly become bored. The match is too easy. On the opposite end of the 

spectrum, if you try to play a serious match against a professional tennis player like 

Roger Federer or Serena Williams, you will find yourself demotivated for a different 

reason. The match is too difficult. 

Compare these experiences to playing tennis against someone who is your equal. As 

the game progresses, you win a few points and you lose a few points. You have a 

chance of winning the match, but only if you really try. Your focus narrows, 

distractions fade away, and you find yourself fully invested in the task at hand. The 

challenge you are facing is ―just manageable.‖ Victory is not guaranteed, but it is 

possible. Tasks like these, science has found, are the most likely to keep us motivated 

in the long term. 

Human beings love challenges, but only if they are within the optimal zone of 

difficulty. Tasks that are significantly below your current abilities are boring. Tasks 

that are significantly beyond your current abilities are discouraging. But tasks that are 

right on the border of success and failure are incredibly motivating to our human 

brains. We want nothing more than to master a skill just beyond our current horizon. 

We can call this phenomenon The Goldilocks Rule. The Goldilocks Rule states that 

humans experience peak motivation when working on tasks that are right on the edge 

of their current abilities. Not too hard. Not too easy. Just right. 

Working on tasks that adhere to the Goldilocks Rule is one of the keys to maintaining 

long-term motivation. If you find yourself feeling unmotivated to work on a task, it is 

often because it has drifted into an area of boredom or been shoved into an area of 

great difficulty. You need to find a way to pull your tasks back to the border of your 

abilities where you feel challenged, but capable. 
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How to Reach Peak Motivation 

This wonderful blend of happiness and peak performance is sometimes referred to as 

flow. Flow is what athletes and performers experience when they are ―in the zone.‖ 

Flow is the mental state you experience when you are so focused on the task at hand 

that the rest of the world fades away. 

In many ways, we could describe flow as your state of peak motivation. You would  

be hard-pressed to find a state where you are more driven to continue the task you are 

working on. 

One factor that researchers have found is linked to flow states is whether or not you 

are following The Goldilocks Rule we mentioned earlier. If you are working on 

challenges of optimal difficulty, then you will not only be motivated but also 

experience a boost in happiness. As psychologist Gilbert Brim put it, ―One of the 

important sources of human happiness is working on tasks at a suitable level of 

difficulty, neither too hard nor too easy.‖ 

In order to reach this state of peak performance, however, you not only need to work 

on challenges at the right degree of difficulty, but also measure your immediate 

progress. As psychologist Jonathan Haidt explains, one of the keys to reaching a flow 

state is that ―you get immediate feedback about how you are doing at each step.‖  

Thus, we can say that measurement is a key factor in motivation. To put it more 

precisely, facing an optimal challenge and receiving immediate feedback about the 

progress you are making toward that challenge are two of the most critical 

components of peak motivation. 

For more on the  importance  of  measurement  and  feedback,  check  out  this  

article: What Are You Measuring in Your Life? 

 

What to Do When Motivation Fades 

Inevitably, your motivation to perform a task will dip at some point. What happens 

when motivation fades? I don't claim to have all the answers, but here‘s what I try to 

remind myself of when I feel like giving up. 
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Your Mind is a Suggestion Engine 

Consider every thought you have as a suggestion, not an order. Right now, as I'm 

writing this, my mind is suggesting that I feel tired. It is suggesting that I give up. It is 

suggesting that I take an easier path. 

If I pause for a moment, however, I can discover new suggestions. My mind is also 

suggesting that I will feel very good about accomplishing this work once it is done. It 

is suggesting that I will respect the identity I am building when I stick to the schedule. 

It is suggesting that I have the ability to finish this task, even when I don‘t feel like. 

Remember, none of these suggestions are orders. They are merely options. I have the 

power to choose which option I follow. 

Discomfort Is Temporary 

Relative to the time in your normal day or week, nearly any habit you perform is over 

quickly. Your workout will be finished in an hour or two. Your report will be typed to 

completion by tomorrow morning. 

Life is easier now than it has ever been. 300 years ago, if you didn‘t kill your own 

food and build your own house, you would die. Today, we whine about forgetting our 

iPhone charger. 

Maintain perspective. Your life is good and your discomfort is temporary. Step into 

this moment of discomfort and let it strengthen you. 

You Will Never Regret Good Work Once It is Done 

Theodore Roosevelt famously said, ―Far and away the best prize that life has to offer 

is the chance to work hard at work worth doing.‖ So often it seems that we want to 

work easily at work worth doing. We want our work to be helpful and respected, but 

we do not want to struggle through our work. We want our stomachs to be flat and our 

arms to be strong, but we do not want to grind through another workout. We want the 

final result, but not the failed attempts that precede it. We want the gold, but not the 

grind. 

Anyone can want a gold medal. Few people want to train like an Olympian. 
And yet, despite our resistance to it, I have never found myself feeling worse after the 

hard work was done. There have been days when it was damn hard to start, but it was 

always worth finishing. Sometimes, the simple act of showing up and having the 

courage to do the work, even in an average manner, is a victory worth celebrating. 

This Is Life 

Life is a constant balance between giving into the ease of distraction or overcoming 

the pain of discipline. It is not an exaggeration to say that our lives and our identities 

are defined in this delicate balance. What is life, if not the sum of a hundred thousand 

daily battles and tiny decisions to either gut it out or give it up? 

This moment when you don‘t feel like doing the work? This is not a moment to be 

thrown away. This is not a dress rehearsal. This moment is your life as much as any 

other moment. Spend it in a way that will make you proud. 

Where to Go from Here 

I hope you found this short guide on motivation useful. If you're looking for more 

ideas on how to get motivated and stay that way, then check out my full list of 

motivation articles below. 

1. Maslow's Hierarchy of Needs Theory (1943) 

2. Herzberg‘s Two Factor Theory (Hygiene- Motivation Theory) (1959) 

3. Mc Clelland‘s Theory of Need for Achievement (1961) 

4. Alderfer's ERG Approach (1969) 
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Training Modules No-4 

SELF-EFFICACY 

 
Venue: Aapa Nisar Fatima Girls High School Duration: 35min Objectives: 

At the end of this training session the participants will be able to: 

1. Know the meaning of self-efficacy. 

2. Differentiate between self-efficacy and self-concept. 

3. Define the different factors affecting teacher‘s self-efficacy 

4. Tell how we can develop self-efficacy among teachers. 

5. Differentiate between teacher self-efficacy and attitude. 

6. Explain why self-efficacy is important for a teacher. 
 

Duration Topics Activities Resources 

5min Introduction The session will be started with the greetings 

and introductions of the training sessions. 

Paper strips 

5min Sharing of 

objectives 

The trainer will share the objectives with the 

participants. 

Self- 

efficacy 

5 min Braining 

storming 

The trainer will past a paper strip ―self- 

efficacy‖ on the white board and collect the 

opinions of the participants. After collecting 

the opinions of the participants the trainer will 

sum up the activity. 

Paper strip 

White 

board + 

Marker 

Duster 

3min Definition The trainer will share the definition of self- 

efficacy with participants 

Strips 

12min Main 

concepts of 

self-efficacy 

The trainer will divide the participant into 

four groups, assign them topics: 

1. Self-efficacy development 

2. Factors influencing self-efficacy 

3. Teachers' self-efficacy 

4. In-service teachers' self-efficacy 

Marker 

Charts, & 

Multimedia 

5min Recap At the end the trainer will recap the whole 

session. 

White 

Board & 

Marker 

Duster 

Self-efficacy (Concept) 

 

Bandura (1997) defined self-efficacy as "beliefs in one's capacity to organize 

and execute the courses of action required to produce given attainments" (p. 3). 

Bandura (1986) clarified in earlier research that self-efficacy ―is concerned not with 

the skills one has but with judgments of what one can do with whatever skills one 

possesses‖ (p. 391). Thus, self-efficacy views can produce positive and empowering 

feelings, or it can yield negative, discouraging feelings. Hoy (2003-2004) asserted that 
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teachers with a high sense of self-efficacy typically have an easier time producing 

cognitive growth in their students and motivating them. Such teachers recover quickly 

from setbacks and have an optimistic approach to trying new concepts or techniques. 

Consequently, teachers with low efficaciousness tend to be critical and more 

controlling of their teaching style (Kirk, 2013). 

Difference between self-efficacy and self-concept 

 

Bandura‘s research sought to justify a difference in the constructs of the terms ―self- 

efficacy‖ and ―self-concept.‖ Before his research, the two terms were used 

interchangeably, but Bandura (1997) emphasized a specific distinction in the two 

noting that ―self-efficacy‖ relates to personal judgments about one‘s ability compared 

to ―self-concept‖ which is determined based on one‘s feelings of self-worth. 

Development of Self-Efficacy Bandura (1986, 1997) proposes four sources of 

teacher‘s self-efficacy: mastery experiences, which he notes as the most significant 

factor, vicarious experiences, verbal persuasion, and physiological arousal. First, 

mastery experiences are defined by a teacher‘s perception of his or her past teaching 

experiences. Hoy (2003) asserts that if one has a positive perception (successful 

mastery), his or her expectations of teaching will be proficient, unless the 24 amount 

of work to get the positive perception requires a massive work level that the teacher 

feels that he or she cannot sustain 

 

During a field experience, this occurs when the field experience teacher (the student) 

acts as a participating or passive observer while the in-service teacher (the model) 

teaches. As a result, the in-service teacher has the ability to influence the field 

experience teacher‘s teaching efficacy. When one observes a successful model, 

individual efficacy is typically raised. In contrast, when one observes an individual 

fail while modeling, individual efficacy typically declines (Bandura, 1997). 

In order for a vicarious experience to be deemed effective, the observer must view the 

individual being observed as competent. Bandura (1997) states that competence of the 

model is a more effective trait in influencing efficacy than the age, sex, or other 

personal characteristics of the model. Bandura (1997) proposes ―Model competence is 

an especially influential factor when observers have a lot to learn and models have 

much they can teach them by instructive demonstration of skills and strategies‖ 

(p.101). The third source in the development of teacher self-efficacy is verbal and 

social persuasion. This is derived from talking to others, participating in professional 

development, course work, and feedback from colleagues, students, or supervisors. 

Influencing Factors 

There are several influencing factors that can positively or negatively affect a 

teacher‘s self-efficacy. Teachers who have positive experiences tend to be 

intrinsically motivated and put a high degree of effort in the planning of their 

teaching. In contrast, teachers who have negative experiences may extend little effort 

and avoid challenging tasks because they do not believe that they can be successful. 

One factor begins on the onset of one‘s career as a teacher. Hoy (2000) suggests that 

―some of the most powerful influences on the development of teacher efficacy are 

mastery experiences during student teaching and the induction year.‖ First-year 

teachers typically experience a decline in their efficacy during the year. Research 

supports, however, that novice teachers who had principals who provided a support 

system to them did not experience a decline. Chester and Beaudin (1996) stated that 

teachers who received frequent observations and feedback from their principal did not 

display a decline in self-efficacy during their induction year. 
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Principals and school leadership also greatly influence teacher self-efficacy. The 

school principal is responsible for establishing the ground rules and the operational 

environment in the school (Hunter-Boykin & Evans, 1995). Hipps (1996) found that 

principals who modeled behaviors such as risk taking and cooperation had teachers 

with high levels of efficacy in their building. Thus, they inspired a group atmosphere, 

which led to a shared vision to create a student-centered environment. Principals who 

successfully inspired a common purpose while delineating expectations for student 

behavior had teachers with high self-efficacy. In addition, positive self-efficacy was 

also found in teachers with principals who encouraged them to have control over their 

classroom management while still providing resources to stop disruptive behaviors 

(Hipp & Bredeson, 1995). Also, principals who modeled professional behavior and 

provided performance-based rewards had teachers with a high sense of efficacy (Lee, 

Dedrick, & Smith, 1991). 

A principal‘s primary point of improving student achievement is  through his 

or her teachers. The mindset begins through inspiring teachers to have a student- 

centered environment that positively impacts student achievement (May & Supovitz, 

2010; Leithwood, Patten, & Jantzi, 2005). Leithwood, Patten, & Jantzi (2005) 

conducted meta-analysis research from 1996-2005 and found that transformational 

school leadership positively impacts school culture, teacher job satisfaction, teacher 

efficacy, student engagement, and student academic outcomes. 

Collective efficacy comprised with teacher self-efficacy and collective school culture 

is influenced by principal leadership. Demir (2008) reviewed the relationship of 

transformational leadership with collective teacher efficacy and then further looked at 

the self-efficacy of teachers and the collective school culture. Conducting the study in 

Turkey, the researcher surveyed 218 teachers from 66 elementary schools. The results 

indicated that transformational leadership of principals determined a variance of 35% 

of collective teacher efficacy, 49% of self-efficacy of teachers, and 58% of 

collaborative school culture (Demir, 2008). Thus, the researcher‘s findings strengthen 

the evidence that a relationship exists between transformational leadership and 

collective efficacy, teacher self-efficacy, and collaborative culture. Moreover, his 

results also showed that teacher self-efficacy and collaborative school culture may 

weaken the relationship between transformational leaders and collective teacher 

efficacy. Therefore, leadership can be an influencing factor for collective school 

efficacy as well as individual self-efficacy. Therefore, teachers feel empowered when 

they are able to be included in making decisions, which positively affects their self- 

efficacy. 

Principals who share the decision-making process with teachers also have 

schools with higher efficacy. Moore & Esselman (1992) researched teachers in an 

urban Midwestern school district and found that the more freedom that teachers had in 

decision making, the greater their sense of efficacy. Goddard (2001) also found that 

schools with shared decision making on school-wide issues produced stronger beliefs 

about the collective capability of its faculty to help its students to prosper. 

Sarafidou and Chatziioannidis (2013) studied levels of teacher involvement in 

decision making in primary schools in Greece. They distributed questionnaires 

following a Likert-type scale to 143 teachers. Using a multidimensional approach, 

they found that teachers participating in decision making about matters concerning 

teacher and student issues were high, but teachers participating in making decisions 

about managerial issues was low. Moreover, they determined that the strongest 

predictor in a teacher‘s job satisfaction and self-efficacy was their ability to 

participate in decision-making issues concerning teachers. 
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Teacher Self-Efficacy 

Albert Bandura (1997) proposed that behavior is determined based on one‘s 

beliefs about his or her capabilities more than what they are able to actually 

accomplish. As a result, it is one‘s self-belief that motivates his or her teaching and 

professional accomplishments. Ross (1994) researched teacher efficacy studies  in 

over 88 settings and determined that teachers with a high sense of efficacy are more 

likely to ―learn and use new approaches and strategies for teaching, use management 

techniques that enhance student autonomy, provide special assistance to low 

achieving students, build students‘ self-perceptions of their academic skills, set 

attainable goals, and persist in the face of student failure‖ (qtd in Hoy, 2003-2004). 

Teachers who know that they encompass the ability to make positive advances in their 

students‘ growth and learning have a strong sense of self-efficacy. Perhaps the best 

outcome of high teacher self-efficacy is the effect that it has on student achievement. 

Research shows a vital link between teacher self-efficacy and student achievement 

(Protheroe, 2008; Hoy, Sweetland, & Smith, 2002). Hoy, Sweetland, and Smith  

(2002) discovered that collective efficacy was more important in determining school 

achievement than socioeconomic status. Moreover, Brinson and Steiner (2007) note 

the positive effects of collective efficacy lead to a positive impact on parent-teacher 

relationships. 

All teachers have a sense of self-efficacy; however, there are two specific 

types of belief systems that make up this broad term. First, a teacher‘s personal 

teaching efficacy is defined by a teacher‘s own feelings of confidence in terms of his 

or her teaching skills and abilities to improve student learning. The other belief, a 

general teaching efficacy, is based on a general belief that one has about the power of 

teachers to reach difficult children (Protheroe, 2008). General teaching efficacy relies 

heavily on external issues that are out of the teacher‘s control. These factors include 

home environment, socioeconomic status, IQ, school conditions, and parental 

involvement (Gibson & Dembo, 1984; Dembo & Gibson, 1985). Gibson & Dembo 

(1984) best described this mindset in their Rand study through its description of 

response stem, Rand 1, which was included in its factor analysis: ―when it comes right 

down to it, a teacher really can‘t do much because most of the students‘ motivation 

and performance depends on his or her home environment‖ (pg. 572). Furthermore, 

these two beliefs can be independent from one another. For example, a teacher may 

have a positive sense of general teaching efficacy but lack a personal teaching sense. 

Over the past couple of decades, researchers have conducted numerous studies in 

relation to teacher self-efficacy. Several variables have been linked with teacher self- 

efficacy including student achievement, teacher burnout, student attitudes, and school 

climate (Gibson & Dembo, 1984; Tschannen-Moran and Hoy, 2001). 

Teacher self-efficacy and Attitude. 

Attitudes, or the way that teachers feel about the teaching profession, may 

change overtime, so it is important to determine if those entering the teaching 

profession have high levels of efficacy from the onset. Eroglu and Unlu  (2015) 

studied physical education pre-service teachers‘ self-efficacy levels and their attitudes 

toward the teaching profession. The study was designed to detect the relationship 

between the teacher candidates‘ self-efficacy levels and their attitudes toward the 

teaching profession. They sampled 601 candidates from six universities in Turkey. 

Participants completed the ―Teacher Self-Efficacy Scale‖ or TSES and the ―Attitude 

Scale for the Profession of Physical Education Teaching‖ or ASPPET. Using t-test, 

Pearson Product-Moment Correlation Coefficient, and Multiple Regression Analysis, 

the researchers discovered that teacher candidates‘ attitudes increase in correlation to 
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an increase in their self-efficacy. Therefore, as Eroglu and Unlu (2015) stated, teacher 

candidates with high self-efficacy levels show that ―teacher candidates have the 

professional competence required by the teaching profession, they have classroom 

management, education planning, implementation, and assessment knowledge and 

skills, and they are equipped with the skills required to motivate students in their class 

and in their overall education‖ (pg. 209). 

Pre-Service Teaching Training and Self-Efficacy 

Many researchers believe that the key to a strong self-efficacy foundation 

begins at the onset of one‘s teaching career. Bhatia (2014) studied the self-efficacy of 

individuals entering the teaching profession in Montessori schools. Thirty-five pre- 

service teachers were identified throughout the United States. Each conducted a 

survey prior to beginning teaching and then another survey during their internship. 

The researcher found that those who displayed high levels of self-efficacy from their 

survey results tend to share strong mastery experiences based on their attitudes and 

teaching goals. Thus, during teacher training, individuals who stay focused and are 

determined to overcome early obstacles show strong self-efficacy toward their future 

teaching profession. 

Velthuis, Fisser, & Pieters (2013) conducted a research study similar in nature for 

studying pre-service teachers‘ self-efficacy beliefs for teaching science. Their goal 

was to identify influencing factors that could help colleges and universities to adapt 

their curriculum to support the needs of teachers to develop and enhance a high self- 

efficacy. They sampled 292 pre-service teachers who were in a teacher-training 

program at two universities over the period of four years. They found that pre-service 

teacher self-efficacy improved during the first and second year but not during the  

third and fourth year of training. They further identified that those who felt highly 

knowledgeable in the given subject matter displayed high levels of self-efficacy for 

teaching that same subject matter, which in this case was science. The subjects from 

the university who included content courses as part of their first-year course 

requirements showed significantly higher self-efficacy than those pre-service teachers 

from the university who did not offer such courses. Interestingly, the difference was 

not present after the second year of teacher training (Velthuis, Fisser, & Pieters, 

2013). 

Teacher Self-Efficacy and Teacher Burnout 

Several of the research studies conducted on teacher self-efficacy focus on its 

relationship with teacher burnout. Teacher burnout is best defined as a teacher 

experiencing chronic emotional exhaustion, depersonalization, and lower personal 

accomplishment to the point that it affects his or her desire to teach (Aloe et al., 2013, 

Maslach, 1976). Teacher burnout has been studied throughout the world. It has been 

associated with dissatisfaction with the profession in all stages of a teacher‘s career, 

from student teaching to retirement. Burnout affects several aspects of a teacher‘s 

attitude about his or her ability to effectively lead the classroom, including his or her 

ability to work, mental health, emotional regard, perfectionism, job satisfaction, and 

teacher turnover (Aloe et al., 2013). Most notably, Aloe, Amo & Shanahan (2013) 

proposed, ―Teachers with higher levels of burnout, as well as teachers with lower 

levels of self-efficacy, are more likely to leave the profession‖ (pg. 102). Therefore, 

teacher burnout is a significant factor that can greatly affect teacher self-efficacy 

Dicke, Parker, Holzberger, Kunina-Habenicht, Kunter, & Leutner (2015) studied 

beginning teachers‘ self-efficacy and their level of exhaustion as related to burnout. 

The researchers sampled a group of first-year teachers in Germany to determine 

whether the information and knowledge they gleaned during their pre-service studies 
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prior to their first year of teaching could help to determine if their levels of exhaustion 

would change during their first year of teaching. They discovered that both emotional 

exhaustion and teacher self-efficacy did increase during the first year of teaching, but 

emotional exhaustion increased more (Dicke et al., 2015). As a result, exhaustion and 

teacher burnout are prevalent during one‘s first year of teaching. 

Wang, Hall, and Rahimi (2015) reviewed teachers‘ self-efficacy and their 

attributions to stress and job satisfaction to predict burnout and quitting intentions. 

They sampled 523 teachers from Canada, with 51.4% employed at a primary or 

elementary school, 42.5% employed at a secondary or high school, and 6.1% 

employed at a junior college. 

Teacher Self-Efficacy and Student Achievement 

Teacher self-efficacy impacts students in numerous ways. Regardless if 

negative or positive, their actions and mannerisms toward students may impact 

learning and student achievement. Printy and Marks (2006) suggested that teachers 

with high self-efficacy are continually committed and work hard to help students 

improve their learning. Thus, a strong link exists between high teacher self-efficacy 

and student achievement (Bandura, 1997). Goddard, Hoy, and Hoy (2000) report that 

administrators who want to see improvements in student achievement should first  

start with building the collective efficacy of their faculties. 

The first study that the Rand Corporation published measured teacher 

characteristics and student outcomes (Armor et al., 1976). The Los Angeles Unified 

School District‘s Board of Education contracted with the Rand researchers to 

determine the effects of their school‘s reading program that had been initiated four 

years prior to target reading achievement of sixth grade African-American and 

Mexican-American students. The researchers discovered that teacher efficacy 

positively affected African-American students‘ reading scores (Armor et al., 1976).  

As a result, they discovered the significant impact of teachers‘ perceptions of their 

own capabilities, or self-efficacy, to influence students reading achievement. 

Researchers have conducted other studies linking teacher self-efficacy and 

student achievement. Several studies noted that students of teachers with high levels 

of self-efficacy perform better on standardized tests than their counterparts who have 

teachers who display low self-efficacy (Moore & Esselman, 1992; Muijs & Reynolds, 

2015). Moreover, Chan, Chan, Cheung, Ngan and Yeung (1992) performed a study of 

4,545 primary students and the 132 school teachers who taught them in Hong Kong. 

They discovered that teachers‘ perception of self and of their pedagogical self were 

significant factors of teacher behavior, which was a predictor of student achievement. 

Collective Efficacy 

Some researchers believe that teacher efficacy can be enhanced to a greater 

capacity level called collective teacher efficacy. Goddard, Hoy, and Hoy (2000) 

define collective efficacy as ―the perceptions of teachers in a school that the efforts of 

the faculty as a whole will have a positive effect on students‖ (p. 480). The positive 

results of high student achievement are especially predominant in schools with a high 

sense of collective self-efficacy. Moreover, Goddard, Hoy, and Hoy (2000) studied 47 

elementary schools located in a large urban Midwestern district and found that a 

school‘s level of collective efficacy was a forecasting factor of reading and 

mathematics achievement. 

Lee and Smith (1996) studied data on almost 12,000 students and 10,000 teachers in 

820 high schools across the United States. They found that schools where teachers 

take collective responsibility for their students‘ academic success or failure instead of 

making excuses by blaming students for their own failure produced significantly 
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higher student achievement gains. They also discovered that such schools produced 

smaller achievement gaps over time due to the strong collective efficacy of teachers 

who pushed their disadvantaged students to keep on pace with their peers. 

Other studies have found that a strong correlation to collective efficacy has a 

greater impact on student achievement than student demographics. Goddard, LoGerfo, 

and Hoy (2004) studied ninety-six rural, suburban, and urban high schools and found 

that the strongest predictor of student achievement in reading, writing, and social 

studies was a school‘s collective efficacy, which outranked variables including school 

size, minority enrollment students‘ socioeconomic status, and students‘ prior 

achievement. Moreover, Goddard, Hoy, and Hoy (2000) explained the results of their 

study by stating, ―The negative association between SES [socioeconomic status] and 

achievement is more than offset by the positive association between collective teacher 

efficacy and students‘ achievement‖ (pg. 500). Thus, a link exists between school 

climate and student achievement (Wang & Degol, 2015). The collective efficacy of a 

school can impact a school‘s climate. 
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Training Modules No-5 

SCHOOL CLIMATE 

 
Venue: Aapa Nisar Fatima Girls High School Duration: 35min Objectives: 

At the end of this training session the participants will be able to: 

1. Know the meaning of school climate. 

2. Explain physical environment. 

3. Define Social Relationship. 

4. Explain the relationship between school climate and principal. 

5. Know the relationship between school climate and teacher. 
 

Duration Topics Activities Resources 

5min Introduction The session will be started with the greetings 
and introductions of the training sessions. 

Paper strips 

5min Sharing of 
objectives 

The trainer will share the objectives with the 
participants. 

School 
Environment 

5 min Braining 

storming 
The trainer will write the word ―School 

Climate‖ on the white board and collect the 

opinions of the participants. After collecting 

the opinions of the participants the trainer will 
sum up the activity. 

White board 

& 

Marker 
Duster 

3min Definition The trainer will share the definition of School 
Climate with participants 

Paper Strips 

12min Main 

concepts of 

School 

Climate 

The trainer will devide into three groups 

Group no 1. Assign the topic school climate. 

Group no 2. Rlationship between school 

climate and principle 

Group no 3 School climate and tachers 

The trainer will ask all the groups to prepare a 

role play on the above mentioned topics and 

present 

Marker 
Charts 

    

5min Recap At the end the trainer will recap the whole 
session. 

White board 
Marker 
Duster 

School Climate 

School climate has been recognized as a key factor in school performance since the 

17th century (Schoen & Teddlie, 2008). Even though it has been studied much more 

intensive for the past four decades, the last two decades have generated a better 

appreciation for the significance that school climate plays into the overall function of 

a school (Peterson & Deal, 2009; Thapa et al, 2013). 

Several researchers have defined school climate. Hoy and Miskel (2005) 

explained it as ―the set of internal characteristics that distinguish one school from 

another and influence the behaviors of each school‘s members‖ (pg. 185). Van Houtte 

(2005) emphasized that school climate is comprised of common beliefs and shared 

experiences between school authorities and colleagues. Perhaps one of the most 

widely accepted definitions written by Haynes et al (1997) 37 stated that it is ―the 

quality and consistency of interpersonal interactions within the school community that 

influence children‘s cognitive, social, and psychological development‖ (p. 322). Thus, 

due to its connection to attitude and perception, climate plays a significant role in the 

overall makeup of a school. 
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Harris (2002) noted that each school is unique, largely in its culture and 

climate. The distinctive interpersonal climate of every school setting is a result of 

various psychological and institutional attributes (Kuperminc, Leadbeater, Emmons, 

& Blatt, 1997). A school‘s psychological feel and its physical features directly affect 

one‘s school climate (Van Houtte, 2005). A school‘s climate is shaped by factors that 

are in many cases uncontrollable, such as the school‘s size, location (rural, suburban, 

or urban), age of students, and school type. Such factors play a role in the students‘ 

learning climate and the teachers‘ working climate, which impact the overall climate 

of the school (Meristo & Eisenschmidt, 2014). 

Measuring a school‘s climate and culture is a complex process. Part of the 

complexity is based on the fact that there is no universal definition of school climate. 

Researchers have reviewed the various characteristics that uniquely identify one 

school‘s climate over another. Since schools have different organizational, cultural, 

and individual values, researchers have emphasized the use of subgroups to assess the 

various factors of school climate. Lindahl (2011) proposed that a single element can 

be powerful enough to deter a school from moving forward for improvement. Since 

one factor can be so significant, school leaders must be able to identify specifically 

where there is a deficit. Due to the fact that there is no universal set of core values and 

beliefs, many researchers have identified several domains that have proven to have 

commonalities (US Department of Education. 

Since research has shown to link school climate with positive outcomes for 

students, it has received the attention of many national organizations. The National 

School Climate Center reviewed over 200 references and concluded that five 

prevalent domains determine a school‘s climate: safety, relationships, teaching and 

learning, institutional learning, and the school improvement process (Thapa et al, 

2013). Likewise, the Safe and Supportive Schools model by the United States 

Department of Education recognizes three domains, which include safety, student 

engagement, and the school environment (US Department of Education, 2009). The 

United States Department of Education furthered its stance on school climate in 2014, 

when it announced its School Improvement School Climate grants. They assert the 

significance of school climate by starting. 

Schools must be both safe and supportive for effective teaching and learning 

to take place. Three key principles can guide efforts to create such productive learning 

environments. First, work in a deliberate fashion to develop positive and respectful 

school climates and prevent student misbehavior before it occurs. Ensure that clear, 

appropriate, and consistent expectations and consequences are in place to prevent and 

address misbehavior. (US Department of Education, 2014, p. 2). 

Other researchers have identified and studied four key factors that shape 

school climate: safety, relationships, teaching and learning, and the institutional 

environment (National School Climate Council, 2007). Each of these areas 

systematically measure individual subgroups that make up the consistency of the 

overall climate of a school. The Center for Social and Emotional Education (2010) 

produced indicators for each of the four dimensions. First, the safety of the school can 

be determined by the rules and norms, physical safety, and social and emotional 

security. Teaching and learning is broken down into two subgroups, support for 

learning and social and civic learning. The third subgroup, interpersonal relationships, 

is defined by a school‘s respect for diversity and social support for adults and for 

students. Finally, the CSEE measured its last category, institutional environment, by 

measuring school connectedness and engagement and physical surroundings (Center 

for Social and Emotional Education, 2010). 
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Koth, Bradshaw, and Leaf (2008) investigated the factors that influence 

student perceptions of a positive school climate. They used a multilevel analysis to 

determine the relationship among various conditions and their subsequent effect on 

school climate. They surveyed almost 2,500 fifth grade students and their teachers, 

and they examined data on the students and teachers as well as the overall function of 

the school, especially noting classroom factors and general school characteristics. 

Results indicated that factors such as school size, racial/ethnic demographics, teacher 

turnover, and a teacher‘s years of experience as being major elements that impacted 

students‘ perception of their school climate. 

Mitchell, Bradshaw, and Leaf (2010) conducted a study using a multilevel 

approach to compare teacher and student perceptions of school climate and its 

emphasis on academics. They also sought to determine if teacher and student 

perceptions aligned. Their subjects were 1881 fifth grade students and 90 fifth grade 

teachers. The researchers compared the student and teacher results to determine the 

overall level of influence of school and classroom factors of school climate. They also 

studied the individual characteristics of the schools and classrooms to determine 

which ones impact school climate. They found that each group had distinctive 

characteristics that determined their perspective on their school‘s climate. Students 

cited student-teacher relationships and principal turnover while teachers named 

classroom factors, such as classroom management and student behavior, as their main 

source (Mitchell, Bradshaw & Leaf, 2010). 

Physical Environment 

The physical environment of a school affects its climate. The condition of the 

facilities, classrooms, buildings, and grounds create either positive, proud feelings or 

negative, embarrassing feelings (Rutter et al, 1979). Other factors such as classroom 

temperature, arrangement of the classroom, and noise also impact the physical 

environment aspect of school climate (Zullig & Kooperman, 2010). Also, physical 

disorder that causes impairment to the physical environment, such as broken windows 

trash, and graffiti can cause social disorder and thus impede the climate of the school 

(Plank, Bradshaw, & Young, 2009). When teachers and students view their 

environment as chaotic, students are less likely to learn and be successful in school 

(Bradshaw et al, 2014). 

Social Relationships 

Social relationships and connectedness are significant factors in school climate. More 

specifically, principal-teacher, teacher-student, and student-student relationships 

impact student achievement (Wilson, 2004). For students, this is measured by the 

existence of students having defining roles that give them a sense of value, the level  

of engagement in their learning, the amount of public recognition they receive for 

their accomplishments, and the comfort they receive from their teachers (Bradshaw et 

al, 2014; Zullig & Kooperman, 2010). Rhodes et al (2009) categorized social aspects 

of climate into two categories: psychological attributes and institutional attributes. 

Psychological attributes include cooperation, trust, and openness among faculty, staff, 

and students. Institutional attributes are defined by teaching practices, level of 

collaboration, and the expectations of students, parents, and faculty. 

Social relationships are a vital aspect of school climate. Many teachers do not 

have a relationship with any of their colleagues other than as an acquaintance. 

Teachers must establish a team approach by building a climate of trust and support. 

Through such relationships, teachers have a foundation for sustainable collaboration 

where they may work together to improve student achievement and provide a positive 

learning climate. Conner (2014) studied elementary school teachers and their 

perceptions of school climate in relation to collegial relationships and camaraderie 

among faculty. Conducting a cross sectional and ex post facto study using participants 

from one elementary school, Conner (2014) analyzed data that teachers completed 

using a random survey, ―Survey for Instructional Staff.‖ Of the thirty-nine questions 
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on the survey, only seven were applicable for the study. The researcher found that 

relationships are essential for a successful school climate, and camaraderie is essential 

for building relations. After educators establish a relationship among themselves that 

foster collaboration, communication, and camaraderie, they must work to build strong 

teacher-student relationships to optimize student learning and achievement. 

Devos, Dupriez, and Paquay (2012) also studied the effects of the social 

working environment and its ability to affect a teacher‘s self-efficacy. Conducting two 

quantitative studies, they discovered that the structure of a school‘s culture does affect 

self-efficacy as well as feelings of depression. Such factors as collaboration with 

colleagues helped to improve self-efficacy while other factors, such as mentoring or 

meetings with the principal, did not signify a relationship to self-efficacy. 

Lee, Dedrick, and Smith (1991) researched the impact of the social 

organization of schools on teachers and students. They sampled 8,488 teachers in 307 

public schools and forty-seven private Catholic schools. The participants took two 

surveys, High School & Beyond (HS&B) and Administrator and Teacher Survey 

(ATS). They discovered that such factors as principl, leadership, teacher control, an 

organized environment, and school organization greatly influenced one‘s self-efficacy 

and school climate. 

A positive school climate provides a sense of belonging to all stakeholders, 

which promotes bonding and unity (Howard, Howell & Brainard, 1987). Several 

studies support that a positive school climate positively affects teachers‘ self-efficacy, 

their health, and their effectiveness over student learning (Ciani et al, 2008). 

Moreover, a supportive atmosphere encourages feelings of trust and respect while 

promoting shared values and beliefs (Manning & Saddlemire, 1996). work in schools 

with a positive climate report higher job satisfaction (Taylor & Tashakkori, 1995). 

Positive School Climate 

A positive school climate is imperative for students to maximize their 

functioning at school and their social and emotional development. Berg and Aber 

(2015) reviewed several characteristics of children to measure the interpersonal 

climate based on the perception of elementary school children. The survey included 

demographic, behavioral, academic, and social-cognitive questions designed to 

determine students‘ views about negative school climate and teachers‘ perceptions 

about safety and respect. The researchers had 4,016 fourth grade students serve as 

participants from 83 public elementary schools. After analyzing the results, the 

researchers discovered that students‘ level of empathy, victimization, and academic 

understanding affected their perception of their interpersonal climate (Berg & Aber, 

2015). 

Taylor and Tashakkori (1995) conducted a study to measure the significance 

of decision participation, school climate, teacher self-efficacy, and job satisfaction. 

They distributed surveys to 25,000 students and 9,987 teachers in 1,296 schools. Of 

the four variables, they determined that school climate was the strongest predictor of 

teacher job satisfaction, proving to be a much 

Many researchers have emphasized that a positive school climate has a great 

effect on a child‘s academic and social performance. O‘Malley, Voight, Renshaw, and 

Eklund (2015) evaluated the extent of the positive effects of school climate on the 

student‘s ability to overcome obstacles from his or her family structure. The 

researchers sampled 490,000 students in the ninth grade and eleventh grade from 902 

public high schools in California. The survey asked students to report their  grade 

point average, or GPA, as well as their family structure, specifically whether or not 

they lived in a two-parent, one-parent, homeless, or foster care home. They  

discovered that despite the familial structure, students who had a positive perception 

of their school climate reported having higher GPAs than those students who had a 

negative perception of their school climate. Thus, positive experiences in school can 

help students to be successful academically even though they may not have a 



222 

  

 

structured family environment stronger variable compared to decision making. 

Looking specifically at school climate, the strongest indicators to maintain a positive 

school climate were a lack of teaching obstacles and the leadership of the principal. 

Moreover, the best predictors for a positive sense of self-efficacy were similarly, a 

lack of teaching obstacles, as well as faculty communication. Thus, Taylor and 

Tawakoni (1995) solidified the interconnectedness between teacher self-efficacy and 

school climate 

School Climate and the Principal 

Perhaps one of the biggest factors in determining teachers‘ perception of 

school climate is the principal, or educational leader. Thus, creating a supportive 

school climate is the responsibility of the school leader. They must foster a 

community where teachers can share ideas and feel comfortable sharing experiences 

that positively influence the atmosphere (Meristo & Eisenschmidt, 2014). The 

everyday interactions that principals have with their teacher‘s can affect trust and 

collegiality and the teachers‘ ability to influence decisions. Moreover, when such 

relationships exist, they impact student achievement and performance, as teachers feel 

supported and mutually respected (Edgerson et al, 2006; Friedkin & Slater, 1994). 

They also work together to problem solve and achieve common goals. As a result, 

teacher perceptions of support from their principal directly impact teacher 

commitment, turnover, and collegiality (Singh & Billingsley, 1998). 

Rhodes, Camic, Milburn, and Lowe (2009) conducted a study to determine if a 

collaborative school-based intervention could effectively modify the relationship 

between administrators and teachers. After analyzing the responses of teachers and 

students, the treatment proved to improve teachers‘ attitudes and well as their 

perceptions of their school climate and their principal support. Similarly, students 

whose schools participated in the initiative reported advances in their school climate. 

Such strategic interventions customized specifically to a school‘s needs can result in a 

successful revitalization of a school setting. 

In contrast, a lack of connectedness between the principal and teacher can 

have negative consequences on school climate. Negative perceptions can cause a 

teacher to become disengaged from the teaching and learning environment (Gimbel, 

2003). Operational weaknesses which impede teacher independence weaken the level 

of trust between administrators and teachers, which damages the school climate. 

Leaving teachers out of the decision-making process may undermine teachers‘ sense 

of independence in their classrooms. They feel their input is not valued and, thus, feel 

an absence of ownership and sense of value in the school. A lack of support from 

administrators makes teachers more vulnerable to burnout and stress (Rhodes et al, 

2009). 

Crum and Sherman (2008) conducted a study to determine common themes of 

successful schools in Virginia. Using qualitative methods, they interviewed 12 

principals in schools that produced high student achievement to determine the 

characteristics for success. The principals were selected based on the fact that their 

schools met both state and federal accreditation standards. The principals had at least 

two years of leadership experience, and the researchers followed a standard interview 

guide to ensure that they sought the same information from all participants. In the 

interviews, principals were encouraged to talk about their daily practices, and the 

researchers identified six common themes based on the results: facilitating leadership 

and developing personnel, delegation of task through empowerment, recognizing 

ultimate accountability, communication, facilitating instruction, and supervising 

change. In the interview, principals noted that the teachers were responsible for 

student achievement since they were the ones who deliver instruction in the classroom 

(Crum and Sherman, 2008). 
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School Climate and Teachers 

Collie, Shapka, and Perry (2012) examined the relationship between teachers‘ 

perceptions of their social-emotional learning and the climate within their schools. 

They measured three variables to determine the type and level of relationship that 

exists between the three: teachers‘ sense of stress, teaching efficacy, and job 

satisfaction. Sampling 664 elementary and secondary school teachers, each participant 

completed an online questionnaire to measure teacher perceptions of their school 

climate and social-emotional learning. Of the factors reviewed, teachers‘ perceptions 

of student motivation and behavior had the most significant impact on school climate. 

It was also named as a variable that meaningfully predicted one‘s teaching efficacy. 

Two other specific factors, workload stress and student behavior stress, were also 

highly noted as factors that determined one‘s sense of teaching efficacy. 

Imants and Zoelen (1995) studied teacher absenteeism and its effect on school 

climate and teacher self-efficacy. More specifically, they compared the school 

climates of schools with low absentee rates to schools with high absentee rates. The 

researchers collected samples from 66 teachers in 16 schools, eight of which had low 

teacher absenteeism and eight with high teacher absenteeism. The results of the 

MANOVA test showed that three factors – collegial relations, leadership style, and 

directivity of the principal – were the most influencing reasons for teacher absences. 

Furthermore, schools with high absentee rates proved to have collegial relations and 

leadership style with a much friendlier and informal atmosphere compared to their 

counterparts. In comparison, schools with a low absenteeism rate typically had 

teachers who perceived their principal to have a more directive leadership style. 

Moreover, the researchers discovered that there was no significant difference in 

teacher self-efficacy in the categories of student-related tasks and school-related tasks 

(Imants & Zoelen, 1995). Thus, the frequency of teacher absenteeism can negatively 

impact school climate. 

Bear, Yang, Pell, and Gaskins (2014) studied a sample of administrators, 

teachers, and support staff in 132 schools across all grade levels (elementary, middle 

and high schools) to study teachers‘ perceptions of school climate. Using the 

Delaware School Climate Survey-Teacher/Staff, the researchers used a multi-group 

confirmatory factor analysis studying seven specific factors of school climate: 

teacher-student relations, student-student relations, teacher-home communication, 

respect for diversity, school safety, fairness of rules, and clarity of expectations. 

Researchers found evidence across all grade levels that showed a positive correlation 

with student academic achievement and a negative correlation to school suspensions 

and expulsions. Of the seven, the students, student‘s relations factors correlated the 

highest to academic achievement and suspensions and expulsions. Therefore, schools 

where students have amicable relationships centered on respect have higher academic 

achievement and fewer behavioral issues compared to their counterparts. 

School Climate and Students 

Not only does a school‘s climate affect teachers, but it also majorly impacts students. 

The American Psychological Association (2013) asserts that school climate is linked 

to academic achievement, learning, and development. Researchers have documented a 

link among positive school climate and academic motivation, self-esteem, conflict 

resolution, and social motivation (Payne et al, 2003; Plank et al, 2009). 

More specifically, school climate plays a factor in dropout rates, absenteeism,  

truancy, and suspension. Moreover, the climate can also create an increase in student 

drug use. A lack of discipline leads to more aggressive and violent behaviors  in 

school (Welsch, 2000). Thapa, Cohen, Guffey, and Higgins-D‘Alessandro (2013) 

argued that ―in schools without supportive norms, structures, and relationships, 

students are more likely to experience violence, peer victimization, and punitive 

disciplinary actions, often accompanied by high levels of absenteeism and reduced 

academic achievement‖ (p. 360). 
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As a result, to maintain order, school leaders must sustain a structured 

environment for students. Schools that exhibit fair discipline practices that encourage 

positive relationships with students typically have fewer behavioral problems 

(Gregory et al, 2011). Bradshaw, Waasdorp, and Leaf (2012) studied 12,344 students 

in 37 elementary schools over the course of four years. Using multilevel analyses on 

teachers‘ ratings of their students‘ behavioral problems, referrals to the office, and 

suspension rates, the researchers found that schools that had implemented a school- 

wide behavioral intervention and supports program showed significant gains on 

behavioral problems and social behavior compared to schools who did not have 

supports in place. Moreover, students in schools with the program were 33% less 

likely to receive a discipline referral compared to students in other schools. Thus, in 

order to encourage students to enrich their educational experience through a 

constructive, structured environment, school leaders should implement systematic 

practices three properties had just as much influence as socioeconomic status: the 

teachers‘ collective efficacy, teachers‘ trust in students and parents, and academic 

emphasis. 

Peguero & Bracy (2015) examined how school climate, order, and procedural 

justice within a school were related to school dropout. Using a multilevel analysis, 

they found the strongest factor in the likelihood of a student dropping out of school 

was the amount of formal sanctions its school had set in place. Schools that had 

several formal sanctions had a dropout rate that was lower compared to schools that 

had a lower number of sanctions in place. As a result, they emphasized the need for 

schools to have structured school discipline and safety policies and procedures in 

place. 
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Training Modules No-6 

JOB SATISFACTION 

Venue: Aapa Nisar Fatima Girls High School Duration: 35min Objectives: 

At the end of this training session the participants will be able to: 

6. Know the meaning of Job Satisfaction. 

7. Understand the theory of job satisfaction. 

8. Explain 5 key factors of job satisfaction. 

9. Define the factors enhance job satisfaction 

10. Explain how job satisfaction is important? 
 

Duration Topics Activities Resources 

5min Introduction The session will be started with the 

greetings and introductions of the training 

sessions. 

White board 

Marker 

Duster 

Paper strips 

5min Sharing of 

objectives 

The trainer will share the objectives with 

the participants through objectives strip 

moving activity 

Objective 

strips 

5 min Braining 

storming 

The trainer will the share the video with 

participants regarding job satisfaction. 

Multimedia 

3min Definition The trainer will share the definition of job 

satisfaction the the participants. 

White board 

White board 

marker 

 

12min Main 

concepts of 

School 

Climate 

The trainer will share the PPT with 

participants regarding ―Theory 

5key factors of job satisfaction 

Factors enhance job satisfaction and 

importance of job satisfaction‖. 

At the end the trainer will sum up the 

session. 

Multimedia 

5min Recap At the end of the session the trainer will 

overview the session. 

White board 

& 

Marker 
Duster 
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Job Satisfaction. 
Job satisfaction is defined as the extent to which an employee feels self-motivated, 

content & satisfied with his/her job. Job satisfaction happens when an employee 

feels he or she is having job stability, career growth and a comfortable work life 

balance. 

Two-Factor Theory 

So how can you experience more job satisfaction? It may be found in a combination 

of both intrinsic and extrinsic factors. Intrinsic job satisfaction is a result of feeling 

content with the work itself and the responsibilities that go along with it. Extrinsic job 

satisfaction has more to do with the work conditions such as salary, job security, and 

your relationships with coworkers and supervisors. 

A 2012 study conducted in Heidelberg, Germany, examined the effects that intrinsic 

and extrinsic components had on job satisfaction for dentists. They found that while 

both were essential, intrinsic motivating factors, such as being able to utilize one‘s 

skill set, had the most positive impact on job satisfaction. Additionally, the results of a 

survey done by the Journal of Healthcare Management among rehabilitation 

professionals showed that professional growth and having personal values in line with 

company values outweighed pay when it comes to job satisfaction. 

5 Key Factors to Job Satisfaction 

1. Engagement. When you are engaged in your work, you are present, focused, and 

productive. However, according to a 2015 Gallup poll, 51 percent of workers reported 

not being engaged at work, many of which were millennials. 

One reason you may not be engaging in your work is because you may not feel you 

are utilizing your skills and abilities to your fullest potential. Undoubtedly, people are 

naturally more engaged in work that puts their talents to good use. But experts have 

taken notice of a misconception: to truly enjoy work and become fully engaged, you 

have to make a drastic career change, giving everything up for a bigger purpose. 

The truth is, your talents can be utilized in any job you find yourself in. Sure, you may 

be better suited for some jobs more than others but by engaging fully in work and 

recognizing how your individual strengths positively impact others, you can bring 

meaning and purpose to any role. 

One way to find meaning in the work you do, even if it isn‘t your dream job,  is  to 

have a clear understanding of the correlation between your work and the company‘s 

goals. Being aware of how your job is directly supporting a larger outcome could 

encourage you to stay engaged and remain motivated. 

2. Respect, praise, and appreciation. Regardless of the job, you want to feel 

respected in the workplace as well as appreciated for the work you do. Employees are 

satisfied in their positions when they feel respected and are praised for a job well 

done, even if it‘s a simple thank you from a company manager. Supervisors are often 

vocal when an employee makes a mistake or something is needed of them but making 

the same effort to congratulate or voice appreciation can have a positive influence on 

worker‘s satisfaction. 

According to the 2016 Employee Job Satisfaction and Engagement survey conducted 

by the Society for Human Resource Management (SHRM), close to half of the 

employees surveyed rated supervisor‘s respect for their ideas as ―very important‖ to 

job satisfaction. The SHRM emphasizes constructive feedback and open 

communication in the workplace as one way to encourage respect amongst employers 

and employees. 

In short, working a job where you feel disrespected, undervalued, and 

underappreciated will likely cause you to feel dissatisfied with your work. 

3. Fair compensation. The importance employees place on pay as a contributing 

factor to job satisfaction appears to be on the rise, according to the 2016 survey 

conducted by the SHRM. Workers currently rank pay as the second most important 

factor compared to the fourth most important factor the year prior.  Benefits rank as 

http://www.library.armstrong.edu/eres/docs/eres/MHSA7650-1_CROSBY/7650_employee_satisfaction_1.pdf
http://www.library.armstrong.edu/eres/docs/eres/MHSA7650-1_CROSBY/7650_employee_satisfaction_1.pdf
http://www.gallup.com/poll/181289/majority-employees-not-engaged-despite-gains-2014.aspx
https://www.psychologytoday.com/blog/good-thinking/201406/the-real-reasons-people-hate-their-jobs
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the third most important factor with 60 percent rating them as crucial to job 

satisfaction. In essence, employees want to be compensated for their worth and are 

likely to look for work elsewhere if they‘re not. 

But as important as compensation appears to be to employees, many would choose 

recognition and praise from a higher-up over cash. In a survey conducted by the 

company, BambooHR, one-third of workers said they would rather have an executive 

send a company-wide email praising their accomplishments than receive a  $500 

bonus that went unpublicized. 

4. Motivation. Understanding your motivation behind the job you either already have 

or the job you want may help increase job satisfaction as well. Asking yourself the 

following questions: 



o What motivated me to accept this job in the first place? 

o What inspires me to do the work I do? 

o What inspires me to want to be a [insert job aspiration]? 
Answers to these questions can help determine where you are lacking satisfaction so 

that you can then do something about it, whether that means switching jobs or 

changing your approach to your current one. 

5. Life satisfaction. Perhaps unsurprisingly, people who are unhappy in life are less 

likely to find satisfying work. 

A 2010 meta-analysis published in British Psychology Society reviewed 223 studies 

that examined the link between job satisfaction and life satisfaction (subjective well- 

being). The psychologists concluded that people who are predisposed to be happy and 

satisfied in life in general are more likely to be happy and satisfied  in their work.  

They note that individuals who are generally unhappy in life and seek satisfaction in 

their work likely will not find it. 

Perhaps nurturing yourself and enhancing your well-being will naturally lead you to 

satisfaction within a working environment. 

Factors enhance job Satisfaction 

Keeping employees engaged and satisfied takes more than just good pay and benefits. 

The following list reveals some of the key job satisfaction aspects cited by employees: 

 Respect – According to the SHRM report, employees rate respectful treatment 
of all employees as the most important factor in job satisfaction. 

 Trust – Perhaps because of workplace uncertainty in the years following the 

Great Recession, employees indicated that trust between themselves and 

senior management was another highly important satisfaction factor. 

 Security – If you‘ve ever had to go to work each day wondering whether your 

job is secure, you know it can cause a great deal of anxiety. Organizations can 

provide a sense of security through honest communication and transparency 

about the company‘s health and long-term viability. 

 Healthy Environment – Workplaces that are free from stress, Morale issues, 

harassment and discriminatory practices can create a positive and healthy 

environment for everyone. 

 Career Path – No one wants a dead-end job. Employees are more likely to 

excel when they can see an established upward path, with the opportunity to 

earn a higher wage and take on greater responsibilities. 

 Pay and Benefits – Good wages aren‘t the only reason employees find 

satisfaction in their jobs, but they typically rank high on the list. Competitive 

pay generally makes employees feel valued, and gives them less reason to 

look elsewhere for work. 

  

https://www.shrm.org/hrdisciplines/compensation/articles/pages/pay-benefits-satisfaction.aspx
https://www.shrm.org/hrdisciplines/compensation/articles/pages/pay-benefits-satisfaction.aspx
https://www.sciencedaily.com/releases/2010/03/100331201753.htm
https://www.villanovau.com/resources/hr/developing-competitive-pay-practices/
https://www.villanovau.com/resources/hr/developing-competitive-pay-practices/
https://www.villanovau.com/resources/hr/developing-competitive-pay-practices/
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How Important is Job Satisfaction? 

There is little doubt that great employees are an organization‘s number one resource. 

Keeping workers happy helps strengthen a company in many ways, including: 

 Lower Turnover – Turnover can be one of the highest costs attributed to the 

HR department. Retaining workers helps create a better environment, and 

makes it easier to recruit quality talent and save money. The bottom line: 

satisfied employees are typically much less likely to leave. 

 Higher Productivity – Irrespective of job title and pay grade, employees who 
report high job satisfaction tend to achieve higher productivity. 

 Increased Profits – Keeping employees safe and satisfied can lead to higher 

sales, lower costs and a stronger bottom line. 

 Loyalty – When employees feel the company has their best interests at heart, 

they often support its mission and work hard to help achieve its objectives. 

And, they may be more likely to tell their friends, which helps spread 

goodwill. 

Keeping Employees Happy is HR Job #1 

It doesn‘t take much extra effort to keep employees happy. They want to feel respect 

and trust, while working in a safe environment, with good pay and opportunities to a 

dvance. When your company develops ways to deliver on these important factors, it 

can satisfy employees – and help build a stronger, more stable and profitable future. 

https://www.villanovau.com/resources/hr/employee-retention-strategies/
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Training Modules No-7 

PROFESSIONAL ATTITUDE 

 
Venue: Aapa Nisar Fatima Girls High School Duration: 35min Objectives: 

At the end of this training session the participants will be able to: 

11. Understand the meaning of professional attitude. 

12. Define the seven tips of maintaining professional attitude at work place. 

13. Explain 10 Ways to Be Professional at Work. 

Duration Topics Activities Resources 

5min Introduction The session will be started with the 

greetings and introductions of the 

training sessions. 

White board+ 

Marker, 

Duster & 
Paper strips 

5min Sharing of 

objectives 

The trainer will share the objectives 

with the participants through 
objectives strip moving activity 

Objective strips 

5 min Braining 

storming 

The trainer will share the video 

―professional attitude by Qasim Ali 

Shah‖. 

Multimedia 

3min Definition The trainer will share the definition 

of professional attitude with 
participants. 

Multimedia 

12min Main 

concept of 

Professional 

attitude 

The trainer will share the 7 tips of 

maintaining a professional attitude 

at work place and 10 ways to be 

professional at work. After sharing 

this trainer will ask the participants 
to sum up the session 

Multimedia 

5min Recap At the end of the the trainer will 

sum-up the session 

White board & 

Marker 

Duster 

 

Professional attitude: a professional is punctual (to class and laboratory meetings) 

because he/she respects the valuable time of others; a professional follows the 

supervisor‘s instructions; a professional in the field respects private and public 

property; a professional arrives ready to work, appropriately dressed, with his or her 

tools; a professional is observant and sees what needs to be done; a professional is 

responsible and does what should be done (carrying the instruments and tools, for 

example). A professional helps maintain a safe workplace with a civilized 

atmosphere. A professional is perceived as a representative of his or her organization 

and always acts in a manner that reflects favorably on that organization. A 

professional asks a question rather than risk making a serious mistake with an 

unfamiliar scientific instrument. 

7 Tips for Maintaining a Professional Attitude at Work 

1.  Email, Phone Calls, Voice Mail, and Text Messages are not an instant 

form  of  communication  and  do  not  have  to   be   answered   

immediately. Sometimes it is best to craft your answer, and wait 24 hours 
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before sending it and sticking to a strict schedule for checking them keeps me 

sane, as I now get over 200 emails per day on just one of my accounts. You 

can spend literally all of your time managing emails, texts, and phone calls if 

you‘re not careful. Don‘t allow them to consume every single second of your 

time. Making sure you craft your answers, especially when you have a tough 

answer, can be a huge win in your job. 

2. If someone asks you for an answer, ask to think it over, and let them know 

you will get back to them, within X amount of time. Most things that require 

analysis don‘t require an instant answer. Too often I‘ve felt pressured to say 

―yes‖ to something that was not in my (or the company‘s) best interest. By 

taking some time to think it over, mull the numbers, and really contemplate it, 

I‘ve saved myself countless hours of aggravation. 

3. Bite your tongue. If someone makes an outrageous comment, it may be best  

to let it slide, and come back to it later, when you‘re in a calmer  frame of 

mind. Sometimes things are best left alone entirely. You don‘t want to be the 

person who flies off the handle for every single thing, whether perceived or 

imagined. 

4. There is absolutely NO place for violence in the workplace. Be careful to 

maintain that workplace ―mask‖ in place. Do not swing things, or hit your  

hand with your pen, or otherwise demonstrate aggression physically. Make a 

point of leaving the situation at the earliest opportunity. Do.not.engage. I once 

went into a meeting that was politically charged, and one of the guys (Who 

was 6‘5″ and 250LBS) sat there and swung a golf club into his hand smacking 

it over and over again. It was a very intimidating move, and was completely 

inappropriate. Composure is the name of the game! 

5. Be aware of your body‟s demands. This means, if you are about to head into 

a long meeting, and you have not eaten, eat a handful of protein. Avoid sugar 

lows. Make sure to use the restroom. Make sure you are well rested. It is  

much harder to react appropriately to a situation when you are tired, cranky, 

and otherwise irritable from easily remedied issues. I can‘t tell you how many 

people I‘ve seen melt down, or make themselves miserable because  they 

didn‘t eat, didn‘t use the restroom, etc. 

6. Let some things slide. In today‘s American Society, there can be the 

temptation to get HR involved in every situation, and consider lawsuits for 

every infraction, real or imagined. Realize that for every time you make a 

report to HR, you are creating a reputation for yourself. You must decide if it  

is worth the cost. Thus, there are some times when things should simply be 

allowed to slide, as they are harmless. Some things should be called, and 

handled sternly, but you don‘t want to create a situation where you are 

perceived to be the problem child. 

7. Remind yourself that many times the offense is in the mind of the person 

offended. It is possible and even likely that absolutely no offense was  

intended by the other party. Ask yourself if you think that the offense was 
intentional. I think that in most cases, the answer is an honest ―no‖. 

And one bonus tip: Make sure that you are dressed work-place appropriate. If you get 

to wear shorts, fabulous, but they need to be relatively modest. Unless you are in a 

profession that requires it, cleavage should be modest, and skirts should cover your 

Assets. Be aware of the image you‘re portraying. Dressing up for work is  not the 

same thing as dressing up for an evening on the town. 
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10 Ways to Be Professional at Work 

Acting like a professional really means doing what it takes to make others think of 

you as reliable, respectful, and competent. Depending on where you work and the 

type of job you have, this can take on many different forms. 

There are, however, quite a few common traits when it comes to being professional. 
This includes the following: 

1.  Competence. You‘re good at what you do – and you have the skills 
and knowledge that enable you to do your job well. 

2. Reliability. People can depend on you to show up on time, submit your work 
when it‘s supposed to be ready, etc. 

3. Honesty. You tell the truth and are upfront about where things stand. 

4. Integrity. You are known for your consistent principles. 
 

5. Respect for Others. Treating all people as if they mattered is part of your 

approach. 

6.  Self-Upgrading Rather than letting your skills or knowledge 

become outdated, you seek out ways of staying current. 

7. Being Positive. No one likes a constant pessimist. Having an upbeat attitude 

and trying to be a problem-solver makes a big difference. 

8.  Supporting Others. You share the spotlight with colleagues, take time to 

show others how to do things properly, and lend an ear when necessary. 

9. Staying Work-Focused. Not letting your private life needlessly have an impact 

on your job, and not spending time at work attending to personal matters. 

10. Listening Carefully. People want to be heard, so you give people a chance to 

explain their ideas properly. 

The Professional Advantage 

The more you put into practice the 10 points listed above, the better your chances will 

be to create a positive reputation for yourself. This can ultimately translate into raises 

and promotions, chances to work on more assignments that you enjoy, less likelihood 

of being downsized when layoffs are being considered, and the respect of peers and 

senior management. 
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Training Modules No-8 

PROFESSIONAL IDENTITY 

Venue: Aapa Nisar Fatima Girls High School Duration: 35min Objectives: 

At the end of this training session the participants will be able to: 

1. Understand the meaning of professional identity. 

2. Know about the assumptions of professional identity. 

3. Define seven pillars of professional identity. 

4. Explain why does professional identity matter. 

5. Define the process of identity construction. 

Duration Topics Activities Resources 

5min Introduction The session will be started with the 

greetings and introductions of the 

training sessions. 

White board 
Marker 

Duster 

Paper strips 
5min Sharing of The trainer will share the objectives Objective 

 objectives with the participants through 
objectives strip moving activity 

strips 

5 min Braining storming The trainer will write the word 

―professional identity‖ on the white 

board and collect the opinions of the 

participants. After collecting the 

opinions of participants the trainer 
will sum up the activity. 

White board 

Marker 

Duster 

3min Definition The trainer will define the words 

profession and identity with the 

participants. 

White board 

marker and 

duster 

12min Professional 

Identity 

Pillers 

Why professional 

identity matters 

and identity 
construct? 

The trainer will share a PPT with 

participants regarding ―Seven Pillers 

of Profession, Why Does Professional 

Identity Matters and process of 

Identity Construct‖. 

Multimedia 

5min Sum up The trainer will sum up the session 

and say Good Bye to Students. 

White Board 

Marker 

Duster 

Professional identity 

Is defined as one's professional self-concept based on attributes, beliefs, values, 

motives, and experiences (Ibarra, 1999; Schein, 1978). 

Professional identity construction under conditions of stigmatized cultural 

identity presents an interesting puzzle. 

Professional identity is the concept which describes how we perceive 

ourselves within our occupational context and how we communicate this to others. 

There are varying academic definitions of professional identity. 

Ibarra, 1999 suggests that it evolves through work socialisation and 
observation of our peers; Larson,1977 argues it is based on shared expertise. 

Professional identity can be established and supported by the infrastructure which 

contributes to creating a shared sense of commonality amongst practitioners. 

Hughes, 2013, presents counselling as an example of an occupation that has a 

clear identity because it is underpinned by a professional association, a body of 

knowledge, nationally recognized qualifications, a national register explicitly defining 

CPD requirements, client contact hours and supervision. 
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There has been significant work done on many of these activities by  the 

Career Development Institute during its short history. This focus on standardized 

requirements for the professional will help in contributing to the establishment of the 

professional identity of careers practitioners. 

Seven 
 
 

 
Assumptions of professional identity 

There are a few important assumptions underlying our conceptualization of 

professional identity. 

First, we view an individual‘s professional identity as a subjective construction that is 

influenced by the interpersonal interactions individuals have with others about their 

work. It is well accepted that individuals learn who they are as a professional by 

seeing themselves in the eyes of others (Cooley, 1902; Roberts et al., 2005). Through 

our interactions with others, we also learn about the role expectations of others, and 

may try to adapt or move away from these expectations. In this way, while we 

examine professional identity as an individual-level construct in this chapter, we 

acknowledge that it is formed and maintained through social interactions. 

Second, we assume that individuals have the potential to have multiple professional 

identities. 

Seven Pillars of a Profession: 

In the early 20th century E. P. Scarlett defined what he believed were the seven pillars 
of a profession: 

(1) Technical skill and craftsmanship, renewed by continuing education; 

(2) A sense of social responsibility; 

3) a knowledge of history; 

(4) a knowledge of literature and the arts; 

(5) personal integrity; 

(6) faith in the meaning and value of life; and 

(7) the grace of humility 

Why Does Professional Identity Matter? 

In individual‘s professional identity as either a social or role identity is important 

because it is a key way that individuals assign meaning to themselves, and it shapes 

work attitudes, affect and behavior (Siebert and Siebert, 2005). 
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THE STATE OF PROFESSIONAL IDENTIFICATION AND THE PROCESS 

OF IDENTITY CONSTRUCTION 

There are two different approaches that scholars have taken in their examinations of 

professional identity. 

The first approach looks at identification as a state of being that explains how 

an individual views themselves vis-ä-vis their profession; the professional 

identification scholars have investigated the antecedents that may predict the extent to 

which an individual may come to see their profession as self-defining, and the 

outcomes of doing so. 

The second approach focuses on understanding the content or meaning of a 

professional identity, and the process through which this meaning is constructed. 

Rather than looking at identification as a state, the identity construction literature 

affords individuals the agentic role of creating their own professional self-image. 

Insights into socialization practices and identity work both contribute to 

understanding professional identification and professional identity construction. 

Teacher's Professional identity 
Teachers' professional identity implies both a cognitive psychological and a 

sociological perspective: people develop their identity in interaction with other people 

(sociological perspective), but express their professional identity in their perceptions 

of 'who they are' and 'who they want to become' as a result of this interaction 

(cognitive psychological perspective). (Bejaard, 2006). 

Sachs (1999) identifies 2 kinds of distinct Professional identities: 

(1) The entrepreneurial identity 

―The managerialist discourse gives rise to an entrepreneurial identity in which the 

market and issues of accountability, economy, efficiency and effectiveness shape how 

teachers individually and collectively construct their professional identities. 

(2) The activist identity. 

 Democratic discourses, which are in distinct contrast to the managerialist ones give 

rise to an activist professional identity in which collaborative cultures are an integral 

part of teachers' work practices‖. 

ENGAGING IN MULTIPLE PROFESSIONAL ROLES 

Externally Driven Multi-Professionalism 
Organizations and professions often put pressure on individuals to enact multiple 

professional roles. For instance, many organizations are creating dual or hybrid roles 

that are designed to help bridge professional boundaries and tasks within the 

organization. 

Self-Initiated Multi-Professionalism 

Engagement in multiple professional roles can also be voluntary. For instance, 

previous research has documented that a number of individuals find themselves 

transitioning from one profession to another at some point in their career (Ashforth, 

2001; Ibarra, 1999, 2003). Some individuals do so voluntarily, choosing to leave one 

professional role that no longer feels like a good fit for their work needs. 

Managing Multiple Professional Identities 

Whether externally driven or self-initiated, engaging in multiple professional 

professions requires that individuals consider how to define themselves vis-ä-vis each 

professional role. All individuals possess multiple, and even conflicting, ways of 

conceptualizing themselves (Markus and Nurius, 1986; Stryer and Serpe, 1982; Tajfel 

and Turner, 1979), but differ in how they organize their multiple «professional group 

memberships intra-psychically. 
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Training Modules No-9 
BELONGINGNESS 

Venue: Aapa Nisar Fatima Girls High School Duration: 35min Objectives: 

At the end of this training session the participants will be able to: 

1. Know the meaning of belongingness. 

2. Explain Meslow‘s theory of hierarchy of needs and belongingness. 

3. Define the importance of professional commitment for teachers. 

4. Practice professionalism while practicing teaching. 

Duration Topics Activities Resources 

5min Introduction The session will be started with the 

greetings and introductions of the 

training sessions. 

White 

board + 

Marker 

Duster & 

Paper 

strips 

5min Sharing of 

objectives 

The trainer will share the objectives with 

the participants through objectives strip 
moving activity 

Objective 

strips 

5 min Braining 

storming 

The trainer will write the word 

―professional commitment‖ on the white 

board and collect the opinions of the 

participants. After collecting the opinions 

of participants the trainer will sum up the 
activity. 

White 

board + 

Marker 

Duster 

3min Definition The trainer will distribute the strips 

among two participants (writing on the 

definition of professional and 

commitment) and asked them to explain 
it. 

Strips 

12min Characteristics 

of 

Professionals 

The trainer will divide the participants 

into five groups assign each of them one 

characteristic, give them five minutes to 
prepare and asked them to present it. 

Marker 

charts 

6 Sum-up At the end the trainer will recap the 

whole session 

White 

board + 

Marker 
Duster 

Belongingness 
Belongingness is the human emotional need to be an accepted member of a 

group. Whether it is family, friends, co-workers, a religion, or something else, people 

tend to have an 'inherent' desire to belong and be an important part of something 

greater than themselves. This implies a relationship that is greater than simple 

acquaintance or familiarity. The need to belong is the need to give and receive 

attention to and from others. 

Psychological needs 

Abraham Maslow suggested that the need to belong was a major source of 

human motivation. He thought that it was one of 5 human needs in his hierarchy of 

needs, along with physiological needs, safety, self-esteem, and self-actualization. 
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These needs are arranged on a hierarchy and must be satisfied in order. After 

physiological and safety needs are met an individual can then work on meeting the 

need to belong and be loved. According to Maslow, if the first two needs are not met, 

then an individual cannot completely love someone else. 

Attachments 

In all cultures, attachments form universally. Social bonds are easily formed, 

without the need for favorable settings. The need to belong is a goal-directed activity 

that people try to satisfy with a certain minimum number of social contacts. The 

quality of interactions is more important than the quantity of interactions. People who 

form social attachments beyond that minimal amount experience less  satisfaction 

from extra relationships, as well as more stress from terminating those extra 

relationships. People also effectively replace lost relationship partners by substituting 

them with new relationships or social environments. For example, individuals with 

strong family ties could compensate for loneliness at work. Relationships missing 

regular contact but characterized by strong feelings of commitment and intimacy also 

fail to satisfy the need. Just knowing that a bond exists may be emotionally 

comforting, yet it would not provide a feeling of full belongingness if there is a lack  

of interaction between the persons. The belongingness hypothesis proposes two main 

features. 

First, people need constant, positive, personal interactions with other people. 

Second, people need to know that the bond is stable, there is mutual concern, and that 

this attachment will continue. So, the need to belong is not just a need for intimate 

attachments or a need for connections, but that the perception of the bond is as 

important as the bond itself. Individuals need to know that other people care about 

their well-being and love them. 

Evolutionary perspectives 
One reason for the need to belong is based on the theory of evolution. In the 

past belonging to a group was essential to survival: people hunted and cooked in 

groups. Belonging to a group allowed tribe members to share the workload and 

protect each other. Not only were they trying to ensure their own survival, but all 

members of their tribe were invested in each other's outcomes because each member 

played an important role in the group. More recently in Western society, this is not 

necessarily the case. Most people no longer belong to tribes, but they still protect 

those in their groups and still have a desire to belong in groups. 

The need to belong is rooted in evolutionary history. Human beings are social  

animals. Humans have matured over a long period of time in dyadic and group 

contexts. Humans evolved in small groups that depended on close social connections 

to fulfill survival and reproductive needs. Unlike other species, humans receive most 

of what they need from their social group rather than directly from his or her natural 

environment, suggesting that the human strategy for survival depends on belonging. 

This explains why a large body of evidence suggests that people are happier and 

healthier when they experience social belonging. In contrast, lacking belonging and 

being excluded is perceived as painful and has a variety of negative effects including, 

shame, anger and depression. Because belongingness is a central component of  

human functioning, social exclusion has been found to influence many behavioral, 

cognitive, and emotional outcomes. Given the negative consequences of social 

exclusion and social rejection, people developed traits that function to prevent 

rejection and encourage acceptance. 
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Self-presentation 
To be accepted within a group, individuals may convey or conceal certain 

parts of their personalities. This is known as self-presentation. Self-presentation, or 

impression management, attempts to control images of the self in front of audiences.  

It is a conscious and unconscious goal-directed action done to influence audiences to 

perceive the actor as someone who belongs. Certain aspects of one's personality may 

not be seen as desirable or essential to the group, so people try to convey what they 

interpret as valuable to the group. For example, in a business setting, people may not 

show their humorous side but do try to show their professional side to impress others. 

Group membership 
Individuals join groups with which they have commonalities, whether it is 

sense of humor, style in clothing, socioeconomic status, or career goals. In general, 

individuals seek out those who are most similar to them. People like to feel that they 

can relate to someone and those who are similar to them give them that feeling. 

People also like those that they think they can understand and who they think can 

understand them. 

Social connections 

The desire to form and maintain social bonds is among the most powerful 

human motives. If an individual's sense of social connectedness is threatened, their 

ability to self-regulate suffers. Social relationships are important for human 

functioning and well-being therefore, research on how social relationships affect 

people's personal interests and motivated behavior has been a focus of numerous 

studies. Walton, Cohen, and Spencer for example, believed that a mere sense of social 

connectedness (even with people who were unfamiliar) can cause one to internalize 

the goals and motivations of others. By doing so, this shapes people's motivated 

behavior suggesting achievement motivation and one's self-identity are highly 

sensitive to minor cues of social connection. Mere belonging is defined as an 

entryway to a social relationship, represented by a small cue of social connection to 

an individual or group. Social belonging is a sense of relatedness connected to a 

positive, lasting, and significant interpersonal relationship. While mere belonging is a 

minimal or even chance social connection, social belonging factors are characterized 

as social feedback, validation, and shared experiences. Sharing common goals and 

interests with others strengthens positive social bonds and may enhance feelings of 

self-worth. 

In another study, Walton and Cohen examined stigmatization and its link to belonging 

uncertainty. Their belonging uncertainty idea suggests that in academic and 

professional settings, members of socially stigmatized groups are more uncertain of 

the quality of their social bonds. Therefore, they feel more sensitive to issues of social 

belonging. They believe in domains of achievement, belonging uncertainty can have 

large effects on the motivation of those challenging with a threatened social identity. 

Conformity 

Group membership can involve conformity. Conformity is the act of changing 

one's actions, attitudes, and behaviors to match the norms of others. Norms are unsaid 

rules that are shared by a group. The tendency to conform results from direct and 

indirect social pressures occurring in whole societies and in small groups. 

There are two types of conformity motivations known as informational social 

influence and normative social influence. 

Information social influence is the desire to obtain and form accurate information 

about reality. Information social influence occurs in certain situations, such as in a 

crisis. This information can be sought out by other people in the group or experts. If 
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someone is in a situation where they do not know the right way to behave, they look  

at the cues of others to correct their own behavior. These people conform because the 

group interpretation is more accurate than your own. Normative social influence is the 

desire to obtain social approval from others. Normative social influence occurs when 

one conforms to be accepted by members of a group, since the need to belong is  in  

our human desire. When people do not conform, they are less liked by the group and 

may even be considered deviant. Normative influence usually leads to public 

compliance, which is fulfilling a request or doing something that one may not 

necessarily believe in, but that the group believes in. 

Self-regulation 

When our belongingness needs are not met, Wilkowski and colleagues (2009) 

suggest that self-regulation is used to fulfill one's need to belong.
[16]

 Self-regulation is 

defined as the process of regulating oneself, or changing one's behavior, to manage 

short-term desires according to the self-regulation theory. Self-regulation can occur in 

many different ways. One of these ways uses other individual's gaze(s) as a reference 

to understand how attention should be divided. This effect is especially seen within 

individuals that have low levels of self-esteem. Interpersonal acceptance is not met in 

individuals with low self-esteem, which prompts them to self-regulate by looking to 

others for guidance with regards to where to focus attention. Belongingness 

contributes to this level of self-esteem. Baumeister, Dewall, Ciarocco, and Twenge 

(2005) found that when people are socially excluded from a group, self-regulation is 

less likely to be than those who have a heightened sense of belonging.
[17]

 For  

example, participants were told that the other people in the study did not want to work 

with them and as a consequence they would have to complete a task on their own. 

Later, those participants were offered a plate of cookies. The participants that were 

told that nobody in the group wanted to work with them took more cookies than those 

who were not told this information, which provides evidence that a lack of 

belongingness inhibits people's ability to self-regulate. Self-regulation includes 

impulse control and allows one to manage short-term impulses and have a heightened 

sense of belongingness within an in-group. An in-group is a social group in which a 

person psychologically defines themselves as being a member of that specific group. 

By being a part of this group, one has a better ability to self-regulate. 

Peer networks 
As the span of relationships expands from childhood into adolescence, a sense 

of peer group membership is likely to develop. Adolescent girls have been found to 

value group membership more and are more identified with their peer groups than 

boys. Adolescent girls tend to have a higher number of friends than boys. They expect 

and desire more nurturing behavior from their friends. Girls experience more self- 

disclosure, more empathy, and less overt hostility compared to boys. A study found 

that girls use ruminative coping, which involves perseverating on the negative 

feelings and the unpleasant situations associated with problems. Boys on the other 

hand, tend to be less intimate and have more activity based friendships. Boys do not 

benefit as much as girls from feelings of belonging that are a product of enduring and 

close friendships. They are less vulnerable to the emotional distress that is likely to 

accompany high levels of co-rumination and disclosure. 

Schooling 

A sense of belonging to a social peer group can enhance students‘ academic 

achievement.
[19]

 Group membership in early adolescence is associated with greater 

interest in and more enjoyment of school,
[20]

 while those who are not part of such 

social groups tend to be less engaged with school.
[21]

 Among middle school and high 

https://en.wikipedia.org/wiki/Belongingness#cite_note-16
https://en.wikipedia.org/wiki/Belongingness#cite_note-17
https://en.wikipedia.org/wiki/Belongingness#cite_note-19
https://en.wikipedia.org/wiki/Belongingness#cite_note-20
https://en.wikipedia.org/wiki/Belongingness#cite_note-21
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school students, multiple studies have found a link between a more positive sense of 

belonging and better academic motivation, lower rates of school dropout, better 

social-emotional functioning, and higher grade point average. At a college level, a 

better sense of belonging has been linked to perceived professor caring and greater 

involvement in campus organizations. In a study exploring associations between a 

sense of school belonging and academic and psychological adjustment, Pittman and 

Richmond found that college students who reported a greater sense of belonging at a 

college level, were doing better academically and felt more competent scholastically 

but also had a higher self-worth and lower levels of externalizing problems. However, 

students who were having problems with their relationships with friends, were found 

to experience more internalizing behaviors and feel less connected to the college. 

A large number of variables have been found to be significantly associated with 

school belonging. This has made it difficult to present a theoretical model of school 

belonging. A comprehensive meta-analysis uncovered 10 themes that influence school 

belonging at the student level during adolescence in educational settings: 

 Academic motivation

 Emotional stability

 Personal characteristics

 Parent support

 Teacher support

 Peer support

 Gender, race and ethnicity

 Extracurricular activities

 Environmental/school 

safety Workplace

The need to belong is especially evident in the workplace. Employees want to 

fit in at work as much as students want to fit in at school. They seek the approval and 

acceptance of leaders, bosses, and other employees. Charismatic leaders are especially 

known to show off organizational citizenship behaviors such as helping and 

compliance if they feel a sense of belongingness with their work group. Researchers 

found that charisma and belongingness increased cooperative behavior among 

employees. Charismatic leaders influence followers by bringing awareness to the 

collective unit and strengthening the feeling of belonging, and that enhances 

employees‘ compliance. Organizational citizenship behaviors are employee activities 

that benefit the collective group without the individual gaining any direct benefit. 

Helping is a huge component of organizational citizenship behaviors because helping 

involves voluntarily assisting others with problems that are work-related and 

preventing other issues from arising. Task performance is enhanced and supported 

when the acts of helping in a work environment are established and evident. 

Charismatic leaders set a striking example for the way to organization should behave 

by reinforcing certain rules and values for the organization. These self-confident 

leaders inspire their followers to exceed expectations for the collective group instead 

of their own self-interest. This in turn gives employees an identity with which to 

belong.
[34]

 

A sense of belongingness increases a person's willingness to assist others in the group 

by the group rules. Belongingness and group membership encourages social groups 

with motivation to comply, cooperate, and help. Cohesive work groups show more 

consideration, report positive relationships within the group and elicits more 

organizational citizenship behaviors. Also, an already cohesive and collective group 

makes people more inclined to comply with the rules of the workplace. Some people 

https://en.wikipedia.org/wiki/Belongingness#cite_note-Den_Hartog-34
https://en.wikipedia.org/wiki/Group_cohesiveness
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help each other in return for a future expected favor; however, most workings help 

because it is the ―right‖ thing to do or because they like their leaders so much and 

wish to express this likeness. People are more receptive to a leader who provides a 

clear sense of direction and inspiration with the promise of a better future. Workers 

who feel more isolated in the workplace feel the need to belong even more than those 

who are not isolated because they are missing that collective feeling of unity. A 

workplace functions better as a collective whole. 

Acceptance/rejection 
The need to belong is among the most fundamental of all personality 

processes. Given the negative consequences of social rejection, people developed 

traits that function to encourage acceptance and to prevent rejection. But if the need to 

belong evolved to provide people with a means of meeting their basic needs for 

survival and reproduction based on evolutionary experiences, thwarting the need to 

belong should affect a variety of outcomes. Because it strikes at the core of human 

functioning, people respond very strongly to social exclusion.
[7]

 

Procedural justice 
Procedural justice, in terms of belongingness, according to van Prooijen and 

colleagues (2004), is the process by which people judge their level of belongingness 

in terms of their ability to contribute to a group.
[36]

 Members of a highly inclusive 

group show a higher level of procedural justice, meaning that individuals that 

experience high levels of inclusion respond in a more extreme manner to decisions 

allocated by members of their ingroup than those that are handed down from members 

of an outgroup. In other words, a person is more likely to believe and support fairness 

decisions made by members of an ingroup in which they feel like they are a part of, 

compared to an ingroup in which they do not feel as strongly connected. De Cremer 

and Blader (2006) found that when people feel a heightened sense of belongingness, 

they process information about procedural justice in a more careful and systematic 

way.
[37]

 This means that when people feel like they belong, they are more likely to 

examine procedural justice issues in a more thorough manner than if they do not feel 

like they belong. 

Fairness 

Fairness principles are applied when belongingness needs are met. Van 

Prooojen and colleagues (2004) found that fairness maintains an individual's sense of 

inclusion in social groups.
[36]

 Fairness can be used as an inclusion maintenance tool. 

Relationships are highly valued within groups, so members of those groups seek out 

fairness cues so they can understand these relationships. De Cremer and colleagues 

(2013) suggest that individuals with a high need to belong care more about procedural 

fairness information and therefore pay closer attention to incoming information. 

Furthermore, Cornelis, Van Hiel, De Cremer and Mayer (2013) propose that leaders 

of a group are likely to be more fair when they are aware that the followers of the 

group have a high need to belong versus a low need to belong.
[38]

 This means that a 

leader who is aware that people in their group are motivated to adhere to group values 

is more fair. Leaders are also more fair in congruence with the amount of empathy 

they feel for followers. Empathetic leaders are more likely to pay attention to 

differences among followers, and to consider a follower's belongingness needs when 

making decisions. In addition, Cornelis, Van Hiel, & De Cremer (2012) discovered 

that leaders are more fair in granting their followers voice when the leader is aware 

that the follower has a high need to belong.
[39]

 This occurs because of the attraction a 

leader feels to the follower and to the group. Leaders that are attracted to their 

followers and to the group are motivated by the follower's need to belong to allow 

them a greater voice in the group. 

https://en.wikipedia.org/wiki/Social_rejection
https://en.wikipedia.org/wiki/Belongingness#cite_note-Dewall-7
https://en.wikipedia.org/wiki/Belongingness#cite_note-Prooijen%2C_J._W._2004-36
https://en.wikipedia.org/wiki/Outgroup_(sociology)
https://en.wikipedia.org/wiki/Belongingness#cite_note-37
https://en.wikipedia.org/wiki/Belongingness#cite_note-Prooijen%2C_J._W._2004-36
https://en.wikipedia.org/wiki/Belongingness#cite_note-38
https://en.wikipedia.org/wiki/Belongingness#cite_note-39
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Training Module No 10 

ENTHUSIASM 

Venue: Aapa Nisar Fatima Girls High School Duration: 35min 

Objectives: 

At the end of this training session the participants will be able to: 

1. Know the meaning of enthusiasm. 

 

2. Explain the different types of enthusiasm. 

 

3. Define effect of enthusiasm on teacher‘s performance. 

 

4. Explain the theories of enthusiasm. 

 

Duration Topics Activities Resources 

5min Introduction The session will be started with
 the greetings and introductions of the 

training 
sessions. 

Story cards 

5min Sharing
 of 
objectives 

The trainer will share the objectives with 
the participants. 

Enthusiasm 

5 min Braining 

storming 

The trainer will write the word 

―enthusiasm‖ on the white board and 

collect the opinions of the participants. 

After collecting the opinions of participants 

the trainer will sum up the activity. 

White 

board + 

Marker 

Duster 

3min Definition The trainer will distribute the strips among 

two  participants  (writing  on the definition 
of enthusiasm) and asked them to explain it. 

Strips 

12min Characteristic 

s of

 highly 

effective 

learning 

environment 

The trainer will divide the participants into 

five groups and assign them the task to 

enlist the characteristics of highly 

enthusiastic people and present in front the 

other participants after the trainer will share 

the characteristics of highly enthusiastic 
teachers with participants. 

Marker 

Charts, 

Multimedia 

5min Recap At the end the trainer will recap the whole 

session. 

White 

board + 

Marker 
Duster 

Enthusiasm 

 

An enthusiastic teacher has energy that is contagious. Students see that 

teacher, who they typically care about and want to please, finding subject matter 

exciting and engaging. This then causes their own motivation for learning, or their 

desire to learn and excitement about achievement. Definition Patrick, Hisley & 

Kempler, (2000) defined teacher enthusiasm as ask any students what one quality they 
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value in a teacher and there is a good chance the answer will be enthusiasm for the 

subject matter. Frenzel et al, (2009) said that enthusiastic teachers become role  

models for their students. In this way teacher enthusiasm helps the students to adopt 

the teacher‟ attitudes in terms of enjoyment and enthusiasm which lead to higher level 

of learning activity and more positive feeling toward learning. Kantar et al, (2011) 

focus on the internal, affective state of the teacher in terms of intrinsic motivation 

which promotes active involvement in teaching and learns to high  quality 

instructional behavior. 

Teaching with enthusiasm 

An enthusiastic teacher can make a tremendous difference in student motivation and 

engagement in regards to learning. This lesson gives you a chance to think about the 

importance of teacher enthusiasm, as well as how to cultivate an enthusiastic attitude 

about your teaching. 

A teacher is the only person who is capable of imparting knowledge and 

shaping the Child‟s to the wider scope of knowledge. A teacher without enthusiasm is 

like a robot. A child receives only written materials frame an unenthusiastic teacher. 

An enthusiastic teacher engages students sparking curiosity and achievement 

motivation. 

An enthusiastic teacher has been defined as a person who has knowledge, 

skills and special training in teaching explaining and education. 

The teacher is the person who is capable of creating behavior terms of 

cognitive psychomotor as well as effective domain. In phenomenology, participation 

is the principal of knowledge: teachers know, not as subjects observing objects, but 

through our being in the world. In other words, the site of knowledge is the relation. 

Teacher know and learn „with direct and specific descriptions of experiences, 

of the space and time of our relations with others‖ (Bachelard 1969, Merleau-Ponty 

1962). 

Classroom energy Good teachers have passion & spark, sharing their passion. 

Kids pick up on their excitement, and that makes them curious. Class room energy 

like-spark, sharing their passion and feel all the time excited to teach a child own 

innovative ideas. From this kind of teacher enthusiasm, a child up on their excitement 

and that makes them curious. This enthusiasm makes a teacher all time energetic and 

passionate. enthusiasm changes life of a teacher if this goes to a right direction and 

every moment a child learns and inspire to a enthusiasm teacher. Teacher makes a 

classroom like a dynamic learning process. 

Characteristics of Enthusiastic Teacher. Enthusiasm has been identified as a 

prominent teacher behavior that affects students learning (Carlise and Phillips 1984) 

Behaviors that enthusiasm can be described as a group of both positive verbal and 

nonverbal behaviors, which convey an inner attitude of the teacher out worldly, the 

students. The students are able to pick on this teacher attitude and will be able to 

respond in a way that is beneficial to their learning. 

Enthusiastic Teacher Behaviors 

Speaking Voice. It is not possible for students to listen to someone for long 

time. So, it is important to change the Pitch of voice, the tone & volume during the 

lecture. A teacher can hold to listener‘s attention if they have variations in speech 

from quiet whispers to louder. 

Eyes mirror the excitement in your teaching. To make teaching more 

interactive, it is important to make eye contact with students. Look students directly in 

the eye and show interest in what they are doing, rather than looking up or down or 

not looking at them. 
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Stimulus Variation 

1. Body language Body language is kind of nonverbal communication. A 

teacher uses bodies to model skills in our classes whenever we provide demonstration. 

They are effectively providing many, many communications that are nonverbal. Use 

these nonverbal communications wisely. Students can pick up on these quite easily. 

Enthusiasm can be expressed in the gestures and motions during teaching. Making 

sweeping motions with the whole arm, clapping your hands when the students have 

done well, giving them signs of approval, such as the thumbs up, an or perhaps a high 

five give the „ok‟ sign is essential. Use your hands and face to express pleasure or 

displeasure. Allow your body to swing around energetically. Be just a little 

unpredictable; don‘t stand in the someplace all class period moves around, (keeping 

your back to the wall), so you can see everything that is going on. You will also be 

able to monitor your student‘s actions more closely and will keep them more on-task. 

2. Facial expression. Facial expressions can be used to express pleasure or 

displeasure. Teacher can make motion with arms, gives students signs of approval 

such as thumps- up. Pleasant facial expressions are as easy way to show excitement to 

show your excitement about what it is you are presenting in your lesson. Express your 

emotions, smile, and show your happiness your disappointment. Act as though you 

are deep in thought; display your joy excitement and amusements. Students generally 

what to please your express that pleasure your face when students are successful at the 

tasks your ask them to perform. 

3. Encouragement. Encouragement is a necessary component that is  inherent 

with in teacher behavior. All students need encouragement to be able to do their best 

encouragement is typified as teaching behaviors which express supportiveness; an ―I 

am on your team attitude‖. It is the inspiration, stimulation or a sincere complement 

given to students. Encouragement is a way of attempting to motivate students to 

continued participation in an activity. 

4. Fluency and Flexibility. A teacher is expected to commerce with a variety 

of stimulus elements comprising the realities of a classroom. Each interaction in the 

classroom is unique and asks for a unique set of conditions for the attainment of 

desirable physical, emotional, social, and intellectual goals. An  initiating 

performance will not prove effective in providing quality experiences to meet 

individual needs of children. Fluency is related to student achievement has been 

supported by the Coleman (1966) report, and flexibility has long been considered a 

characteristic of effective teachers (Hamachek, 1969). Medley (1969) in his model for 

teacher education programs advocated the characteristics of effective teachers. 

Teacher uses variety of behaviors. 

 Teacher varies classroom materials. 

 Teacher uses variety of instructional materials. 

 Teacher uses variety of instructional techniques. 

 Teacher uses various types of feedback. 

The Enthusiasm Factor. 

In his paper, William S. Garg shared an experience whose he met his farmer 

student who was an old lady. Enthusiasm is an ingredient in the teaching of reading 

which has not received adequate emphasis comparable to ―new‖ methods and 

materials being publicized. It is so important that the whole educational  process 

would be hopelessly crippled without it. Yet, in our eagerness to recruit enrollees for 

training to teach, diagnose, and give corrective help in reading, we may be 

overlooking a most necessary part of the qualifying test-the positive and business to 

identity and reward this essential factor. We need also to develop an objective 
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instrument to help screen out candidates who might otherwise become uninspired 

reading teacher. 

There are many dangers inherent in classrooms where teachers who lack 

emotional interest in readings are working. Having the technical knowledge studies 

conducted through the past two decades are replete with evidence that young people 

are stunted in reading growth, are driven away from using reading for personal 

satisfaction, and are inclined to perpetuate an attitude of distaste for reading, because 

teachers failed to convey the excitement of discovery through reading. 

It is not known in advance when one will be called upon to expend boundless 

enthusiastic energy. A prospective teacher seldom recognizes what emotional drain in 

this work can mean. When one is placed as a reading teacher or specialist, (s) he finds 

that the statistics of needs and deficiencies are translated into living human beings 

with accompanying frustration. They need immediate doses of confidence. Many need 

splints or protective casts put on their self-concepts. All need gentle, supporting 

therapy. Other faculty members may be too wrapped up in correcting papers and 

writing reports to make themselves aware of the serious results that reading problems 

can cause in the youngsters‟ live. 

Enthusiasm will spell the difference between demonstrating what can be 

accomplished if one has the will, and making a compromise with in-competence. 

Enthusiasm is the difference between naming the pages to be read, and telling the 

students where in the chapter to look for the answers to mysteries the whole class has 

been discussing. Enthusiasm is the difference between succumbing to an attitude of 

cynicism because it is popular, and trying out new ideas because they come from 

students and merit attention. 
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APPENDIX B 

Training Manual Validation Report 
 

sahar waseem <saharwaseem67@gmail.com> March 20, 
2019, 1:13 

AM 

to zulfiqar  

 
 

Respected Sir! 

Asslam o alaikum I hope you will be alright and enjoying good health. sir my name is 

Bismillah Sahar, Ph.D scholar, at University of The Punjab, Roll No. Dr/2015-F-15. I 

am working on my research project and my research topic is "Effect of In-Service 

Teachers‟ Morale Training on their Self-efficacy and Motivation to Teach at 

Secondary School Level in Lahore". For morale training i have developed Training 

Modules. For validation of training modules, I need your Expert Review. So, please 

accept my request I shall be very thankful to you. The training modules are attached 

herewith. 

 

 
Best Regards 

Bismillah Sahar 

Ph.D Scholar 

 

 

zulfiqar zulfiqar Wed, 

March 27, 

2:53 AM 

to me, zulfiqarmaster6@gmail.com  

 

 

AoA 

Dear scholar, 

The followings are considerations under my opinions about the modules of your 

study. 

 

 
 The distribution of time is well balance.

 Division of 30 minutes‘ time is good.

 The factors involved in the modules are relevant.

 Clarity of concepts by the researcher managed properly.

mailto:saharwaseem67@gmail.com
mailto:zulfiqarmaster6@gmail.com
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 The distribution of participants into groups during lesson is a good strategy for 

effectiveness of the study.

 Addition of characteristics of highly effective learning environment is a good 

thing.

 Describing different stories during lesson will create the interest of the 

participants.

 Objectives are explained properly.

 Time for every module is sufficient.

 Addition of motivation theories are worth full.

 Maslow theory is a good thing in the module o belonging.

 Seven pillars of professional identity at work is good approach in professional 

attitude.

 Addition of 7 tips for maintaining a professional attitude at work make the 

module more relevant to the study.

 In nutshell, the modules of the study are more relevant and their use is 

recommended for the study.

 

 
Regards 

Dr.Zulfiqar Ali 

Education department Punjab, Pakistan 

03334298366 

03218870988 



247 

  

 

 

 

 

 
 

Dear Teachers, 

APPENDIX C 

Teachers Motivation Scale 

 

I am Ph.D Scholar at IER, University of the Punjab. I am working on my 

research project and my topic is “Effect of In-Service Teachers‟ Morale Training 

on their Self-Efficacy and Motivation to teach at Secondary School Level in 

Lahore”. Please rate how certain you are that you can do the things discuss in the 

scale below. Please tick the right answer. Your answer will be kept confidential and 

be used for research purpose only. Kindly fill the questionnaire attentively. 

 

 

 

Thank you 

Bismillah Sahar 

(Ph.D scholar) 

Institute of Education and Research 

University of the Punjab, Lahore 
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Demographic Information of participants 

 
1. Please state your age. 

 Under 20 

 20-25 

 25-30 

 Above 30 

2. Your highest level of Education. 

 High school 

 Higher Secondary 

 Bachelor‘s Degree 

 Master‘s Degree 

3. Your marital status. 

 Married 

 Single 

 Other 

4. What is your Father/Husband qualification? 

 Primary 

 Middle 

 High 

 Higher Secondary 

 Bachelor 

 Master 

5. What is your Father/Husband occupation? 

 Government 

 Private 

 Others 

6. What is your family size? 

 Below 3 

 3-6 

 6-9 

 Above 9 

7. Your teaching experience in present school. 

 Below 1 year 

 1-5 

 6-10 

 Above 10 years 

8. Overall teaching experience. 

 Below 1 year 

 1-5 

 6-10 

 Above 10 years 

9. In which establishment you are teaching? 

 Primary 

 Middle 

 High 
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10. In which level of school you are teaching. 

 Primary 

 Middle 

 High 

11. What age group of students you are teaching? 

 Below 3 years 

 3-9 

 9-15 

 Above 15 

12. In which lesson branches you are teaching? 

 Sciences 

 Humanities 

 Social Sciences 

 Others 

13. Why choose teaching profession? 

 By choice 

 Accidently 

 Other 

14. Any family member in profession of teaching. 

 Father 

 Mother 

 Husband 

 Sibling 

 Offspring 

Teacher Motivation Scale 

 
Sr 

# 

Statements Never Rarely Some 

times 

Mostly Always 

1 I have a job in which I can easily 

meet all my psychological needs 

(food, water etc.). 

     

2 The institution where I work is 

not exposed to any danger that 

may cause health problems. 

     

3 I have job security at the 

institution where I work. 
     

4 My superior do not try to block 
my advancement. 

     

5 My peer do not try to damage my 

career. 

     

6 The institution where I work 
contributes to my recognition. 

     

7 I have lots of friends of friends at 

the institution where I work. 
     

8 My peer help each other in the 

work place. 
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9 I respect myself for having the 
profession of teaching. 

     

10 People respect me because I am 

a teacher. 
     

11 I am popular in my institution 

because of my professional 

knowledge and competence. 

     

12 I feel like home at my work 
place. 

     

13 I consider myself equipped for 
teaching. 

     

14 The institution where I work 

provides me with sufficient 

resources to do my job better. 

     

15 Teaching is an ideal job for me.      

16 I hear new ideas in the institution 

where I work. 

     

17 I have a job which helps me to 
achieve my goals in life. 

     

18 Teaching makes my life more 

meaningful. 

     

19 My job gives me freedom of 

power. 
     

20 I think I am doing my job 

properly. 
     

21 The people in my institution 
know me as a successful worker. 

     

22 The institution where I work aids 

continuous learning. 

     

23 The institution gives me the 

opportunity to know whether I do 

my job well or not. 

     

24 I can use my creativity in the 
institution where I work. 

     

25 I can use my creativity in the 

institution where I work.. 

     

26 My job contributes to the 
development of society and state. 

     

27 My institution adopts a 
democratic and participatory 

approach towards management 

and supervision. 

     

28 I have a job in which I can easily 

meet all my psychological needs 

(food, water etc.). 
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APPENDIX D 

 

Teachers Self-Efficacy Scale 
 

Dear Teachers, 

 

I am Ph.D Scholar at IER, University of the Punjab. I am working on my 

research project and my topic is “Effect of In-Service Teachers‟ Moralee Training 

on their Self-Efficacy and Motivation to teach at Secondary School Level in 

Lahore”. Please rate how certain you are that you can do the things discuss in the 

scale below. Please tick the right answer. Your answer will be kept confidential and 

be used for research purpose only. Kindly fill the questionnaire attentively. 

 

 

 

Thank you 

Bismillah Sahar 

(Ph.D scholar) 

Institute of Education and Research 

University of the Punjab, Lahore 
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Teacher Self-Efficacy Scale 

 
Sr 

# 

Statements Never Rarely Some 

times 

Mostly Always 

1 I am able to influence the 

decisions that are made in the 

school. 

     

2 I can express my view freely on 

important school matters. 

     

3 I can get the instructional 

material (chart, marker, etc.) I 

need. 

     

4 I can get through to the most 

difficult students. 

     

5 I can help students to learn when 

there is lack of support from the 

home. 

     

6 I am able keep students on task 

during difficult assignments. 

     

7 I am able to increase students‘ 

memory of what they have been 

taught in the previous lesson. 

     

8 I can motivate students who 

show low interest in school 

work.. 

     

9 I am able to get students work 

well together. 

     

10 I am able to overcome the 

influence of adverse community 

conditions on students learning. 

     

11 I am able to get children to 

follow class rules. 

     

12 I can control disruptive behavior 

in the class room. 

     

14 I can prevent problematic 

behavior on the school grounds. 

     

15 I am able to get parents to 

become involved in school 

activities. 

     

16 I can assist parents in helping 

their children to do well in 

school. 
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17 I am able to make parents feel 

comfortable coming to school. 

     

18 I am able to get community 

groups involved in working with 

the school. 

     

19 I can make the school safe place.      

20 I am able to make students 

enjoying in coming school. 

     

21 I can get students to trust on 

teachers. 

     

22 I can help other teachers with 

their teaching skills. 

     

23 I am able to reduce school 

dropout. 

     

24 I am able to reduce school 

absenteeism. 

     

25 I can get students to believe they 

can do well in school work. 

     

26 I am able to get children to do 

their homework. 
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APPENDIX E 

INTERVIEWEES CONSENT FORM  

I am Ph.D Scholar at IER, University of the Punjab, Lahore. I am working 

on my thesis entitled “Effect of In-Service Teachers‟ Morale Training on 

their Self-Efficacy and Motivation to teach at Secondary School Level 

in Lahore”.  I am therefore asking if you would agree to participate in my 

study. Your interview will be taped. No individuals will be identified 

without their consent. 

 I am fully aware of the nature and extent of my participation in this study 

as stated above. I hereby agree to participate in this research.      

 

Signature of participant.      

-----------------------------   

Thank you,     

Bismillah Sahar (Ph.D. 

scholar) 

Dr/2015-F-15 

Institute of Education and 

Research University of the 

Punjab, Lahore. 
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APPENDIX F 

List of Semi-Structured Teacher‟s Interview Questions 

Interview Questions developed under Four Themes: Self-Efficacy, Motivation, Peer 

support and Ethics. 

 Theme 1: Self-efficacy    

1. Do you express your views freely on important school matters? If Yes, How? 

2. Would you characterize yourself as ―team player‖? if so (or not) tell me 

more… 

3. Do you have confidence to give your suggestion to school management? 

4. Do you get through the most difficult students? If yes (or not) How to cope 

with them? 

5. Are you a creative human and how your institution appreciate your creative 

abilities? Any Example.        

6. Do you feel comfortable get the instructional material (charts, marker etc.) 

from school? What is the method to get that material?   

   

Theme 2: Motivation       

1. Do you like your job as it contributes to improve your professional self? 

How?  

2. Do you feel comfortable to follow the rules and regulations of the 

institution?  

3. What are the things that give you the most pride as a teacher? 

4. Are you satisfied with your job and here you easily meet all your 

physiological needs (food, water, etc.)?      

5. Have you feel physical, psychological and mentally safe at your job place? 

How? 

6. Do you have job security in the institution? Is it contributing to raise your 

teaching passion? 

7. Is environment of the institution friendly? Is it improving the ability of 

your professional work?  

8. Are you happy while working in this institution?  

9. Does your students like you?  
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10. Do you think that teaching is a best profession for yourself? How?  

  

Theme 3: Peer Support 

1. Have you ever take help from peer/management while handling the 

problematic behavior of any other peer/colleague?   

   

2. Do you feel comfortable/ enthusiastic while helping other teachers 

with their teaching skills?  

3. Do you feel secure with management/colleagues at job place? Is it 

arousing you to do more hard work?      

  

4. Do your peer/management/students respect you due to your teaching 

passion and hard work?  

5. Do your management recognize your work? If Yes, is it keep your 

morale high? 

6. How would you react if you noticed one of your coworkers is upset? 

Theme 4: Ethics 

1. Are you able to handle the disruptive behavior of your peer/colleagues? If yes 

(or not) How? 

2. What would you do when you have noticed that a teacher on your grade level is 

having a difficult time with the instructional pacing and she starts asking you for 

help? 

3. Can you think about a time when your coworker asked you to help them while 

you were busy? What will your response? 

4. Have you confronted any peer/colleague while they commit an unethical act? 

5.  Determine what needs to be done when you face moral/ethical dilemma? 
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APPENDIX G 

List of Face-to-Face Teacher‟s Interview Questions 

 

Interview Questions developed under Two Themes: Perception of 

teachers about professional development and Teachers experience 

about training 

 

Theme 1: Perception of teachers about professional development 

1- How did teacher training contribute to improve your professional skills? 

2- Do you feel enthusiastic after attending teacher training? Is this training played 

any role to enhance your teaching passion? 

3- Did you feel that this training has positive effect on your teaching practices? 

Theme 2: Teachers experience about training   

1- Tell me about your experience of attending this training. 

2- Would you like to attend teacher training in future? Have you attended any 

teacher training before? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  



258 

 

 

APPENDIX H 

 

APPENDIX 
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