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ABSTRACT

	Aims:
Persistent concerns about declining teacher motivation and instructional quality continue to challenge public secondary education in Nigeria, particularly at the school leadership level. This study examined how motivational leadership strategies employed by principals influence teacher performance and student academic outcomes in public secondary schools in Aguata Local Government Area of Anambra State, Nigeria.

Study Design:
The study adopted a descriptive survey design to explore principals’ motivational practices and their perceived effects on teachers and students.

Methodology:
Participants comprised principals and teachers drawn from public secondary schools in Aguata LGA. Data were collected using a validated structured questionnaire and analysed using mean statistics.

Results:
The findings revealed that principals employ a range of motivational strategies, including recommending teachers for promotion, supporting professional development through seminars and workshops, recognizing outstanding performance, involving teachers in decision-making, and providing instructional materials. These strategies were associated with improved teacher morale, commitment, instructional quality, and overall job performance. Motivated teachers were also reported to foster higher student engagement, improved academic performance, and more positive classroom environments. In contrast, inadequate motivation was linked to absenteeism, reduced productivity, low morale, poor teaching quality, and weakened student academic outcomes.

Conclusion:
The study underscores the central role of motivational leadership in enhancing teacher performance and student learning outcomes. Strengthening principals’ capacity to implement consistent and context-responsive motivational strategies is therefore critical for improving the effectiveness of public secondary schools.
The study concludes that motivational leadership is essential for improving teacher performance and student learning outcomes in public secondary schools. Principals who adopt diverse and consistent motivational strategies create positive school climates that strengthen teacher commitment and enhance educational quality. The study recommends that principals receive leadership training focused on teacher motivation, and that government support be improved to enable effective resource provision, professional development, and sustained teacher encouragement.
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1. INTRODUCTION 
The quality of any educational system depends largely on the competence, morale and motivation of its teachers. Teachers remain the central drivers of the teaching and learning process, and their instructional effectiveness directly shapes the academic achievement, behaviour and long-term learning outcomes of students. Numerous scholars argue that no education system can rise above the quality and commitment of its teachers (Ukeje, 1996; Ofojebe & Ezeugbor, 2010), reinforcing the idea that teacher effectiveness is a prerequisite for educational improvement. In recent decades, however, Nigeria has witnessed repeated concerns about declining educational standards, particularly in public secondary schools. National reports, examination outcomes and policy reviews have linked this decline to chronic teacher demotivation, weak school-level leadership and suboptimal working environments (Ololube, 2006).
Teacher motivation has therefore become a central topic in educational research and policy discourse in Nigeria. Motivation influences teachers’ willingness to adopt innovative methods, their level of commitment, punctuality, classroom management skills, and the extent to which they provide meaningful support to their students (Yulita et al., 2023). As Bennell and Akyeampong (2007) observe, teacher motivation is a critical yet often neglected determinant of educational quality in Sub-Saharan Africa. When teachers feel valued, experience professional growth, and receive recognition for their efforts, they are more enthusiastic and dedicated to their work. Conversely, persistent demotivation may lead to absenteeism, reduced productivity, and diminished instructional effectiveness (Ofoegbu, 2004).
Leadership at the school level plays a decisive role in shaping teacher behaviour and motivation. Principals occupy a pivotal position as administrative heads and instructional leaders, and their leadership styles influence the organisational climate, professional culture and behavioural norms within the school (Hallinger, 2011; Bush, 2020). In Nigeria, public secondary school principals are responsible for supervision, staff development, resource allocation and creating a supportive environment where teachers can perform effectively. The extent to which principals demonstrate motivational leadership (leadership that encourages, guides, recognises and supports teachers) significantly affects teacher engagement and performance. Studies conducted in Nigeria and elsewhere consistently show that principals who adopt democratic, transformational or participatory leadership styles tend to achieve higher levels of teacher satisfaction and organisational effectiveness (Nguni, Sleegers & Denessen, 2006; Adeyemi, 2010).
Motivation itself is a psychological mechanism that energises, directs and sustains behaviour. Within educational settings, teacher motivation encompasses both intrinsic factors, such as professional pride, autonomy and personal fulfilment, and extrinsic factors such as salaries, working conditions, promotion prospects, leadership support and recognition (Herzberg, 1959; Deci & Ryan, 2000). When teachers feel psychologically and professionally supported, they show stronger dedication to teaching, adopt reflective practices and display greater commitment to student learning. Conversely, demotivating conditions tend to lower morale and undermine teaching quality.
Unfortunately, many Nigerian public secondary schools are characterised by systemic challenges that weaken teacher motivation. These include delayed or irregular salaries, inadequate professional development opportunities, limited access to teaching materials, overcrowded classrooms, infrastructural decay, insufficient supervision, and limited recognition for teachers’ efforts (Ofojebe & Ezeugbor, 2010; Akiri & Ugborugbo, 2009). In such environments, a principal’s leadership behaviour, whether democratic, supportive, laissez-faire or authoritarian, often determines how teachers interpret their roles and how much effort they invest in their work. Research has shown that supportive leadership can buffer the negative effects of poor structural conditions, whereas autocratic or indifferent leadership tends to intensify teacher dissatisfaction (Ekundayo, 2010).Table 1 highlights the major systemic challenges confronting public secondary education in Nigeria, many of which shape teacher motivation and leadership practices at the school level.









Table 1: Key Systemic Challenges Affecting Public Secondary Education in Nigeria
	Major challenge
	Description of the problem
	Implications for teachers and schools

	Inadequate funding
	Chronic underfunding of public education leading to poor facilities and limited resources
	Overcrowded classrooms, insufficient teaching materials, teacher frustration

	Poor teacher motivation
	Low morale due to limited recognition, delayed promotions, and weak leadership support
	Absenteeism, reduced commitment, declining instructional quality

	Inadequate instructional materials
	Shortage of textbooks, laboratories, and teaching aids
	Ineffective lesson delivery, reduced student engagement

	Weak school leadership
	Limited leadership training and ineffective supervision by principals
	Poor school climate, weak teacher accountability

	Poor professional development
	Limited access to in-service training and capacity-building programmes
	Stagnant teaching practices and low innovation

	Infrastructural decay
	Dilapidated classrooms and lack of basic facilities
	Unsafe learning environments and low teacher morale



Although various studies have examined teacher motivation in Nigeria, many have focused broadly on organisational factors or general teacher welfare. Far fewer studies have explored the specific motivational strategies principals use and how these directly influence teacher performance, especially within the context of public secondary schools in smaller administrative units such as Aguata Local Government Area. This creates a crucial knowledge gap, considering that educational leadership practices can vary significantly across different localities due to cultural, economic and administrative differences (Abubakar et al. 2018; Andriadi & Sulistiyo, 2024).
This study therefore investigates the motivational leadership strategies adopted by principals in Aguata LGA and examines how these strategies influence teacher performance and student academic outcomes. It also identifies the problems that arise when teachers are not adequately motivated. By focusing on school-level leadership practices, the study contributes to a more nuanced understanding of teacher motivation dynamics in Nigerian public secondary schools. The findings will provide evidence-based insights for policymakers, school administrators and educational stakeholders seeking to improve school effectiveness, enhance teacher morale and ultimately raise educational standards through sustained motivational leadership.

2. methodology

2.1 Research Design
A descriptive survey research design was adopted. This design is suitable for studies that seek to collect data from a population, analyse their opinions or experiences, and describe patterns or relationships without manipulating variables. The design enabled the researcher to obtain views from teachers and principals regarding motivation and leadership practices in secondary schools.
2.2 Area of the Study
The study was conducted in Aguata Local Government Area of Anambra State, located in the south eastern region of Nigeria. The LGA comprises several towns including Ekwulobia, Uga, Achina, Igboukwu, Akpo, Amesi, Umuchu, and others. The area has 21 public secondary schools managed by the Post Primary Schools Service Commission. The inhabitants are predominantly farmers, traders, civil servants, and artisans.
2.3 Population of the Study
The population consisted of all principals and teachers in the 21 public secondary schools in Aguata LGA. This included 21 principals and 300 teachers, making a total population of 321 educational personnel.
2.4 Sample and Sampling Technique
A simple random sampling technique was used to select 11 schools. From these selected schools, all 11 principals and 149 teachers participated, resulting in a sample size of 160. The sample represents 50 percent of the total population, ensuring a reasonable level of representation.
2.5 Instrument for Data Collection
A structured questionnaire titled “Principals’ Motivational Leadership and Teacher Performance Questionnaire” (PMLTPQ) was used. The instrument consisted of two sections: Section A captured demographic variables while Section B contained 20 items organised into four clusters based on the research questions. A four point Likert scale; Strongly Agree, Agree, Disagree, Strongly Disagree, was used.
2.6 Validity of the Instrument
Three experts evaluated the instrument for content validity: one specialist in measurement and evaluation, one in educational management, and the project supervisor. Their corrections and suggestions were incorporated into the final draft of the questionnaire.
2.7 Method of Data Collection
The researcher personally administered the 160 copies of the questionnaire. The principals assisted in encouraging teacher participation. All questionnaires were completed and returned, resulting in a 100 percent response rate.
2.8 Method of Data Analysis
Data were analysed using mean scores. The decision rule was that any item with a mean of 2.5 and above would be accepted as agreed by respondents, while items below 2.5 would be rejected.

3. results and discussion

3.1 Motivational Strategies Used by Principals
The findings of this study revealed that principals in Aguata Local Government Area utilise a variety of motivational strategies designed to stimulate teacher commitment, enhance morale, and improve instructional productivity. These strategies reflect both formal administrative practices and informal leadership behaviours, demonstrating that principals view teacher motivation as a fundamental component of school effectiveness. Among the most frequently reported strategies were recommending teachers for promotion, encouraging participation in professional development programmes such as workshops and seminars, awarding prizes or commendations to exceptional teachers, providing access to instructional materials, involving teachers in decision-making processes, and cultivating a positive and supportive working environment.
Recommendation for promotion emerged as one of the strongest motivational tools used by principals. In the Nigerian educational system, opportunities for career advancement remain limited, and promotion is often associated with improved social standing, financial benefits, and professional recognition. Several studies have shown that promotion is a powerful motivator for teachers, as it signals acknowledgement of hard work and encourages continued dedication (Ofojebe & Ezeugbor, 2010; Akiri & Ugborugbo, 2009). By actively recommending deserving teachers, principals play a direct role in shaping teachers’ career trajectories and sustaining their commitment to school goals.
Professional development opportunities such as workshops and seminars constitute another significant motivational strategy. Teachers who attend training programmes are more likely to acquire fresh instructional skills, adopt innovative classroom methods, and demonstrate increased professional confidence. Scholars such as Guskey (2002)argue that when principals support continuous professional development, teachers feel valued and are motivated to implement improved pedagogical practices. In Aguata LGA, principals’ efforts to encourage and facilitate seminar attendance therefore serve as an important mechanism for improving both teacher performance and student learning outcomes.
The provision of instructional materials was also highlighted as a key motivational strategy. Teaching materials such as textbooks, laboratory equipment, and visual aids are essential for effective lesson delivery. When principals supply these resources, they reduce the burden on teachers and enhance their ability to deliver high-quality instruction. This aligns with findings from Hammond et al. (2017), who reported that adequate provision of teaching resources significantly improves teacher satisfaction and fosters greater engagement in classroom activities.
Recognition-based strategies, including the awarding of prizes, certificates, or commendations to outstanding staff, also feature prominently. Recognition satisfies teachers’ need for esteem and aligns with Herzberg’s motivator factors, which include achievement, recognition, and responsibility (Herzberg, 1959). Research consistently shows that teachers who receive regular recognition tend to demonstrate greater enthusiasm, higher job satisfaction, and improved performance (Ololube, 2006). In Aguata LGA, principals use recognition as a means of reinforcing desirable behaviour and promoting a culture of excellence within their schools.
A particularly noteworthy strategy is the involvement of teachers in decision-making. This practice reflects participatory and democratic leadership models, which emphasise collaboration, shared responsibility, and collective problem-solving. Studies by Adeyemi (2010) and Hallinger (2011) indicate that when teachers are allowed to contribute to school decisions, they develop stronger psychological ownership and greater organisational commitment. In the present study, teachers reported feeling valued when principals sought their opinions on issues such as curriculum implementation, school discipline, and classroom management. This sense of involvement strengthens professional relationships and encourages teachers to work more effectively toward shared goals.
Finally, principals’ efforts to create a conducive working environment, characterised by mutual respect, fairness, and supportive supervision, were identified as one of the most influential motivational practices. A positive school climate has been repeatedly shown to enhance teacher morale and reduce burnout (Nguni, Sleegers & Denessen, 2006). In Aguata LGA, principals who maintained open communication, provided emotional support, ensured fair workload distribution, and promoted harmonious staff relations were perceived as more effective in motivating their teachers. Table 2 summarizes the key motivational leadership strategies employed by principals in Aguata LGA and their reported influence on teacher performance.

Table 2: Principals’ Motivational Leadership Strategies and Their Influence on Teacher Performance
	Motivational strategy
	Description of practice in Aguata LGA
	Observed influence on teacher performance
	

	Recommendation for promotion
	Principals actively recommend deserving teachers for promotion based on performance and commitment
	Increased job satisfaction, commitment, punctuality, and sustained effort
	

	Professional development opportunities
	Encouragement and facilitation of teachers’ participation in workshops and seminars
	Improved instructional skills, professional confidence, and classroom effectiveness
	

	Recognition and commendation
	Awarding of prizes, certificates, or verbal commendations to outstanding teachers
	Higher morale, enthusiasm, and motivation to maintain high performance
	

	Teacher involvement in decision-making
	Inclusion of teachers in decisions related to curriculum, discipline, and school management
	Stronger organisational commitment, sense of ownership, and collaborative behaviour
	

	Provision of instructional materials
	Supply of textbooks, laboratory equipment, and teaching aids
	Improved lesson preparation, effective instructional delivery, and reduced teacher frustration
	

	Supportive working environment
	Maintenance of open communication, fairness, and supportive supervision
	Reduced stress, improved morale, and enhanced professional relationships
	



3.2 Influence of Teacher Motivation on Performance
The findings from this study indicate that teacher motivation has a strong and direct influence on teacher performance in public secondary schools in Aguata Local Government Area. Respondents consistently reported that when teachers feel motivated, whether through recognition, supportive supervision, opportunities for growth, or provision of teaching resources, their overall performance improves markedly. Motivated teachers demonstrate higher levels of diligence in lesson preparation, renewed enthusiasm for classroom instruction, and stronger commitment to their professional responsibilities.
Motivation enhances teachers’ sense of purpose and personal accomplishment, which in turn stimulates greater effort in instructional delivery. This aligns with Vroom’s Expectancy Theory, which posits that individuals are more likely to exert effort when they believe it will yield valued outcomes such as recognition or career advancement (Vroom, 1964). Teachers who perceive that their work is appreciated by principals are more willing to adopt innovative pedagogical strategies, engage actively with students, and maintain punctuality and regular attendance. Studies by Ololube (2006) and Adeyemi (2010) similarly confirm that motivated teachers are more productive, exhibit better classroom management, and contribute more effectively to school goals.
Furthermore, motivation strengthens professional commitment. Teachers who receive adequate support from their principals tend to show higher levels of organisational loyalty and are more willing to go beyond their basic job descriptions. They supervise student activities more efficiently, collaborate with colleagues, and participate in extracurricular programmes that enrich student learning. Research by Bennell and Akyeampong (2007) highlights that motivated teachers also exhibit greater resilience and are better able to cope with the challenges inherent in resource-constrained school environments.
The study also revealed that motivation positively influences teachers’ attitudes toward student learning. Motivated teachers show greater patience, provide more detailed feedback, and invest additional effort in supporting struggling learners. Conversely, teachers who feel undervalued or unsupported often demonstrate reduced concentration, less creativity in teaching, and inconsistency in instructional delivery.
3.3 Influence of Teacher Motivation on Student Academic Performance
The findings of the study show a clear and compelling relationship between teacher motivation and student academic performance. Respondents reported that when teachers are motivated, whether through recognition, professional development opportunities, supportive leadership, or access to adequate instructional materials, they tend to invest more effort in planning and delivering high-quality lessons. Motivated teachers demonstrate higher levels of enthusiasm, creativity, and commitment, all of which translate into more engaging classroom environments that support student learning.
Research consistently affirms that motivated teachers exert a positive influence on student achievement. According to Darling-Hammond (2000), teacher quality and instructional effectiveness are among the strongest predictors of student academic success. In the Nigerian context, studies by Akiri and Ugborugbo (2009) similarly highlight that motivated teachers display stronger classroom management skills, clearer instructional communication, and more sustained interaction with learners. These characteristics directly enhance students’ understanding of subject matter and their performance in assessments.
The study also revealed that motivated teachers provide students with timely feedback, adopt learner-centered instructional strategies, and demonstrate increased patience with struggling learners. These practices foster a more supportive classroom climate where students feel encouraged to participate actively and take academic risks. Bennell and Akyeampong (2007) note that students in classrooms led by motivated teachers tend to show greater interest in learning, improved discipline, and stronger academic confidence.
Furthermore, teacher motivation influences the emotional and psychological climate of the school, which in turn affects students’ academic behaviour. Teachers who feel valued and supported are more likely to create positive teacher-student relationships, which have been shown to improve attendance, concentration, and academic resilience (Roorda et al., 2011). Conversely, when teachers are demotivated, their frustration may inadvertently affect students through reduced instructional quality, less enthusiasm, and lower expectations.
3.4 Problems Arising from Lack of Teacher Motivation
The study revealed several significant problems that emerge when teachers are inadequately motivated, and these problems have far-reaching implications for school effectiveness and student learning outcomes. Respondents indicated that lack of motivation often results in diminished teacher morale, emotional withdrawal, and a general decline in professional commitment. Teachers who feel undervalued or unsupported tend to lose enthusiasm for their work, which directly affects the quality of instruction they deliver.
One of the most commonly identified consequences is the rise in absenteeism and lateness. Demotivated teachers are less likely to adhere strictly to school schedules or invest additional effort in preparing lesson notes and instructional materials. This finding aligns with Ololube (2006), who reported that poorly motivated teachers frequently exhibit irregular attendance, reduced punctuality, and low energy levels in classroom activities. When teachers are absent or unprepared, students lose valuable instructional time, which negatively impacts their academic progress.
A decline in instructional quality also features prominently. Demotivated teachers may rely heavily on outdated teaching methods, reduce classroom interactions, or fail to provide timely feedback. According to Adeyemi (2010), insufficient motivation leads to diminished creativity and less willingness to adopt student-centered teaching approaches. This reduces students’ engagement, interest, and comprehension, ultimately lowering academic performance.
The study further revealed that lack of motivation contributes to negative attitudes such as frustration, irritability, and strained teacher-student relationships. Some teachers may transfer their dissatisfaction to students through harsh responses, reduced patience, or lowered expectations. Research by Bennell and Akyeampong (2007) indicates that emotional exhaustion and burnout (common outcomes of sustained demotivation) can significantly impair teachers’ interactions with students, undermining their sense of safety and belonging.
Another problem identified is reduced organisational loyalty. Teachers who do not feel supported by their principals may disengage from school initiatives, avoid extracurricular responsibilities, or show reluctance to participate in collaborative activities. This weakens staff cohesion and limits the effectiveness of school-wide programmes. The contrasting implications of teacher motivation and demotivation for instructional quality and student outcomes are summarised in Table 3.

Table 3: Effects of Teacher Motivation and Demotivation on Instructional Quality and Student Outcomes
	Teacher motivation status
	Observable teacher behaviours
	Implications for instructional quality
	Implications for student outcomes

	Motivated teachers
	Regular attendance, punctuality, enthusiasm, creativity, willingness to innovate
	Well-planned lessons, effective classroom management, learner-centred instruction
	Improved engagement, better academic performance, positive learning climate

	Demotivated teachers
	Absenteeism, lateness, reduced effort, frustration, withdrawal
	Poor lesson preparation, reliance on outdated methods, reduced feedback
	Declining academic performance, weak discipline, low student motivation




4. Conclusion

This study set out to examine the motivational leadership strategies employed by principals in public secondary schools in Aguata Local Government Area of Anambra State and to determine how these strategies influence teacher performance and student academic outcomes. The findings paint a compelling picture: effective school leadership, particularly motivational leadership, is a critical determinant of teacher behaviour, instructional quality and, ultimately, the learning achievement of students. Across all dimensions explored in this study, one central message emerges, teachers perform optimally when they are valued, supported and motivated through deliberate and consistent leadership practices.
The results show that principals in Aguata LGA employ a range of strategies including recommending teachers for promotion, providing opportunities for workshops and seminars, recognising outstanding performance, supplying instructional materials, involving teachers in decision-making and cultivating a supportive school environment. These strategies reflect a multidimensional approach to motivation that aligns with established motivational theories, including Herzberg’s Two-Factor Theory, Expectancy Theory and participatory leadership models. The use of recognition, professional growth opportunities and collaborative decision-making demonstrates that principals understand the psychological and professional needs of teachers and attempt to foster conditions that sustain commitment and enthusiasm.
The study also established that motivated teachers demonstrate higher levels of professionalism, punctuality, creativity and classroom engagement. Motivated teachers prepare better lessons, use more effective teaching methods and show greater attentiveness to student needs. These behaviour patterns translate directly into improved student outcomes, reinforcing the long-standing conclusion that teacher motivation is inseparable from educational quality. When teachers feel emotionally and professionally supported, their classrooms become more vibrant spaces where students are encouraged to learn actively and think critically. Conversely, demotivated teachers often exhibit absenteeism, laxity, diminished instructional quality and negative attitudes that weaken student performance.
The consequences of inadequate teacher motivation observed in this study are serious and far-reaching. Demotivation threatens not only individual teacher effectiveness but also collective organisational culture. Schools with demotivated teachers experience diminished staff cohesion, strained teacher-student interactions, reduced participation in school initiatives and overall decline in academic standards. These findings align with national and international evidence showing that teacher morale is a strategic driver of educational development. Any educational system that neglects teacher motivation risks systemic deterioration.
In view of these conclusions, the study argues strongly that motivational leadership should be treated as a core competency for school principals, not an optional or peripheral skill. Leadership training programmes by the Post Primary Schools Service Commission and the Ministry of Education should prioritise motivation-oriented leadership development. Government support is also crucial, particularly in ensuring timely salary payment, improving infrastructure, providing adequate instructional materials and expanding opportunities for teacher professional development.
Recommendations for Further Studies
While this study provides valuable insights into motivational leadership and teacher performance, it also opens several avenues for future research:
· Comparative studies across multiple LGAs or states could reveal regional variations in motivational leadership practices and identify context-specific factors influencing teacher motivation.
· Longitudinal studies tracking teachers over several years would provide deeper insights into how sustained motivation or demotivation shapes professional behaviour and student outcomes over time.
· Future research could employ mixed-methods designs, integrating interviews and classroom observations to capture deeper qualitative nuances that survey data alone may not fully reveal.
· Studies should examine the role of government and policy-level variables, such as funding patterns, professional development policies and decentralised leadership structures, in moderating teacher motivation.
· Given the rise of digital teaching tools, research could explore how technology-enabled leadership practices, such as digital supervision, e-learning support and online recognition systems, affect teacher motivation in contemporary school settings.
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