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 The Case and Cause of Motivation among Higher Education Institutes 

 

 

Abstract

Lack of employee motivation is latent yet a valid cause of downfall of organizations irrespective of the shape and size of the industry 
and venture respectively. In this case, it is the teachers who prepare students for all the other professions yet their respect and nobility 
suffers as many times the mentees are forced to study due to peer or family pressure. The professors who teach well or publish more are 
besotted with more students and even peers in the form of knowledge-takers. „Publish or perish’ is a peril that is fought as a mental 
battle. This paper shall seek to explore the causes of stress to teachers and factors of their motivation and understand what can inhibit 
the de-motivating factors and also to know the rescue route to these problems. The challenges of being a teacher are more than many 
and deserve a profound investigation. This is crucial not only for enhancing lucidity on individualistic basis but an understanding of 
these professionals. This can be an interesting read for the employers and students who can be made aware of the plight and have 
suggestive model to over past this problem. Recognition, learning and development and organization support and organizational 
commitment were found to be drivers of motivation. Emotional intelligence (EI) taken as one of the variables has been found to be a 
moderating variable of faculty motivation. The study included responses from Delhi and a few other states. Further studies can be wide 
in its landscape. 
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Introduction

Northeastern University conducted a study on tweens that can age bracketed from 16-19 years old students. 
The study highlighted few interesting facts. More than sixty percent of those who were surveyed 
recommended colleges to teach entrepreneurship, forty-two percent expected themselves to be self-
employed later in life and almost all agreed to excel in interpersonal and face to face communication. 
Technology is a part of life but not a substitution of how relations survive; it aids learning but not many 
methods of learning can replace traditional mode of learning which required classroom discussions, etc. 
Consequentially, this creates a lot of scope for the trainers to teach in classroom all that could be validated 
outside the classroom in the form of training the set of students into independent entities. Many a times, to 
keep the job going, the trainers are at times, provided with the subjects that are outliers to their domain of 
expertise. The second challenge-ridden steaming factor is the extent to which the expertise required is either 
missing or that the faculty might not be updated. 

Organization commitment is one of the factors which is considered as a result of faculty motivation in this 
research. The higher education system has an ordinance that those with more years of work experience, 
(professors) should have the least hours of teaching workload as compared to their counterparts so that they 
can contribute in the administrative proles of the institute. Scarcely, they realize that the work experience 
and the job designations are different in the mosaic form. The young faculty suffers from bad throats while 
the senior faculty who rejoice in knowledge-sharing landscapes nd little venue and scope to vent out their 
updated knowledge. (For the senior lecture staff had developed by then a reading habit to the core). It came 
as an offshoot that attending more of FDPs would improve the performance of faculty. Moreover, imparting 
a learning development module in the form of necessary MDPs where the industry- academia gap is 
bridged, is imperative. To enhance acumen through various development programs it is rather more 
desirable for all the faculty members. They can be divided in teams based on their specialization zones to 
discuss and plan for a single avenue and plan to write a paper jointly instead of a single person exerting for 
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writing three research papers. The problem could be solved if three faculty members write three papers by 
working in a team format. Three faculty members of same specialization could combine to write than each 
of them competing against each other. It is said that synergy produces better results than individualistic 
endeavors. Collaboration yields more results than competition, just as team generates higher level of 
productivity than groups. 

‘Applauds sound merrier and louder than the currency credits’. This by no way means that salary is less 
important but that recognition and appreciation carries its indisputable relevance. When management, 
students and alumni admire and appreciate it does not only increase the count but enhances the motivation 
level of the trainers. Hence, recognition is another important factor to faculty motivation that has been a part 
to the research. Faculty are expected, as a norm, to read and write books, research papers, case studies, etc. 
but the grant of leaves contains a compliance of being involved with the institutional requirements and 
reciprocating via calls, emails and even being available at meetings at short notices. Thus, an organization 
sponsored vacation was proposed as a solution by a few of the respondents as a measure to enhance 
solidarity among staff members and achieving higher levels of motivation and engagement. Management 
games being played shall increase both competition and camaraderie. Today�s generation wants to feel 
liberated, condent, full vigor and want life at zero hassles: for this they are dependent on the wisdom-
givers in the form of teachers, parents and friends in the society. While society and friends form the informal 
support but both school and teachers have formal authority over the education and career governance of an 
individual. 

Teachers in school and subject matter expert in coaching or faculty are valuable career-framers who steer 
the growth paths of the students. It is hard to identify talent, attract them, sieve the best of all among the 
talent pool which does not run dry on cut-throat competition, further the struggle is aggravated to retain 
them and nally to engage them in the organizational processes of operational issues and strategic concerns. 
More emergent issues are the inquiry into what factors govern in acceleration and optimism for teachers to 
deliver professionally their knowledge, insights and research experience (Kaplan, 2014) In this context, 
emotional intelligence has a vital effect on the employee’s ability and performance. Public sector institutes 
and colleges contrast the employees in private institutions on the criteria of employee orientation, job 
security and job performers (Altbach et al., 2013).

The best quality work needs updated applications and hardware for those features to be functional. Sound 
Infrastructure with latest features is extremely important to deliver the content in the format of dynamic 
working as ‘just in time’ and that too ‘all the time’. This demands management support to service quality as 
a crucial factor to be taken care with respect to development of faculty members for the best outcomes 
because if we develop good faculty, then students grow along with the institute.

Literature Review

In recent years, organizational researchers have increasingly paid attention to the experience and expression 
of emotions in the workplace (Rafaeli and Sutton, 1999; Kruml and Geddes, 2000; Dougherty and Krone, 
2002; Kramer and Hess, 2002) especially between customer contact personnel and customer. Human service 
work requires emotional labor, which is, “the effort, planning, and control needed to express 
organizationally desired emotion during personal transactions” (Morris and Feldman, 1996) 

Emotional intelligence is found to be signicant to make performance effective. Apart from performance, it 
makes teachers competent to deal with students and manage peer relations well. It is best for stress 
management and emotional balance at workplace (Devi, Uma and Babu and Chitti, 2015). Recognition is 
considered to be one of the crucial elements for organizational success as it makes people understand how 
behavioral change results in personal and organizational success. Proper communication of recognition is a 
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way to make employees feel the ownership, pride and accountable for their work (Shonubi, Abdullah, 
Hashim and Hamid Norhidayu Binti, 2016). 

Social relation at workplace works well for employees as it reduces uneasiness and insecurity. This results in 
sharing of information with peers increasing the level of understanding (Hamilton, 2007). Several studies 
state that job satisfaction and commitment are results of employee motivation inuenced from peer relations 
(Ullrich-French and Smith, 2006). Maslach and Pines, (1978) found that employees who had less 
emotionally charged interactions with clients reported less emotional exhaustion than did those whose 
interactions were more intense. Poor caregiver performance can lead to several negative consequences, such 
as increased burnout (Miller, Stiff and Ellis, 1988), reduced organizational commitment (Leiter and 
Maslach, 1988), reduced job satisfaction (Miller et al., 1990).

People are ready to own organizational goals if the achievement of those goals contributes, directly or 
indirectly, to their personal objectives (Simon and Craft, 1970). Helepota, (2005) denes motivation as “a 
person’s active participation and commitment to achieve the prescribed results”. Expectancy theory argues 
that humans are capable of making choices and are able to think rationally. Consequently, they strive to 
attain rewards that they value (Mitchell, 1973). Intrinsic motivation is the self-desire to seek out new things 
and new challenges, to analyze one's capacity, to observe and to gain knowledge. Examples of intrinsic 
motivation include pride in making a difference or professional growth that may result from performing a 
particular activity or performing a challenging task. Intrinsic motivation is usually considered to be the 
reason why people do certain things without any external rewards (Wanous, Hudy, and Reichers, 1997). 
Eagly, Karau, Miner and Johnson (1994) undertook a meta-analysis on employee motivation on gender as 
one of the demographic variable where managerial prole was considered to be more of masculine roles 
which acted as a barrier to women in such leading positions. Alderfer (1969), mentioned that motivation is a 
key element to attain management levels.

Poor infrastructure can inuence work productivity reducing job satisfaction among employees which in 
turn affects organizations well-being (Quible, 1996). Employees perform better when provided with good 
ofce design (Khan et al., 2012). Management commitment to service quality is an important aspect for 
organization to increase job satisfaction of employees (Rod and Ashill, 2010). MCSQ is manifested by 
rewards, empowerment and training (Daskin et al., 2015). Motivation acts as a tool to raise the performance 
bar and level of satisfaction among employees (Kukreja, 2017). Sinclair (2008), discussed talent acquisition 
and retention and motivation to retain in the teaching profession along with a perspective on how keen are 
the instructors on self-improvement by enrolling for additional certicate and or educational courses. 
Dornyei and Ushioda (2011), elaborated on teacher’s motivation to teach and the tier-two level of retention 
in the profession. The ndings conrm to the intrinsic and extrinsic motivation as found by Caballero and 
Krishnamurthy (2006). Çınar et.al, (2011) analyzed for the signicance of contribution strength of intrinsic 
and extrinsic motivation.

Motivation is found to be an integral element for employees in the service industry as it develops a 
psychological contract between the employee and the organization (Kukreja, 2017). Lei, S. (2010) found 
respondents solely dependent on extrinsic components such as rewards for their motivation.

Challenges 

To keep the staff motivated it is crucial to match job to person than to force person on the job to execute task 
according to the protocol. Innovative ideas rarely originate in conundrum: thus, fertile ideas are engendered 
in solace but the same researcher who is to be solitary while formulating theorems and formulae has to have 
excellent presentation skills to advertise his work and win laurels for themselves lest someone else might 
publicize their pioneered concept and the concept developer will never be highlighted. Such are a few of the 
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many present challenges that intertwine the life of the instructors. Thirdly, to make the matters worse for a 
faculty prole designated employee, it is tough to handle the same set of students who are the bread and 
butter for the institute and of whom faculty feedback mechanism is more than active and signicant. Being a 
strict invigilator fraught furthermore perils for them as duties and the behavior in class and during exam is in 
complete contrast. The intensity of the entire phenomena gravitates with intensity when the students are 
shown answer sheets. Each student is willing to get maximum marks with minimum possible endeavors. 
The private sector institutions are seeking accreditations for themselves on a superfast mode and the 
employees thus then are super exhausted. Though hired as faculty but teaching has descended to be last on 
the list while knowledge accumulation and administrative tasks consumes most of the productive time of 
these high-end intellects. The endeavor to delve deep into gaining insights on this topic invited generous 
social support as the respondents themselves wanted to know what makes them productive especially during 
lean hours of the work.

Observations

It was discovered that faculty with a air for research into guiding students onto various projects is an odd 
example of success that conjoins both mentor and mentee as a unit to come out with unique set of 
employees generating research and results-driven professionals for the corporate. Participation in co-
curricular events into the private sector institutes was found a commendable way of grooming students and 
faculty absorbing them in just the right direction. The CSR initiatives by the institute such as blood donation 
camps, plantation drives made students be socially-driven. The „each one teach one� campaigns motivates 
students and faculty to give back to the society with a much greater fervor which is crucial to achieve self-
satisfaction for actualization needs and social needs.

Research design

Convenient sampling method was followed to arrange data for analysis using SPSS. Factor analysis was 
performed using SPSS and factors with eigen values greater than 1 were retained. T-test and ANOVA was 
performed to analyze the mean difference between various age groups and position, gender, marital status 
and designation. A thorough study was conducted to nd out literature review from various sources to 
enhance the reliability of variables. Structured questionnaire prepared in google docs was circulated to 
garner responses from faculty members of various collages in Delhi/NCR. 364 responses were considered 
useful for the research out of 390 responses received. 

An attempt to gauge on the intent to either perform quick or to quit was explored through the empirical 
work on the various dimensions of motivation namely recognition(rec), peer-relations(PR), learning and 
development(L&D), infrastructure(infra), management commitment to deliver service quality(MCSQ) and 
organizational commitment(OC) which included both the components of intrinsic and extrinsic motivation. 
The outcome variables were brand image (BI) and students performance (SP). Scale of emotional 
intelligence by (Ljungberg, Apicella, & Schultz, 1992) was deployed to understand implications on level of 
emotional burnout, exhaustion and emotional labour by the service personnel. Further, the questionnaire was 
administered to a set of 364 faculty out of which 180 were sourced from public sector universities and 
afliated college while 184 respondents were from the private institutes. Other demographic factors such as 
years of experience, marital status and designation have been considered while conducting the research. 
Colleges and universities in the capital of the country were approached. 126 were males and 238 were 
females. As more of the females opt for the teaching profession thus a rational disproportion is observed. 
Though 196 were awarded with Doctorate and rest 104 were pursuing or were near completion. Only a 
small segment of faculties (64) were not yet enrolled for a Ph.d. The study that lasted for two-and a half 
months (Nov 15, 2018-Jan 31, 2019) had quite a few faculties on vacations. The results were more than 
interesting and aroused interest of the respondents too. It is both an exploratory and descriptive type of 
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research.   
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Findings
The survey conducted upon the faculty members working in various private and public institutions revealed
insightful findings as follows: 

Figure 1: Research Model

It is found from the mean scores that male faculties are more motivated than female facul t i e  s   with mean
score of 2.63 and 2.09 respectively (Table 1). 

Table 1: Faculty Motivation and Gender: Descriptive Statistics and t-test 

Source: Author's calculations based on primary data 

MARITAL 
STATUS

N PERCENT EMPLOYEE
MOTIVATION

T-TEST

MEAN STD. DEV. T-VALUE SIG.

Female

Male

238

126

65.38

34.62

2.09

2.63

2.65

0.83

5.14 .000
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Table 2: Faculty Motivation and Age Group: Descriptive Statistics and One Way ANOVA  

 

AGE 

(YEARS)

 

N 

 

PERCENT  

FACULTY MOTIVATION ANOVA  

MEAN  STD. DEV. F VALUE SIG.  

25-35 years  89 24.45 2.89 0.64 2.69 .000
35-45 years  93 25.54 2.81 0.76  

45-55 years  92 25.27 1.93 0.90  

55 years an d 

above 90
24.72 

2.33 0.79
 

Source: Author's calculations based on primary data  

Table 3: Faculty Motivation and Designation: Descriptive Statistics and One Way ANOVA  

DESIGNATION

 

N 

 

PERCENT

FACULTY MOTIVATION ANOVA 

MEAN STD. DEV. F VALUE SIG.  

Assistant 

Professor 134 
36.81  

2.89 0.64 1.98 .000 

Associate 
Professor 118 

32.41  
2.71 0.76   

Professor 112 30.77 2.93 0.54

Source: Author's calculations based on primary data

It is observed that faculty of age group 25-35 are highly motivated with mean score of 2.89 and age group of 
45-55 years are found to be least motivated among all with mean score of 1.93 (Table 2). 

Table 4: Faculty Motivation and Marital Status: Descriptive Statistics and t-test 

Professors, being in the highest position, are highly motivated with mean score of 2.93 (Table 3). Assistant 
Professors are more motivated than associate professors with mean score of 2.89 and 2.71 respectively. 

 

 

 

 

 

 

EMPLOYEE 

MOTIVATION

 
MEAN

 
STD. 

DEV.
 

T -VALUE
 

SIG.
 

Unmarried
 16 8

 
46.15

 2.89
 

0.65
 

6.69
 

.000
 

Married 196
53.84

2.53 0.83

Source: Author's calculations based on primary data  

Unmarried faculty had been found to be move motivated than married faculty with mean score of 2.89 and 2.53 
respectively (Table 4). Due to less family pressure unmarried are more motivated than their married 
counterparts who due to their domestic responsibilities lack commitment to jobs and organizations. 
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AGE 

(YEARS)
 

 

N 

 

PERCENT

FACULTY MOTIVATION ANOVA 

MEAN STD. DEV. F VALUE SIG.

Upto 1 years 74
 

20.32 2.89
 

0.43 2.78 .000
 

2-3 years 110 30.22 2.81 0.56

3-4 years 88 24.17 2.13 0.90

4 years and above

 

92 25.27

 

1.33 0.79

 

Table 5: Faculty Motivation and tenure in the organization: Descriptive Statistics and one way ANOVA 

Source: Author's calculations based on primary data 

The result shows that faculty motivation decreases with the increase in the number of years in the organization 
(Table 5). The mean score is highest for faculty working in organization for less than 1 year and lowest for 
faculty working in the organization for 4 years and above.

CONSTRUCTS
 

MEAN
 

STD. 

DEV.

MOT  EI  REC  PR L&D INFRA MCSQ OC

Mot  2.58 0.81 1  
     

Ei 1.94 0.3 1 .011 1     

Rec 3.31 0.67 .265** -.058 1    

Pr 1.20 0.37 -.069 .120** -.108** 1    

L&d

 

1.08 0.42 -.389* .146**

 

-.156**

 

.447**

 

1

 

Infra

 

2.37 1.18 -.193* -.091*

 

.108**

 

-.020

 

-.042

 

1

Mcsq

 

3.98 0.56 .094*

 

-.340**

 

.082*

 

-.108**

 

-.128**

 

-.015

 

1

 

Oc

 

2.73 1.02 .328

 

.087

 

.432*

 

.-054

 

.134*

 

.245**

 

-.223*

 

1

 

Source:  Author's calculations based on primary data
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Table 6: Faculty Motivation and Factors affecting Motivation: Descriptive Statistics and Correlation Analysis 



The results (table 6) show that factors affecting faculty motivation are correlated among each other, some negatively 
and others show positive correlation. Few factors show high correlation with motivation such as recognition, 
learning and development, infrastructure, management commitment to service quality show high correlation with 
motivation. The mean score of recognition and Management commitment to service quality 3.31 and 3.98 
respectively, stating that these are among the most important factors of motivation among faculty. The mean score of 
emotional intelligence is found to be 1.94 showing that emotional intelligence as a factor to faculty motivation 
moderately affects the motivation level of employees compared to other factors such as peer relations, learning and 
development, infrastructure and organization culture are found to have mean score of 1.20, 1.08, 2.37 and 2.73 
respectively.

Table 7: Faculty Motivation and Outcome factors: Descriptive Statistics and Correlation Analysis 

CONSTRUCTS
 

MEAN
 

STD. DEV.
 

MOT
 

BI
 

SP

Mot  2.58  0.59  1 

Bi  2.64  0.51  .345** 1 

Sp  2.27  0.67  .-165* .158* 1

Source: Author's calculations based on primary data 

Outcome factors of faculty motivation with correlation analysis is shown (Table 7). It states the mean score of 
Brand Image to be 2.64 and Students Performance to be 2.27. Both the outcome factors are signicant with high 
correlation among each other meaning that motivation among faculty results in brand image and performance of 
students also depend upon the same. If faculty members are highly motivated, then the students would perform 
better and if faculty members are not motivated to perform, then it would impact the student’s performance 
negatively and hence, brand image of the institute would also decline. 

Conclusion

Faculty being a public gure begets a status equivalent to celebrity. It is essential for them to be motivated to act 
as a role model to the mentees through their words, behaviors and thoughts. The thrust being imparted and 
manifested through empowerment and leading from the middle, end and front is establishing a culture of care 
and smooth functioning of adoption of change. Money is undoubtedly a motivator which when combined with 
intangible benets such as development, acquisition of skills and support from organization were found to be 
effective motivational tools for the employees. To grace these external drivers of motivation when internal 
factors like commitment and dedication of employees are being voluntarily doled out into the processes and 
system of the organizations then excellence is not far behind but a natural offshoot. 

Teaching is one such profession out of which other professions emanate. Thus, it is essential for the torchbearers 
to be motivated in the appropriate quantum else ineffective teaching would result in low performance and 
productivity of not only students of that specic college but the departments, organizations and country they 
belong to. A motivated employee can be compared to a magnet who attracts 100% positivity and dissolves all 
negativities.
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