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Abstract: The purpose of the study was to examine teachers’ intrinsic and extrinsic motivation in
leadership for learning (LfL) in Aboabo Educational Circuit (AEC) in the Ashanti Region of Ghana.
The study employed an explanatory correlational quantitative research approach. The population
of the study consisted of ten (10) headmasters and forty-two (42) teachers in public Junior High
Schools (JHS) of Aboabo Educational Circuit. Convenience, purposive and quota sampling
techniques were used to select schools, headteachers and teachers for the study. The main
instrument used for data collection was questionnaire. Spearman’s rank order correlation was used
to analyse research hypotheses 1 and 2; Wilcoxon test was also used to analyse research hypothesis
3. The study revealed that intrinsic teachers’ motivation is negatively related to Leadership for
Learning within the AEC. The study also indicated that extrinsic teachers’ motivation has an
insignificant positive association with Leadership for Learning within the AEC. The study also
concluded that there is a significant difference between Intrinsic Teacher Motivation (ITM) and
Extrinsic Teacher Motivation (ETM) in AEC. Therefore, ITM and ETM plays minimal or no role
within AEC. It is recommended that the officers within AEC must not focus only on high pupils’
academic achievement at the detriment of taking appropriate steps to make classroom teaching
interesting and attractive. It is also recommended that School Management Committees within AEC
must in their small way do their best to boost the extrinsic motivation of teachers within the circuit.
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1. Introduction

The growth of every economy is reliant on human resource development, to which
education plays a vital role. Education is the fundamental drive of a knowledge economy
[1]. It is the greatest investment that a nation can make for quick development of its eco-
nomic, political, sociological and human resources [2]. The reason being that lack of it,
especially appropriate education, partly accounts for the conflicts, distraction and confu-
sion in many parts of the world [2]. Learners at all levels of education, primary, Junior
High School (JHS), Seniour High School (SHS), Tertiary, constituting the human resource
base of the country therefore need quality training which truly ought to be spearheaded
by teachers.

In the view of UNESCO (2006), teachers are the most important factor in determining
the quality of education that learners receive. In other words, the teacher is seen as the
ultimate key to educational change and school improvement. Subsequently, the inability
of teachers to function both as instructors and real leaders to give out their superlative
service will amount to waste of time and national resources. This idea is truly in conform-
ity with the thoughts of some other researchers [3, 4]. Studies explained that indeed the
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quality of the school and that of the teaching personnel so permeate each other that a
vicious circle is created in analysis of their inter-relationships for we cannot have good
schools unless we have good teachers [5]. Similarly, a researcher argued that one of the
major constraints that account for the seemingly low standard of education in developing
countries is inadequacy of quantity and quality qualified teachers [4]. “As the axiom goes
“The blind cannot lead the blind’, thus, good teachers would, other things being equal,
help provide good quality education” [3]. Meanwhile, Voluntary Service Organisation
(VSO) also maintained that Teachers” Motivation (TM) is fragile and on its last legs though
teachers’ performance in contributing to learning is strongly influenced by TM [6]. It is
worth mentioning that TM encompasses Intrinsic Motivation (IM) and Extrinsic Motiva-
tion (EM).

To this effect, the issue of IM and EM becomes central because of its correlation with
the quality of education [7]. Quality of education includes teachers” success in influencing
pupils to learn, thus, Leadership for Learning (LfL). Leadership for Learning involves
teachers engaging themselves in various leadership roles such as making use of resource
persons from the community and other schools and promoting initiative by allowing pu-
pils to experiment. However, government, being the largest stakeholder of education in
Ghana seems not to be doing much to solving the problem of quality education by sus-
taining and or improving LfL. which is primarily focusing on the teacher related factors
(ITM and ETM) of education. No wonder a survey by the Ghana National Association of
Teachers (GNAT) in conjunction with Teachers and Educational Workers Union (TEWU)
to determine teacher attrition rate showed that out of 190000 teachers on the field, 10,000
leave annually [3].

Previous studies investigating why Ghanaian teachers leave the profession cited in-
adequate salary, low prestige for teachers and lack of opportunities for promotion as the
major factors [8]. In addition, more recent studies have found poor or non-implementation
of conditions of service and deplorable socio-economic conditions in rural areas where
most teachers work [9]. Teachers’ pay and other material benefits were too low for indi-
vidual and household survival needs to be met in developing countries, such as Ghana
[10]. Education for All (EfA) report of 2005, revealed that teachers in developing countries
such as Ghana often receive earnings that are insufficient at providing them with a rea-
sonable standard of living. An observation made by the researcher is that the situation at
AEC seems to be a direct reflection of the account given [9, 10]. The government of Ghana
as much as other stakeholders of AEC to a larger extent has a responsibility to ensuring
that teachers are motivated to lead learning to the best of their abilities.

Motivation, is the arousal, intensity, direction, and persistence of efforts directed to-
wards job tasks over a period of time [11]. It is that which induces a person to act in a
certain way, thus, the driving force behind every activity [12, 13]. Therefore, TM refers to
all that is done by interest groups to make teachers happy, satisfied, dedicated and com-
mitted in such a way that they bring out their best at their places of work so that parents,
students and the society will greatly benefit from their services. Motivation can also be
defined as the propelling force behind the activation or energisation of goal-oriented be-
haviours. In this context, the goal of teachers within AEC is to be producing pupils with
a high sense of LfL, therefore, making the issue of IM & EM a vital subject to be investi-
gated.

1.1. Motivational Theories

Expectancy Theory and Equity Theory have bearing on this study. Broadly, these two
theories belong to two categories, content and process theories:

1.1.1. Expectancy theory
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Expectancy Theory suggests that motivation depends on two things: how much we
want something and how likely we think we are to get it. Thus, persons are able to calcu-
late expectancies and instrumentalities, and will behave accordingly. A study pointed out
that the following factors influence individual’s expectancy perception: self- esteem, self-
efficacy, previous success at the task, help from supervisors and subordinates alike, infor-
mation necessary to complete the task and good materials and equipment to work with
[14]. Expectancy theory rests on four basic assumptions. They are:

e It assumes that behaviour is determined by a combination of forces in the individual
and the environment.

e  That people make decisions about their own behaviour in organisations.

e  That different people have different types of needs, desires and goals.

e  That people make choices from among alternative plans of behaviour based on their
perceptions of the extent to which a given action will lead to desired outcome.

A researcher, referring to the works of some other indicated that Vroom based his
theory outcomes, according to Galbraith and on three important concepts or variables,
namely, expectancy, instrumentality and valence [15]. They are derived from the relation-
ship between efforts, performances and outcomes or rewards [16]. Expectancy is per-
ceived action-outcome relationship that can vary in strength from the certainty that the
act will result in the outcome. Outcomes can be classified as either direct or indirect. Direct
outcomes also known as first level outcomes are the immediate results of actions, the in-
tents of the action. Indirect outcomes (second level outcomes) are the remote or incidental
results of actions. Instrumentality refers to the perceived relationship between perfor-
mance direct outcome and outcomes or reward (indirect outcomes) [15]. A researcher ob-
served that the instrumentality construct highlights the notion that direct outcomes of ac-
tion can be viewed as a means toward the accomplishment of goals or ends. That is, direct
outcomes are the ends of particular action but may also be the means (instrumentalities)
for attaining other ends. Whether an outcome is an end in itself or a means toward other
ends is solely a matter of individual perception. Valence simply means a person’s prefer-
ence for something. Technically, it refers to the perceived positive or negative value,
worth, or attractiveness that an individual ascribes to potential outcomes, rewards or in-
centives for working in an organisation” [15].

1.2. Equity Theory (Inequity Theory)

This theory suggested that people are motivated to seek social equity in the rewards
they receive for performance. The theory is based on the thesis that a major factor in job
motivation, performance and satisfaction is the individual’s evaluation of the equity or
fairness of the rewards he or she is receiving [17]. The theory holds that in order to be
motivated, individuals must believe that the rewards they are receiving are fair. Fairness
over here is as to whether their salaries (rewards) commensurate with the work they are
doing and is fair when compared to the salaries (rewards) others are receiving for the
work they are doing [15]. Verily, the researcher accepted that the feeling of inequity could
stimulate motivation. However, the concern is the bases upon which the employees make
such comparisons. For instance, Equity Theory fundamentally considers pay as its basis
of comparison at the neglect of others such as differences in company policies and job
description, which the researcher speculated is a great limitation [15].

1.2.1. Ways of restoring equity

When employees feel or perceive that inequity exists, a state of tension develops
within them. The existence of perceived inequity creates tension that motivates most peo-
ple to react to restore equity. In the work of Jones & George, it was mentioned that when
people experience underpayment inequity, they may be motivated to lower their input by
reducing their working hours or may increase their outcome by asking for promotion or
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a rise in pay. However, per this research, the researcher postulate that people in trying to
restore equity react either physically or by thinking (thought), all in the area of either pos-
itive or negative reaction. Below is the detail [18].

1.2.2. Positive Reaction

Physical Action- when people experience underpayment inequity, they may be mo-
tivated to increase their inputs by increasing their working hours, putting forth more ef-
fort on the job, being punctual and regular, etc. so that their employers will realise and
appreciate their performances. They will react similarly in the case of overpayment ineq-
uity. Thought- when people experience underpayment inequity, they may change their
perceptual comparison by believing that their areas of work or input of their “rivals” is of
much importance or greater impart.

1.2.3. Negative Reaction

Physical Action- when people experience underpayment inequity, they may be mo-
tivated to lower their inputs by reducing their working hours, putting forth less effort on
the job, absenteeism, lateness, quitting the job, increased dissatisfaction and attempt to get
compensation raised. Thought- when people experience underpayment inequity, they
may change their perceptual comparison by thinking that their areas of work or input are
less important or their basis of comparisons are wrong. Consequently, they will end up
being content and restore equity thereof [18]. A study provided the Figure 1 to mathemat-
ically explain how inequity is restored [15].

Figure 1. Equity Theory of Motivation.

Teachers play significant role in pupil’s life even beyond academic success by way of
being influential regarding character, values and moral molding, more especially, when
the teacher is enthusiastic or motivated about the job that he does or is doing, even as a
leader or instructor. It is to this effect that the assertion that improving the quality of pri-
mary education in Ghana is crucial to the nation’s quest for improved living conditions,
increased economic development and hope for a better future was made [19]. The last
report, 2015/2016 academic year when Metropolitan, Municipal and District Assemblies
in Ghana were rated and ranked based on Basic Education Certificate Examination (B. E.
C. E.) performance, Adansi-North district emerged forth (4th); she was just next to Obuasi
Municipal [20]. A similar report is given about Aboabo Educational Circuit (AEC) despite
her rural characteristics. In the area of education, there has been an appreciable trending
success per the measure of West African Examination Council (WAEC). Precisely, archival
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records pulled depict such goodwill to cover the past 5 years, 2010-2015 academic years
[20]. Figure 2 shows this.
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Figure 2. Conical Bar Graph Indicating Aboabo Educational Circuit’'s (AEC’s)” Success Rate in
Basic Education Certificate Examination (B. E. C. E.) from 2010-2015 Academic Year.

The view of the researchers is that, at a round table where directional decisions or
policies are tailored by stakeholders, being it educational administrators/ officers, chiefs
& elders, opinion leaders, School Management Committees, they are likely to be per-
suaded, if not deceived by intuition or at best, available literature to consider and believe
that the AEC is motivationally healthy due to the high academic performance though
there is non-existence of first-hand research report; a situation which is best to be de-
scribed as managerially/ administratively problematic. Since in such a case, the sustenance
and or furtherance of AEC’s academic prospect would be in serious jeopardy, especially,
in this turbulent leadership era where leaders/administrators/officers are whisked and
poured every now and then. Second to this, a study investigated the influence of extrinsic
and intrinsic motivation on employees’ performance [21]. A research indicated that there
existed a relationship between extrinsic motivation and the performance of employees,
while no relationship existed between intrinsic motivation and employee’s performance,
a contradiction of the findings [22]. Supportively, most studies find that teachers believe
financial rewards to be appropriate and that they believe them to have a positive impact
on motivation which translates into effective performance as in L{L [23, 24].

Considering these two problems, it is unmistakably propelling that the researcher
embark on an investigation such as this, if nothing all, for “desiring to get a research de-
gree along with its consequential benefits, all coupled with the desire to face the challenge
in solving the unsolved problems, i.e., concern over practical problems initiates research;
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desire to get intellectual joy of doing some creative work; desire to be of service to society
and desire to get respectability” [25]. There is therefore the need to study the Role of In-
trinsic and Extrinsic Motivation in Teachers” Leadership for Learning within Aboabo Ed-
ucational Circuit (AEC).

The purpose of the study was to examine teachers’ intrinsic and extrinsic motivation
in leadership for learning in Ghana. The study was guided by these hypotheses: Ho1 the
more teachers within AEC are motivated intrinsically, the higher LfL. Ho2: among teachers
within the AEC, there is no positive significant correlation between extrinsic motivation
and LfL. Ho3: there is no significant difference between AEC teachers’ intrinsic and ex-
trinsic motivation in terms of LfL

2. Materials and Methods

This study, therefore, employed an explanatory correlational quantitative research
approach which was intended to examine the role of intrinsic and extrinsic teacher moti-
vation in Leadership for Learning (LfL) within AEC. The population of the study con-
sisted of ten (10) headmasters and forty-two (42) teachers in public Junior High Schools
(JHS) of Aboabo Educational Circuit.

Convenience, purposive and quota sampling techniques were used to select schools,
Headteachers and teachers for the study. The purposive sampling technique is a method
where based on a decided sample size, respondents are selected from among total poten-
tial respondents with regard to some specific criterion [26]. The condition was that, teach-
ers and headmasters to be selected might have worked within the circuit for a minimum
of one academic year. For the schools selected, they had the JHS at least, three (3) academic
years ago. This was done to ensure that schools that were eventually selected, likewise,
respondents who are teachers and headmasters have in the past contributed (whether
positively or negatively) to the overall students” Academic Achievement, thus, Basic Ed-
ucation Certificate Examination (BECE) within the AEC, which for evidential purposes of
learning, is operationalised by the researcher to be LfL. Again, all female teachers, num-
bering 5 were purposively included to give a feminine voice to the research report.

With respect to the convenience sampling, it was so done to achieve an objective of
having a statistically relatively large sample size which befits a correlational design. “In
convenience sampling, the researcher selects participants because they are willing and
available to be studied” [27]. ‘Convenience sampling, or as it is sometimes called, acci-
dental or opportunity sampling involves choosing the nearest individuals to serve as re-
spondents and continuing that process until the required sample size” of 50 respondents
was to be obtained [26]. At another end, a researcher suggested that approximately 30
participants were enough for a correlational study that relates variables [27].

Quota sampling technique was fallen on to ensure representativeness in terms of
public schools within the educational circuit in perspective. “Quota sampling has been
described as the nonprobability equivalent of stratified sampling [28]. Like a stratified
sample, a quota sample strives to represent significant characteristics (strata) of the wider
population” [26]. Owing to the fact that all communities within the circuit, except Aboabo
No. 2, have equal number of public school (1), equal quota of approximately 13% (5 re-
spondents = ((52 (population)-2 (unqualified schools based on criterion) = (50 (sampling
frame/sample) -5 (female respondents)) / 8)) served as a basis for selecting male teachers
whom the researcher was opportune to have as respondents from respective schools.
However, only one school, Aboabo No. 2 Methodist, met this criterion. The main instru-
ment used for data collection was questionnaire. The questionnaire, predominantly closed
ended (Likert-type scale) was alienated into three sections (A - C). The closed-ended items
were largely likert-type scale, thus sections ‘A’ being 7-point (ranging from ‘Entirely
Agree’- ‘Entirely Disagree’) and ‘B’ being 5-point (also, ranging from ‘Not at all’- ‘Fre-
quently, if not always’). Such a comparatively huge-ranged-options Likert-type scale was
allowed respondents in partly to ensure validity and reliability of the instrument. Out of
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64 items: Section ‘A’, measuring Intrinsic Motivation (IM) and Extrinsic Motivation (EM)
had 30 items; Section ‘B’, measuring Leadership/Leadership for Learning had 21 items
while Section ‘C” had 13 items. Apart from items ‘C4’, part of ‘C6” and ‘C12’, the researcher
made use of closed-ended items to facilitate completion rate, to restrict respondents' re-
sponses, and to facilitate coding and analysis [29]. SPSS, version 22 was used to analyse
the data. The responded questionnaires were firstly sorted/ edited from the perspective of
completeness, accuracy and uniformity; coded and entered into the SPSS computer soft-
ware for analysis [27]. The statistical tools employed for the data analyses were all non-
parametric, namely, Spearman’s rank order correlation for the first 2 hypotheses and
lastly, Wilcoxon test for hypothesis 3.

3. Results and Discussion

3.1. Relationship between Intrinsic Teachers’ Motivation and Leadership for Learning

One of the key assumptions of this study is that the intrinsic motivation of teachers
within Aboabo Educational Circuit has an influence on their ability and willingness to
lead pupils to learn. This assumption is tested with one research hypothesis formulated
at the beginning of the study. Table 1 presents the results.

3.1.1. Hypothesis 1: The more teachers within AEC are motivated intrinsically, the
higher LfL.

Table 1. Spearman’s rho Correlations Matrix of Intrinsic Motivation and Leadership for Learn-
ing

Intrinsic Teachers’ Leadership for Learn-

Motivation ing
Spearman'srtho  Intrinsic Teachers’ Moti- Correlation Coefficient 1.000 -.038
vation Sig. (1-tailed) . 432
N 25 23
Leadership for Learning Correlation Coefficient 1.000
Sig. (1-tailed)
N 25

Table 1 shows results of the statistical test for Hypothesis 1. The data show the results
of spearman’s rho correlation on the intrinsic motivation of teachers within AEC and their
leadership for learning. From the Table 1, it could be seen that the correlation between
ITM and LfL was not significant at 0.05 level of significance (r=-.038, p < .05). Meaning,
there was no indication that the more teachers within AEC are motivated intrinsically, the
higher LfL is (r= -.038, p < .05). The evidence, therefore, shows that ITM within AEC is
negatively related to LfL. Thus, the null hypothesis is not confirmed, despite the ac-
ceptance of it. This is very interesting, if not unique, as the disconfirmation of the re-
searcher’s hypothesis implies that a rise in ITM is likely to reduce LfL within AEC. The
practical interpretation is that taking the leadership for learning contribution of say, a
hundred teachers within AEC into perspective, only about 4 of them has an association
with the teachers’ ITM, even negatively. That is to say that these teachers, though they are
leading learning, are more probable to end up:

e teaching things that are not fun to do,

¢ not looking for another job though they are not enjoying teaching,

e  choosing to be a teacher not because of its interesting activities and tasks,
e not spending time with those who are the most fun to be with,
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e making decisions that do not reflect those high standards they have set for them-
selves,
e not seeing the importance that their skills impact positively on their organisation’s

(GES) success
e notbelieving in a course though they work hard to achieve it
e  working hard though they do not believe in the course
e  working hard without GES” mission speaking to their values
e not being concerned about they being responsible for GES’ success after believing in

GES’ mission and meeting it.

It must be discussed that this phenomenon manifesting at AEC uniquely contravenes
literature in all directions, thus both theoretically and empirically. When people are mo-
tivated to accomplish certain kinds of work or to engage in certain types of behavior for
the sheer fun of it, then intrinsic motivation is befalling [30]. Similarly, it is contradictory
to the assertion that “interest” is one of the elements of ITM that influence people to be-
have in a particular way or to lead pupils in a particular direction [31]. Again, this result
presented is a disconfirmation to the preposition made to motivate the needs related to
the nature of the work itself and how challenging it is and that outcomes such as interest-
ing work, autonomy, responsibility, recognition, achievement, being able to grow and de-
velop on the job help to satisfy motivator needs [30]. In addition, even though studies
suggested that motivation is a determinant of productivity, being in this study considered
LFL, the results as ascertained here is in contravention [32, 33]. This may not even inspire
pupils to emulate the behavior of teachers which is that enjoyment of their work environ-
ment could inspire pupils to emulate the teachers’ behavior and incorporate enjoyment
into their learning [30].

3.2. Relationship between Extrinsic Teachers’ Motivation and Leadership for Learning

One of the key assumptions of this study is that the extrinsic motivation of teachers
within Aboabo Educational Circuit has almost no influence on their ability and willing-
ness to lead pupils to learn. This assumption is tested with a research hypothesis formu-
lated at the beginning of the study. Table 2 presents the results.

3.2.1. Hypothesis 2: Among teachers within the AEC, there is no positive significant

correlation between extrinsic motivation and LfL.

Table 2. Spearman's rho Correlations Matrix of Extrinsic Motivation and Leadership for Learn-
ing

Extrinsic Teachers’ Leadership for Learn-

Motivation ing
Spearman'srho  Extrinsic Teachers’ Moti- Correlation Coefficient 1.000
vation Sig. (1-tailed)
N 25
Leadership for Learning Correlation Coefficient .033 1.000
Sig. (1-tailed) 440
N 24 25

Table 2 shows results of the statistical test for hypothesis 2. The data show the results
of spearman’s rho correlation on the extrinsic motivation of teachers within AEC and their
leadership for learning. From the Table 4.2, it could be seen that the correlation between
ETM and LfL was insignificant at 0.05 level of significance (r=.033, p <.05). The evidence
therefore shows that ETM within AEC is weakly related to LfL. Thus, the null hypothesis
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is rejected indicating there is a positive relationship between ETM and LfL within AEC
though weak and insignificant.

This result is somehow not surprising due to the reason that the researcher’s hypoth-
esis was rejected. It only implies that ETM is almost independent of LfL. The practical
interpretation is that out of say, every hundred teachers who lead learning within AEC,
about three of them are motivated extrinsically. That is to say that those insignificant three
(3) teachers, as they lead learning acknowledge that:

e  job requirements will dictate how much effort they give at work.

e itisimportant to them that others approve of their behavior.

o they strongly believe in “A day’s work for a day’s pay.”

e they make decisions based on what others will think of my choice(s).

e  they would work harder if they knew that their efforts would lead to higher pay.

e they would work harder on a project if its completion would earn them praise or
recognition.

e  when choosing to be a teacher, they choose the job because of the best financial pack-
age.

e when choosing the teaching profession, they choose the job because it is most visible
or prestigious.

e  at work, their favourite day is payday.

e  those who make the most friends in their lifetime have lived the fullest life.

e People should always keep their eyes and ears open for better job opportunities.

o they give their best effort when they know that the most influential people will no-
tice.

As a matter of discussion, this phenomenon revealing within AEC, conforms to a
number of literature, thus, both theoretically and empirically except that it is insignificant.
For instance, a previous study made the proclamation that those with high levels of ex-
trinsic motivation are driven to perform the work because of an incentive or contingent
reward [30]. Individuals with high levels of extrinsic motivation desire to enhance their
reputation or image. Also, studies provide a similar support with the suggestion that
Ghanaian teachers leave the profession because of inadequate salary, low prestige for
teachers and lack of opportunities for promotion as the major factors [34]. Again, the re-
sults agree with other studies which found poor or non-implementation of conditions of
service and deplorable socio-economic conditions in rural areas where most teachers work
as additional extrinsic teachers” motivation factors [9].

3.3. Intrinsic Teachers’ Motivation as against Extrinsic Teachers’ Motivation

As part of the assumptions of this study, it was hypothesised that there is no signifi-
cant difference between AEC teachers’ intrinsic and extrinsic motivation in terms of LfL.
This hypothesis was tested using Wilcoxon Sign- Rank Test at a p-value of 0.05. Tables 3
and 4 present the results.

3.3.1. Hypothesis 3: There is no significant difference between AEC teachers’ intrinsic
and extrinsic motivation in terms of LfL.
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Table 3. Wilcoxon Sign- Rank Test describing Intrinsic and Extrinsic Teachers” Motivation
N Mean Rank Sum of Ranks
Negative Ranks 3a 5.50 16.50
Extrinsic Motivation — Intrinsic Positive Ranks 20° 12.98 259.50
Motivation Ties Oc
Total 23

a. ExtrinsicMotivation < IntrinsicMotivation

b. ExtrinsicMotivation > IntrinsicMotivation

Table 4. Wilcoxon Sign- Rank Test on Intrinsic and Extrinsic Teachers” Motivation

Extrinsic Motivation — Intrinsic Motivation

-3.6962

Asymp. Sig. (2-tailed) 000

a. Based on negative ranks.

b. Wilcoxon Signed Ranks Test

From the tested statistics, Tables 3 and 4, a result of z= -3.696, N=23, p<0.05 is ob-
served. This suggests that there is a significant difference between ITM and ETM of teach-
ers within AEC with ITM being predominant. Consequently, teachers are more likely to
find enjoyment and pleasure in the work they do than they see the value in a reward
system for employees [35]. This is to suggest that teachers within AEC are likely to be
exhibiting transformational leadership style as they lead pupils to learn. This is supported
by the assertion made by a previous study that those qualities of intrinsic teachers’ moti-
vation like fun and self-worth are similar to those needed for transformational behaviours
[30]. It therefore follows that, comparatively, the teachers could inspire pupils to emulate
the teachers’ behavior and incorporate enjoyment into their learning.

4. Conclusions and Recommendations

The study revealed that intrinsic teachers’ motivation is negatively related to Lead-
ership for Learning within the AEC. The study also indicated that extrinsic teachers’ mo-
tivation has an insignificant positive association with Leadership for Learning within the
AEC. The study also concluded that there is a significant difference between ITM and
ETM in AEC. Therefore, ITM and ETM plays minimal or no role within AEC. It is recom-
mended that the officers within AEC must not focus only on high pupils’ academic
achievement at the detriment of taking appropriate steps to make classroom teaching in-
teresting and attractive. It is also recommended that School Management Committees
within AEC must in their small way do their best to boost the extrinsic motivation of
teachers within the circuit. It is recommended that moreover, education officers must
begin to formulate policies relating more especially to intrinsic teachers” motivation and
consider them in their daily interaction with teachers.
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