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ABSTRACT 

Employee motivation is a critical determinant of organizational success, particularly in educational institutions 

where staff productivity is directly linked to institutional performance. This study examines the factors 

influencing employee motivation among technical university staff, emphasizing both intrinsic and extrinsic 

motivators. The research focuses on key elements such as remuneration, leadership practices, opportunities for 

professional growth, and the work environment. Data were gathered through structured questionnaires 

distributed to academic and administrative staff, followed by analysis using descriptive and inferential statistical 

methods. The findings reveal that while extrinsic rewards like remuneration and career development 

opportunities play significant roles, intrinsic factors such as the organizational climate and leadership practices 

are more impactful in fostering motivation. Regression analysis identifies the work environment as the strongest 

predictor of employee motivation, followed by leadership style, professional growth, and remuneration. 

Furthermore, the study highlights barriers such as unfavorable work conditions, inadequate remuneration, 

limited career advancement opportunities, and ineffective leadership practices, which undermine motivation 

levels. These results align with established motivational theories, including Herzberg’s Two-Factor Theory and 

Maslow’s Hierarchy of Needs, affirming the importance of balancing hygiene factors and intrinsic motivators to 

enhance employee engagement. The paper concludes with practical recommendations for technical universities 

to address motivational barriers, fostering a more engaged and productive workforce and improving institutional 

outcomes. 

Keywords: Employee Motivation, Technical Universities, Leadership Style, Professional Development, Work 

Environment 

INTRODUCTION 

Motivation can be understood as the internal process that drives an individual’s effort, focus, and determination 

toward achieving a specific objective and also viewed it as the force that shapes and guides behavior in a 

particular direction (Weiner, 1972). In many cases, motivation helps to explain and forecast how individuals 

perform in their roles. Guay et al. (2010)emphasizes that motivation encompasses the underlying factors that 

influence and give purpose to human actions. 

Work motivation is widely recognized as a fundamental determinant of organizational performance, serving as 

a driving force that enhances workforce output, elevates labor productivity, and fosters overall organizational 

efficiency and employee satisfaction (Uka & Prendi, 2021). Beyond facilitating task completion, motivation 

embodies a deeper commitment among employees toward both personal and organizational goals (Qu et al., 

2024). It plays a critical role in sustaining and improving institutional effectiveness across various sectors by 

fostering innovation, promoting professional development, and enhancing employee well-being (Vo et al., 2022). 
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In this context, motivation transcends its functional purpose to become a cornerstone of organizational success, 

particularly in knowledge-intensive environments like educational institutions. 

Within tertiary education, especially technical universities, motivation emerges as an indispensable factor. These 

institutions operate in diverse and complex environments characterized by dual mandates: achieving academic 

excellence and ensuring efficient administrative operations. The pivotal role of employee motivation in such 

settings extends beyond individual job satisfaction to influence broader institutional outcomes. High levels of 

motivation are instrumental in cultivating an engaged workforce capable of addressing the unique challenges 

and opportunities associated with technical education (Hanaysha & Hussain, 2018). 

Technical universities differ from traditional academic institutions in their operational frameworks and primary 

objectives. Unlike their counterparts, which often focus on broader academic curricula, technical universities 

emphasize vocational and technical training tailored to industry needs. This specialization demands that faculty 

members possess a unique blend of technical expertise, industry engagement, and pedagogical skills. These dual 

responsibilities—balancing academic teaching with active collaboration with industries can be both 

intellectually stimulating and personally challenging for employees. Simultaneously, administrative staff face 

pressures to support these specialized functions effectively, creating a dynamic and often demanding work 

environment. 

In addition to these operational challenges, technical universities grapple with systemic issues that influence 

motivation, including payment disparities, limited opportunities for promotion, discrimination and 

inconsistencies in performance reward mechanisms (Akanpaadgi et al., 2024). These factors are further 

compounded by the inherent diversity of the workforce, comprising both academic and administrative staff with 

distinct motivational drivers. Such diversity introduces a complex interplay of expectations, experiences, and 

needs, making the development of effective motivational strategies more intricate (Pandya, 2024). 

Given this context, the need for a comprehensive understanding of the factors influencing motivation in technical 

universities becomes paramount. Employee motivation in such institutions is shaped by a combination of 

intrinsic and extrinsic factors, ranging from monetary compensation and managerial practices to professional 

growth opportunities and organizational culture (Puplampu, 2007). A nuanced understanding of these drivers is 

essential for creating targeted interventions that align with both individual aspirations and institutional goals. 

This study seeks to elucidate the key factors that significantly affect employee motivation among staff in 

technical universities. It specifically examines the roles of internal and external rewards, including remuneration, 

leadership practices, opportunities for career advancement, and the overall work environment. By leveraging 

empirical evidence and established motivational theories, the research aims to shed light on the complex 

relationships between these factors and their influence on employee attitudes and productivity. 

The findings of this study are intended to provide actionable insights for human resource professionals and 

policymakers working within technical universities. By addressing the motivational barriers and leveraging the 

identified drivers, these stakeholders can foster a more engaged and high-performing workforce. Ultimately, the 

study aims to contribute to the development of strategies that not only enhance employee motivation but also 

improve institutional outcomes in the unique context of technical education. 

LITERATURE REVIEW 

2.1 Key Factors Influencing Employee Motivation 

Employee motivation is a complex and multifaceted phenomenon that involves both intrinsic and extrinsic 

motivators, each playing a critical role in influencing performance and job satisfaction (Forson et al., 2021). 

Among the various forms of extrinsic rewards, monetary compensation and financial incentives are often deemed 

integral, particularly in developing environments (Jam-Jam & Mbukanma, 2023; Puplampu, 2007). Research 

has consistently shown that insufficient wages can lead to employee dissatisfaction, reduced performance levels, 

and elevated turnover rates, highlighting the direct correlation between compensation and employee morale 

(Mahazril et al., 2012). However, it is essential to recognize that financial rewards, while crucial, may not be a 
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sustainable strategy for maintaining long-term motivation. Over time, reliance on monetary incentives alone 

tends to diminish as employees seek more profound fulfillment from their work. 

Leadership, too, is a significant determinant of employee motivation (Naile & Selesho, 2014). Transformational 

leadership styles, characterized by open communication, genuine engagement, and the ability to articulate a 

compelling vision, foster positive changes in motivation and performance (Kamila Mariam Iftikhar et al., 2023) 

. When leaders take the time to connect with employees on a personal level and present their vision in an 

accessible manner, they create an environment conducive to motivation and productivity (Ye et al., 2022). In 

contrast, authoritarian leadership styles marked by inconsistency and lack of transparency often lead to employee 

disengagement, increased turnover, and declines in overall productivity. 

Furthermore, professional development opportunities serve as a crucial mechanism for bridging knowledge and 

skill gaps within organizations. Employees who perceive a strong potential for career advancement are more 

likely to remain committed and engaged in their roles. Training and development initiatives not only enhance 

individual competencies but also signify an organization's investment in its human capital, consequently boosting 

employee morale and job satisfaction (Dachner et al., 2021). This is particularly pertinent in technical 

universities, where addressing the dynamic nature of technical and vocational education requires a workforce 

that is well-equipped with updated knowledge and skills. 

Additionally, the work environment, encompassing organizational culture and physical working conditions, 

plays a fundamental role in influencing employee motivation. A positive organizational culture founded on 

principles of collaboration, mutual respect, and recognition can significantly enhance employee engagement and 

productivity. Conversely, detrimental working conditions exemplified by poor communication channels and 

excessive work pressures can result in increased stress levels and diminished morale among employees (Burgard 

& Lin, 2013). A conducive work environment not only supports employee well-being but also serves as a vital 

component in fostering a motivated and high-performing workforce. 

In the nutshell, sustaining employee motivation necessitates a comprehensive approach that integrates extrinsic 

rewards, transformational leadership, professional development, and a positive work environment (Suryadi et 

al., 2024). Organizations must recognize the intricate interplay of these factors and actively pursue strategies 

that promote intrinsic motivation and long-term engagement among their workforces. 

2.2 Employee Motivation in Higher Education 

The motivation that drives employees in higher education institutions presents a unique paradigm that 

distinguishes it from motivational frameworks typically observed in other types of organizations. This 

divergence is primarily attributable to the intricate and multifaceted roles that academic staff undertake, 

alongside the distinctive management structures inherent in educational establishments. Research has elucidated 

those academic personnel, including faculty and researchers, place a significant emphasis on intrinsic rewards 

(Manzoor et al., 2021). These rewards not only serve to stimulate learners' intellectual curiosity but also play a 

critical role in recognizing individual accomplishments and fostering pathways that enhance societal well-being 

(Le et al., 2024). This intrinsic orientation underscores the importance of personal and professional fulfillment 

in educational contexts, contrasting sharply with the extrinsic motivators that often dominate in corporate 

environments. 

In technical universities, the complexity of these motivational dynamics is further exacerbated by the dual 

responsibility’s faculty members are required to fulfill. Faculty are expected to balance their academic 

obligations with a broad spectrum of industrial collaborations and technical training programs (Atatsi et al., 

2021). This includes, but is not limited to, engaging in cutting-edge research initiatives, spearheading 

development projects, innovating practical solutions for real-world industry problems, and effectively preparing 

students for professional careers in a competitive job market. The expectation to simultaneously excel in these 

disparate domains’ places significant pressure on academic staff, intensifying the potential for conflict between 

institutional goals and individual faculty aspirations. 

This duality of responsibilities can lead to conflicting expectations within the institution, wherein the 

alignmentof academic and industrial objectives may be mismanaged, resulting in considerable demotivation 
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among staff. Empirical evidence suggests that when employees perceive their contributions to industry 

partnerships as undervalued or encounter a lack of institutional support for their research efforts, it can precipitate 

a decline in morale and overall job satisfaction ((Jamal Ali & Anwar, 2021) Such feelings of neglect may inhibit 

faculty engagement and commitment, ultimately undermining the institution's broader mission of scholarly 

excellence and innovation. 

Moreover, a constellation of external and internal challenges frequently compounds these motivational issues 

(Okoye & Ghapar, 2024). Limited financial incentives, complex bureaucratic structures, power struggles among 

various levels of management, and an imbalanced distribution of workloads often emerge as significant 

contributors to employee dissatisfaction within the academic ecosystem (Inegbedion et al., 2020; Okoye & 

Ghapar, 2024). Each of these factors can erode the intrinsic motivation that fuels academic staff, leading to a 

decline in the quality of education and research outputs. Therefore, it is imperative for higher education 

institutions to recognize and address these multifaceted challenges to cultivate an environment conducive to 

motivation, engagement, and ultimately, educational success. 

2.3 Theoretical Framework 

The exploration of motivation theories is indispensable for comprehending how various behaviors and 

performance levels among employees can be effectively stimulated and fostered (Bandhu et al., 2024). One of 

the preeminent frameworks in contemporary motivational psychology is Herzberg's Two-Factor Theory, which 

provides a robust analytical lens through which we can discern the distinction between hygiene factors and 

motivators. Hygiene factors encompass essential attributes such as salary, work environment, and job security. 

While these elements do not inherently drive motivation, their presence is crucial as they serve to mitigate 

employee dissatisfaction. Conversely, motivators such as recognition, opportunities for achievement, personal 

growth, and increased responsibility function as catalysts, actively enhancing employee motivation and thereby 

boosting overall performance (R. et al., 2024). This bifurcation of factors holds significant implications within 

the context of technical universities, necessitating a nuanced and balanced approach to fulfill the diverse needs 

of academic and administrative personnel by addressing both extrinsic and intrinsic motivators. 

In addition, Maslow’s Hierarchy of Needs offers another pertinent theoretical perspective, categorizing human 

needs into five ascending levels: physiological, safety, social, esteem, and self-actualization needs (Kenrick et 

al., 2010). Maslow posits that self-actualization the realization of one's fullest potential can only be achieved 

when the foundational needs, such as adequate remuneration and fair treatment, along with job security, are 

systematically addressed (Rojas et al., 2023). This framework is particularly relevant in the milieu of technical 

universities, where the workforce is composed of a diverse array of academic and administrative staff; meeting 

these varied needs is crucial for fostering staff motivation, engagement, and commitment to their roles. 

Furthermore, Self-Determination Theory (SDT), articulated by Deci and Ryan underscores the importance of 

intrinsic motivation through three critical elements: autonomy, competence, and relatedness (Deci & Ryan, 

2012). According to SDT, when employees perceive that they have a degree of personal control over their work, 

they develop a heightened sense of agency regarding their skills and abilities, fostering a sense of competence. 

Additionally, cultivating strong interpersonal relationships within the workplace is essential for enhancing 

intrinsic motivation (Deci et al., 2017). These principles are especially pertinent in educational institutions, 

where fostering an enriching collaborative environment not only facilitates teamwork but also aligns with the 

broader organizational objectives aimed at continuous learning and development. 

By integrating these diverse motivational theories, organizational leaders within technical universities can devise 

comprehensive strategies that not only target the alleviation of dissatisfaction but also actively nurture intrinsic 

motivation, ultimately leading to enhanced performance and commitment among staff members. 

METHODOLOGY 

This study employed a quantitative research methodology to systematically examine the factors that influence 

employee motivation among staff at a Technical University. A quantitative approach was chosen for its ability 

to generate reliable and replicable results based on the analysis of numerical data (Rana et al., 2021) . This 
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approach was particularly appropriate as the research sought to identify the relationship between specific 

motivational factors and employee performance. The study focused on both intrinsic and extrinsic motivation, 

with intrinsic factors exploring elements such as job satisfaction, personal growth, and role alignment, while 

extrinsic factors were concerned with external influences such as remuneration, leadership practices, 

professional development opportunities, and the work environmentfactors extensively discussed in the 

theoretical literature on employee motivation. 

3.1. Research Design and Population 

The target population of the study comprised both academic and administrative staff members from selected 

Technical Universities. The rationale for selecting these two groups was to capture potential differences in their 

motivational drivers, given the distinct nature of their roles. Academic staff are primarily engaged in teaching, 

research, and scholarly activities, while administrative staff focus on support services, management, and 

organizational functions. As such, it was hypothesized that these two groups might have differing motivational 

priorities and drivers. 

A stratified random sampling technique was used to ensure proportional representation of both academic and 

administrative staff in the sample. This technique is particularly advantageous in studies where sub-groups, or 

strata, within the population may have differing characteristics. By applying stratified sampling, the study 

ensured that both groups were adequately represented in the sample, thus reducing the risk of sampling bias and 

enhancing the generalizability of the findings. Cochran’s formula was employed to calculate the optimal sample 

size for the study, ensuring that the sample was large enough to provide reliable and statistically significant 

results, while also optimizing resource use. 

3.2. Data Collection Instrument 

A structured questionnaire was developed as the primary data collection instrument. The design of the 

questionnaire was guided by the research objectives and grounded in existing theoretical frameworks on 

employee motivation (Rana et al., 2021). The instrument was structured into multiple sections, each addressing 

a specific dimension of motivation. These included: 

1. Remuneration and Perks – This section explored employees' perceptions of their financial compensation, 

benefits, and non-monetary rewards. 

2. Leadership and Supervisory Behavior – This section focused on the role of leadership in motivating 

employees, including aspects such as managerial support, communication, and leadership style. 

3. Professional Development Opportunities – This section examined the availability of training, career 

advancement opportunities, and support for professional growth. 

4. Organizational Climate and Work Environment – This section evaluated the broader organizational 

environment, including the institutional culture, work conditions, and the level of support provided to 

staff. 

The questionnaire utilized a Likert-type scale for response options, ranging from "strongly disagree" (1) to 

"strongly agree" (5). This scale was selected for its ability to capture varying degrees of agreement or 

disagreement with statements about motivational factors. The wording of the questions was carefully crafted to 

ensure clarity, reduce ambiguity, and align with the key constructs under investigation. 

Prior to administering the full-scale survey, a pilot study was conducted with a small group of staff members 

from the Technical University. The pilot study aimed to test the clarity, validity, and reliability of the 

questionnaire items. Feedback from this pilot sample was used to refine the survey instrument, ensuring that all 

items were relevant and effectively captured the intended concepts. This pre-testing process also helped identify 

any potential issues related to survey length, item comprehension, and item redundancy. 

3.3. Ethical Considerations 

The study adhered to the highest ethical standards to ensure the rights and confidentiality of participants were 
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protected throughout the research process. Prior to data collection, participants were informed about the purpose 

of the study, the voluntary nature of their participation, and their right to withdraw from the study at any point 

without penalty. Informed consent was obtained from all participants, who were given detailed information about 

the study’s objectives, data collection methods, and how the findings would be used. 

To ensure the confidentiality of participant data, all responses were anonymized. Identifying information was 

removed from the dataset, and only aggregate data was used in the analysis. Additionally, the research adhered 

to the ethical principles outlined by the American Psychological Association (2020), ensuring that the study was 

conducted in a manner that respected the dignity, privacy, and autonomy of all participants. The study also 

sought approval from the institutional review board or ethics committee to ensure compliance with ethical 

research practices. 

3.4. Data Collection Process 

The data collection process was carried out over a period of three months, providing ample time for participants 

to complete the survey at their convenience. The questionnaire was made available in both online and paper-

based formats, which allowed for greater accessibility and accommodated staff members with different 

preferences and technological access. The online survey was distributed via institutional email, while paper 

copies were made available in common areas such as staff rooms and administrative offices. To enhance 

participation rates, multiple reminders were sent to potential participants, encouraging them to complete the 

survey by the specified deadline. 

During this period, the research team maintained regular communication with participants to ensure a high 

response rate and to address any questions or concerns regarding the survey. The data collection process was 

carefully monitored to track the completion rate and to ensure that the sample remained representative of the 

overall population of academic and administrative staff. 

3.5. Data Analysis 

The data collected from the survey responses were analyzed using statistical software, specifically SPSS. 

Initially, descriptive statistics were computed to summarize the demographic characteristics of the sample, 

including variables such as age, gender, academic or administrative role, and years of service. Measures of 

central tendency (mean, median, mode) and measures of dispersion (standard deviation) were used to 

characterize the overall motivation levels among the respondents. 

For the inferential analysis, correlation techniques were employed to explore the relationships between different 

motivational factors and employee motivation levels. Specifically, Pearson’s correlation coefficient was used to 

assess the strength and direction of the relationship between various independent variables (e.g., leadership 

behavior, remuneration, and professional development) and the dependent variable (employee motivation). This 

helped identify the key drivers of motivation among staff and provided insights into how these factors influenced 

overall motivation levels. 

Additionally, regression analysis was conducted to determine the predictive power of specific motivational 

factors on overall employee motivation. This statistical technique allowed the study to identify which factors 

had the most significant impact on employee motivation and to assess the relative importance of each factor in 

explaining variations in motivation across the sample. 

3.6. Validity and Reliability 

To ensure the robustness of the study's findings, several steps were taken to assess the validity and reliability of 

the measurement instrument. Cronbach’s alpha was calculated for each construct to assess internal consistency. 

A Cronbach’s alpha value above 0.70 was considered acceptable, indicating that the items within each construct 

reliably measured the intended dimension of motivation (Pallant, 2010). All constructs in the study exceeded 

this threshold, demonstrating strong internal consistency. 

Furthermore, factor analysis was conducted to evaluate the dimensionality of the motivational constructs and to 
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confirm that the items grouped together meaningfully. This technique helped validate the theoretical 

underpinnings of the motivational constructs and ensured that the survey items effectively measured the latent 

variables they were intended to assess. Exploratory factor analysis (EFA) was performed to uncover the 

underlying factors that contributed to employee motivation, while confirmatory factor analysis (CFA) was 

conducted to test the fit of the data to the proposed model of motivation. 

By utilizing this comprehensive and methodologically rigorous approach, the study aimed to provide valuable 

insights into the factors influencing employee motivation at a Technical University. The use of stratified random 

sampling, a carefully designed questionnaire, and robust statistical techniques ensured that the study produced 

valid, reliable, and generalizable results. The findings of this research have the potential to inform university 

administrators and policymakers about the key motivational drivers within their institutions, providing 

actionable recommendations for improving employee motivation and enhancing organizational performance. 

RESULTS 

The results of the study are presented below, providing insights into the demographic characteristics of 

respondents, key motivational factors, regression analysis, and perceived motivational barriers. 

5.1 Demographic Characteristics 

The demographic distribution of the respondents is detailed in Table 1. The data indicate a gender distribution 

of 60% male and 40% female participants. Regarding age, the majority of respondents (34.62%) were in the 31–

40 age range, followed by 26.92% in the 21–30 age group. A smaller proportion (3.85%) were aged 20 years and 

below or 61 years and above. In terms of educational qualifications, the largest group of respondents held a 

master’s degree (46.15%), followed by those with a first degree (38.46%), while 15.38% possessed a PhD or 

doctorate. The distribution of respondents based on their years of experience within the institution showed that 

most had been employed for 6–10 years (30.77%), while only 19.23% had less than 5 years of experience. These 

findings reflect a relatively experienced workforce within the institutions studied. 

Table 1: Demographic Distribution of Respondents 

Demographic Category Number of Respondents Percentage (%) 

Gender 

Male 78 60.00% 

Female 52 40.00% 

Age Category 
  

20 years and below 5 3.85% 

21-30 years 35 26.92% 

31-40 years 45 34.62% 

41-50 years 30 23.08% 

51-60 years 10 7.69% 

61 years and above 5 3.85% 

Educational Qualification 

First Degree 50 38.46% 

Master's 60 46.15% 

PhD/Doctorate 20 15.38% 
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Years of Experience in the Organization 

Less than 5 years 25 19.23% 

6-10 years 40 30.77% 

11-15 years 30 23.08% 

16-20 years 20 15.38% 

21 years and above 15 11.54% 

Table 1 highlights the demographic characteristics of respondents, with an almost equal gender distribution and 

a predominance of academic staff. Most respondents have been with the institution for over six years, indicating 

their extensive experience. 

5.2 Key Motivational Factors 

Table 2 summarizes the mean scores and standard deviations for key motivational factors as rated by the 

respondents. Among the factors, the work environment achieved the highest mean score (4.2 ± 0.6), emphasizing 

its significant role in enhancing employee motivation. Leadership style ranked second (4.0 ± 0.8), followed by 

professional growth (3.8 ± 0.7). Remuneration, while still important, recorded the lowest mean score (3.5 ± 0.9). 

These results suggest that intrinsic factors such as the work environment and leadership practices are perceived 

as more influential than extrinsic factors like remuneration. 

Table 2: Average Ratings for Key Motivational Factors 

Factor Mean Score Standard Deviation 

Remuneration 3.5 0.9 

Leadership Style 4. 0.8 

Professional Growth 3.8 0.7 

Work Environment 4.2 0.6 

Table 2 presents the mean scores for the key motivational factors. The work environment received the highest 

average score, indicating its significant role in motivating employees, followed by leadership style and 

professional growth. Remuneration scored comparatively lower but remains an important factor. 

5.3 Regression Analysis 

The results of the regression analysis (Table 3) provide a deeper understanding of the factors influencing 

employee motivation. The work environment emerged as the strongest predictor of motivation (β = 0.502, p < 

0.001), followed by leadership style (β = 0.451, p < 0.001), professional growth (β = 0.376, p < 0.001), and 

remuneration (β = 0.312, p < 0.001). All variables demonstrated statistically significant positive effects on 

employee motivation. 

Table 3: Regression Analysis of Factors Influencing Employee Motivation 

Variable Coefficient (β) Standard Error t-Value p-Value 

Remuneration 0.312 0.057 5.47 <0.001 

Leadership Style 0.451 0.065 6.94 <0.001 

Professional Growth 0.376 0.052 7.23 <0.001 

Work Environment 0.502 0.045 8.82 <0.001 
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Table 3 illustrates the results of the regression analysis, showing the impact of various factors on employee 

motivation. The work environment emerged as the strongest predictor, followed by leadership style, professional 

growth, and remuneration. All variables showed statistically significant positive effects on motivation. 

5.4 Perceived Motivational Barriers 

Table 4 highlights the respondents' perceptions of barriers to motivation. The most frequently reported barrier 

was unfavorable work conditions (70%), followed by inadequate remuneration (65%), limited career 

advancement opportunities (55%), and poor leadership practices (50%). These findings highlight critical areas 

requiring organizational attention to enhance employee motivation and engagement. 

Table 4: Employee Perception of Motivational Barriers 

Barrier Percentage (%) Reporting Barrier 

Inadequate Remuneration 65.0 

Poor Leadership Practices 50.0 

Limited Career Advancement 55.0 

Unfavorable Work Condition 70.0 

Table 4 highlights the perceived barriers to motivation among respondents. Unfavorable work conditions and 

inadequate remuneration were the most commonly reported barriers, reflecting areas requiring immediate 

organizational attention. 

Summary of Results 

The findings underscore the significance of the work environment, leadership practices, and professional growth 

as key motivators, while also highlighting remuneration as a necessary but less impactful factor. The analysis 

further identifies key barriers to motivation, offering actionable insights for addressing challenges within 

technical universities to foster a more motivated and productive workforce. 

 DISCUSSION 

This section interprets the results of the study, exploring how various factors influence employee motivation 

within the context of technical universities. The findings underscore the complex interplay between intrinsic and 

extrinsic factors in shaping employee motivation and highlight the key drivers that influence staff satisfaction, 

commitment, and performance. 

6.1 Remuneration as a Motivational Factor 

The analysis revealed that remuneration, while considered a necessary condition for employee satisfaction, was 

found to have a relatively weak positive correlation with overall motivation (β = 0.312, t = 10.333; p < 0.001). 

This finding aligns with Herzberg's (1966) Two-Factor Theory, which posits that salary is a "hygiene factor" – 

a critical element in preventing dissatisfaction but not a significant enhancer of motivation. Employees may view 

fair remuneration as a baseline expectation, and any perceived inadequacy can lead to dissatisfaction, but even 

higher salaries may not drastically elevate intrinsic motivation. 

Further, 65% of respondents highlighted the lack of reasonable wages as a significant barrier to baseline 

satisfaction, reinforcing the importance of fair and competitive compensation in employee motivation. These 

findings resonate with Mahazril et al. (2012), who found that discrepancies in pay can demoralize employees, 

particularly in institutions with constrained budgets. The study suggests that addressing this issue through 

equitable pay structures, complemented by performance-based rewards, could alleviate dissatisfaction and 

contribute to improved motivation. Technical universities, where faculty and staff may compare their 
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compensation to that of industry counterparts or peer institutions, must consider the impact of compensation on 

staff morale and retention. 

6.2 The Role of Leadership Style 

Leadership style emerged as a significant mediator of employee motivation (β = 0.451, p < 0.001), confirming 

the substantial impact that leadership behavior has on workplace dynamics and employee engagement. 

Specifically, transformational leadership, characterized by vision, inspiration, and personal engagement, was 

found to enhance employee motivation, fostering a deeper commitment to the institution (Bass, 1985). The high 

mean score (4.0) for leadership style indicated that employees valued leaders who actively engage with their 

teams and demonstrate supportive behaviors. 

However, the study also revealed that 50% of respondents identified poor leadership practices as a primary cause 

of reduced motivation. This finding is consistent with Kawara (2014), who emphasized the crucial role of 

leadership in fostering organizational trust and collaboration. In the context of technical universities, where 

employees are often required to balance academic responsibilities with industry partnerships, effective 

leadership is pivotal in maintaining high levels of motivation. Leaders who provide clear direction, encourage 

innovation, and foster a positive organizational culture are likely to enhance employee satisfaction and overall 

institutional success. 

6.3 Professional Growth Opportunities 

The regression analysis demonstrated a significant positive correlation between professional development 

opportunities and employee motivation (β = 0.376, p < 0.001). These findings are consistent with Maslow’s 

(1943) hierarchy of needs, where self-actualization, achieved through career advancement and skill 

development, is considered a key intrinsic motivator. When employees perceive opportunities for growth, they 

are more likely to feel valued and engaged, leading to enhanced motivation. 

A mean score of 3.8 for professional development underscored the importance of career-oriented opportunities 

in fostering motivation. Hanaysha and Hussain (2018) argued that investing in training and skill development 

not only enhances employees' competencies but also signals that they are an integral part of the organization’s 

success. For technical universities, the provision of clear pathways for career development, including 

professional training, mentorship programs, and opportunities for further education, could significantly enhance 

employee engagement and reduce motivational barriers. Aligning employees’ aspirations with institutional goals 

can further strengthen the connection between personal and organizational growth. 

6.4 Work Environment as a Dominant Factor 

The work environment emerged as the most significant determinant of employee motivation in this study, with 

a high mean score of 4.2 on the 5-point scale and a strong positive correlation (β = 0.502, p < 0.001). This finding 

highlights the central role that the physical and psychological work environment plays in fostering employee 

engagement, satisfaction, and overall well-being. A supportive work environment characterized by respect, 

collaboration, and recognition has been shown to enhance motivation by fulfilling employees' emotional and 

psychological needs (Robbins & Judge, 2019). 

Notably, 70% of respondents cited unfavorable work conditions as a key source of demotivation, pointing to a 

significant gap between their expectations and the institutional reality. This aligns with the findings of Salleh et 

al. (2011), who discussed how a negative work environment, marked by excessive workloads and inadequate 

resources, contributes to stress, disengagement, and burnout. For technical universities, addressing these 

environmental concerns such as by improving physical workspaces, reducing workload imbalances, and 

providing adequate resources can have a substantial impact on employee motivation. Furthermore, fostering a 

positive organizational culture that emphasizes collaboration and recognition can greatly enhance staff morale 

and productivity. 

The results of this study emphasize the complex nature of employee motivation within technical universities.  
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Remuneration, while necessary for basic satisfaction, does not significantly enhance motivation, supporting 

Herzberg's notion of it being a hygiene factor. Leadership style and professional growth opportunities, on the 

other hand, emerged as key factors in fostering motivation, with transformational leadership and career 

development opportunities contributing significantly to employee engagement. However, the work environment 

was found to be the most dominant factor influencing motivation, underscoring the importance of creating a 

supportive and collaborative workplace culture. Technical universities must consider these findings when 

designing strategies for improving employee motivation, focusing on equitable compensation, effective 

leadership, career development, and a positive work environment to maximize employee engagement and 

institutional performance. 

CONCLUSION 

This study provides a comprehensive examination of the multifaceted factors influencing employee motivation 

within technical universities. It underscores the crucial role that both extrinsic and intrinsic motivators play in 

shaping employee engagement, satisfaction, and performance. While extrinsic factors such as salary and benefits 

serve as foundational elements for meeting basic employee needs and preventing dissatisfaction, intrinsic 

motivators specifically, opportunities for professional growth and supportive leadership—are pivotal in fostering 

long-term motivation and commitment. These findings suggest that technical universities must recognize the 

interplay between both sets of factors in cultivating a motivated and productive workforce. Among the various 

factors explored, the work environment emerged as the most significant determinant of employee motivation. 

This highlights the importance of creating a positive, collaborative, and supportive organizational culture that 

promotes respect, recognition, and engagement. A conducive work environment not only enhances employee 

satisfaction but also strengthens their sense of belonging and commitment to the institution’s broader mission. 

Technical universities should prioritize initiatives that improve physical and psychological workplace conditions, 

reduce stressors such as excessive workloads, and foster strong interpersonal relationships among staff members. 

The study’s findings not only validate established motivational theories such as Herzberg’s Two-Factor Theory, 

Maslow’s Hierarchy of Needs, and the principles of transformational leadership but also offer practical insights 

for addressing motivation-related challenges specific to technical universities. By addressing the barriers to 

motivation identified in this research, such as inadequate compensation, poor leadership practices, and a lack of 

professional development opportunities, institutions can enhance employee satisfaction, reduce turnover, and 

increase productivity. Finally, the strategic implementation of policies and practices that focus on both extrinsic 

rewards and intrinsic motivators will be crucial for improving employee motivation within technical universities. 

By fostering a supportive work environment, empowering leadership, and offering meaningful professional 

development opportunities, these institutions can enhance the overall performance of their staff, aligning 

individual goals with the institution's long-term objectives. This approach will not only drive productivity and 

engagement but also contribute to the broader success and sustainability of technical universities in the evolving 

educational landscape. 
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