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Abstract
This study investigates the influence of intrinsic and extrinsic motivational factors on teachers' performance in the Thimphu district of Bhutan. Grounded in organizational behavior theory, it assesses the relationship between motivational strategies and job satisfaction among teachers under the Ministry of Education. A cross-sectional, quantitative approach was adopted using purposive sampling. Data were collected via self-administered questionnaires distributed through school principals. Statistical analysis was performed using SPSS to identify patterns, correlations, and significant factors influencing motivation. Findings suggest that while both motivational dimensions significantly affect performance, intrinsic motivation—particularly professional development, recognition, and autonomy—has a stronger impact than extrinsic incentives like financial rewards and promotions. Recommendations include enhancing professional development programs, providing meaningful recognition, and improving school working environments to foster sustained teacher engagement and retention. This research holds policy implications for educational leadership aiming to uplift teaching quality through evidence-based motivational strategies.
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Introduction
Bhutan the land of Thunder Dragon is a small, constitutional democratic country with an approximate population of 700,000, located on the laps of eastern Himalayas bordered by China and India. Being located on the rugged terrain and landlocked by the two giants, Bhutan remained in isolation from the rest of the world for very long time until a dynamic leaders of the country decided to lift the isolation policy in late 1950s. Since then, Bhutan considered that the education takes its crucial position and only ways to catch up the development. Education was then made free to all the Bhutanese who aspires to take the opportunity. Two colleges of education were opened in the country to cater the needs of educators in 1963 and 1975. Teachers have been trained in different fields of interest to meet the demand both pedagogically and subject contents. In the fast changing world, it has become mandatory in the education system to look at the curriculum designs and reviews. By then most of the educators across the country were sent to avail trainings within and outside the country. Building competency and keeping teachers motivated has become a top priority in the recent years as teachers leaving from the education ministry are in the rising trend.  Despite the attempts and measures to retain the teachers, about 4% of teachers in government schools leave the noble profession annually for various reasons. Therefore this research study has focused on the factors that impacts motivation and teachers’ performance. 

The Background of the Study
Teacher’s motivation is the biggest driver of organizational performance. Teachers are essential to the prosperity, productivity and performance of the students.  Motivation is the key to creating an environment where optimal performance is possible.
With extrinsic and intrinsic motivation for the teachers from different agents in Bhutan, teacher’s work ethics and morale will be boosted further. To motivate Teachers, the Royal Civil Service Commission of Bhutan has been coming up with different motivational strategies. Zangmo, T, as reported in Kuensel, (April 20 2015), ‘To motivate civil servants, a training on leadership development skills will be conducted for them. This initiative comes under one of the reforms being undertaken by the Royal Civil Service Commission (RCSC)’. 
Lai (2011), ‘Motivation refers to reasons that underlie behaviour that is characterized by willingness and volition. Intrinsic motivation is animated by personal enjoyment, interest, or pleasure, whereas extrinsic motivation is governed by reinforcement contingencies’.
According to Dubin (2002), ‘Motivation is the complex of forces starting and keeping a person at work in an organization. Motivation is something that puts the person to action, and continues him in the course of action already initiated’.
Two types of motivation helps an employee perform better. Joseph (2015) concluded that extrinsic motivation is related to tangible rewards such as salary and fringe benefits, security, promotion, contract of service, the work environment and conditions of service. These are what need to be done to or for people to motivate them. Intrinsic motivation is related to psychological rewards such as the opportunity to use one’s ability, a sense of challenge and achievement, receiving appreciation, positive recognition, and being treated in a caring and considerate manner.
Significance of the research
The fundamental purpose of this study is to determine the main cause of motivation (satisfaction and dissatisfaction) amongst Teachers under Ministry of Education, Bhutan.
After conduction of this study, it will enhance or broaden management’s insights that motivation has a vital role in the overall job satisfaction of Teachers. This study will provide an opportunity to explore what factors contribute in motivating Teachers. It also shed lights to policy makers to integrate revealed motivating factors in education system to attract teaching job and to retain those already in the profession. It will also examine whether Teachers’ motivation has impact on students’ performance.
Research question
What are the important motivational factors influencing teachers’ performance in Thimphu district?
What actually motivates school teachers?
Research Objectives:
· To determine the motivational factors influencing teachers’ performance in Thimphu district.
Specific objectives:
· Determine the impacts of extrinsic motivation on teacher’s performance.
· Find out the impacts of intrinsic motivation on teacher’s performance.
Chapter 2: Review of the literature
The impacts of motivation and its significance for the teachers’ performance have drawn a lot of attention among different scholars. Various scholars, theorists and researchers have done remarkable contributions in the topic, whereby they have been able to identify the impacts of motivation in Teachers’ performance. 
Filak & Sheldon 2003 concluded that the motivation in teacher is an important factor in increasing student’s performance, grooming them as knowledgeable, productive and good citizens. Long term success and performance of any educational institution depends upon motivated teachers. As stated by Skinner, (1953), the concept of employee motivation has been clearly understood but rarely practiced. Skinner continues to urge that in order to understand motivation, there lays great need in understanding human beings. In this regard, human behaviour has been strongly correlated with the level of human motivation; meaning the higher the level of motivation, the better the behaviour. With this in mind, it has been made clear that, proper Teachers’ motivation leads to good organizational behaviour, increased employee efficiency and output.
Extrinsic Motivation
Extrinsic motivation refers to motivation that comes from outside an individual. The motivating factors are external, or outside, rewards such as money or grades. An extrinsically motivated person will work on a task even when they have little interest in it because of the anticipated satisfaction they will get from some reward (Bainbridge n.d.). Extrinsic motivation is dependent upon external factors and outcomes. Literature reviews on extrinsic motivational factors are portrait as follows;
· Recognition
A large number of studies over the years have verified that recognition is indeed a powerful positive reinforce for employee behaviours leading to performance improvement of teachers. Stajkovic & Luthans, (1999), states that, based on the recognition received and, thus, the perceived prediction of desired consequences to come, people will self-regulate their future behaviours by forethought. By using forethought, employees may plan courses of action for the near future, anticipate the likely consequences of their future actions, and set performance goals for themselves. Thus, people first anticipate certain outcomes based on recognition received, and then through forethought, they initiate and guide their actions in an anticipatory fashion. Schouten, L, T, (2006), also supports this statement by stating, an employee recognition program can be a great morale-building tool for any organization, whether large or small. They can be used to recognize employees for their accomplishments. An effective recognition programs can lead to innovation, higher productivity and greater job satisfaction for the workers. Employee recognition programs could include several levels of recognition. From a simple Certificate of Appreciation to Employee of the Month awards given on the division and companywide level, recognition should be provided to those who exceed expectations and earn the awards. Recognition awards should not be too easy to obtain; if they are easy to achieve, they lose their meaning. An interesting view was expressed by Chenevert and Tremblay (2011) that ‘when employees are compensated commensurately with their contribution, their perception of equity and overall individual commitment to job performance increases’. Deeprose (1994) argued that the motivation of employees and their productivity can be enhanced through providing them effective recognition which ultimately results in improved performance of organizations. The entire success of the school’s overall performance is based on how the school or Ministry of Education keeps its teachers motivated and in what way they evaluate the performance of teachers for job compensation.
· Reward.
Much has been written about reward. Aktar et al. (2012), points out that:
Rewards is one of the important elements to motivate employees for contributing their best effort to generate innovation ideas that lead to better business functionality and further improvise company performance both financial and non-financially.
Njanja et al. (2013), states that, a good reward system that focuses on rewarding employees and their teams will serve as a driving force for employees to have higher performance hence end up accomplishing the organizational goals and objectives. An effective reward system may have three components: immediate, short-term and long term. This means immediate recognition of a good performance, short- term rewards for performance could be offered monthly or quarterly and long- term rewards are given for showing loyalty over the years (Schoeffler, 2005). If this type of reward system is instituted in an organisation, it will help employees perform better. Royal government of Bhutan has instituted the system to motivate people of the country. 
Zangmo, T, as reported in Bhutanese newspaper, (April 8 2015), ‘His Majesty awards honour and decoration to individuals, who have made significant contributions to national life since 1967 to date, a glittering array of awards have been conferred on meritorious individuals from all walks of life’. Many studies in the creativity literature have shown that the firm’s reward system plays a critical role in motivating employees to perform creatively (Eisenberger, 1992; Eisenberger, Armeli and Pretz, 1998; Eisenberger and Rhoades, 2001).
· Promotion.
A promotion is the advancement of an employee’s rank, salary, duties or designation within an organisation. Promotions are often a result of good employee performance and loyalty (usually via seniority) ‘Boundless’ (2015).
Michael (n.d) concluded that it is worth considering why firms might use promotions for incentives. Individualistic schemes, especially ones that do not depend on job assignments, allow more flexibility in providing incentives. In other words, promotions are often used to achieve two goals simultaneously that in principle might be separated: putting employees in the right jobs, and generating motivation. Similar view is shared by Gibbons (1997) that, ‘more talented workers are usually more productive higher up in organisational hierarchies. Promotions assign workers to jobs better suiting their abilities and quickly move up talented workers.’ ‘These are other purposes of promotions. They can be used to reward past employee efforts, promote investments in specific human capital and lower job turnover’ (Lazear 1998).
The simplest form of incentive pay is a promotions ladder. Good performance leads to promotion. When promotion ladders are used as deferred compensation, almost all junior workers who prove themselves are promoted (Savych 2005). Lazear and Rosan(1981) concludes that the promotions are prizes for past efforts, not future potential. Even if individual output and specific human capital investments cannot be measured with any precision, it is often possible to identify who is the best worker with relative performance evaluation, which is a common reason for running promotion tournament.
· Incentives
Lai (2009) states that workplace motivational strategies are commonly adopted by organisations to improve profitability by increasing motivation and productivity, reducing absenteeism and turnover, and to retain talented and skilled employees. Typical motivation techniques such as incentives, rewards and recognition are often used complementarily to motivate Teachers.

Intrinsic motivation
According to (Ryan and Deci, 2000), Intrinsic motivation is defined as the doing of an activity for its inherent satisfaction rather than for some separable consequence. When intrinsically motivated, a person is moved to act for the fun or challenge entailed rather than because of external products, pressures or reward. 
· Choice
There are various measures used for defining intrinsic motivation by scholars. Deci 1971 uses the measure “free choice”. He conducts several studies for measuring motivation. The idea behind one of them is that participants are offered to do an activity for reward for some time. When the planned time is over, the participants are left in the experimental room, and are told that they can do whatever they want until the experiment is over and they are not getting a reward for this second part of the experiment. So they have free choice either to continue doing the activity they were doing before the reward part of the experiment was over, or just sit and talk or do something else. Naydenova (2011, p. 19) argues that these of the participants who continue engaging in the activity, even without a reward are intrinsically motivated for that particular activity. And the more time they spend on it, the more intrinsically motivated they are.
· Competence
Competency is the capability to apply or use a set of related knowledge, skills, and abilities required to successfully perform critical work functions or tasks in a defined work setting. An organisation can raise the competency of an employee by providing opportunities to enhance their skills, knowledge and abilities. With this an employee gets motivated to work towards achievement of organisational goals. 
Fretwell (2002) points out that employee morale within an organization has a direct impact on the satisfaction level of its customers and the company's ultimate success. When relationship-based leaders promote core competency development of its workforce throughout the organization, an opportunity exists for ensuring high employee morale and customer satisfaction, an increase in employee and customer retention rates, and a positive long-term outlook for the company's successful performance. Vroom (1964) concludes that, ‘work performance is a combination of individual ability and motivation, where ability is the individual capability to complete tasks and is a stable trait.’ 

· Reinforcement
‘Positive reinforcement is a technique to elicit and to strengthen new behaviours by adding rewards and incentives instead of eliminating benefits.’ (Wei and Yazdanifard 2014). They further stated that it can be mere praise, delegation, empowerment or acknowledgement, but it has an impact on employee’s performance in a positive way. When employees obtain acknowledgement from managers or supervisors as a result of their job well done, they will feel appreciated and have a sense of belonging to the organisation. This is highly valued by staffs and it is very likely that they will strive to perform better. This statement is also supported by Seidenfeld (2013), that positive reinforcement is the practice of rewarding desirable employee behaviour in order to strengthen that behaviour. For example, when you praise an employee for doing a good job, you increase the likelihood of him/her doing that job very well again. Positive reinforcement both shapes behaviour and enhances an employee’s self-image. Recognizing and rewarding desirable employee behaviour is the essential key to motivating employees to work more productively. This method will reap many benefits. 
Hypothesis:
Extrinsic motivational factors influence teacher’s performance.
Intrinsic motivational factors influence teacher’s performance.
Theoretical/Conceptual framework
This frame work will explain the relationship between the different variables. The effect of different variable can be explained with the following diagrams.
Chart 1- Conceptual framework of the study
    Independent Variable (IV)			                 Dependent Variable (DV)Extrinsic Motivation
Recognition
Reward
Promotion
Incentives
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The diagram shows that motivational factors have impact on Teachers’ performance. Motivational factors may or may not boost the teacher’s motivation that may impact the overall performance.
Research methodology
Quantitative study method with cross-sectional study design is being used to conduct the study.
Sampling
Non probability sampling with purposive sampling method was used to select the participants. 
Exclusion criteria
Any Teacher who doesn’t want to take part in the survey and who are absent at the time of conducting survey were excluded. A teacher having hearing problems and visually challenged were also excluded from the study. 
Sampling size
Total of 100 Teachers were surveyed. Among the total, 50 Teachers with equal sex ratio from the rural areas and 50 with same sex ratio from the urban areas were selected to have equal representation. 
Data collection 
Data was collected using self-administered questionnaires which were sent to the participants through the Principals. Frequent follow up was made through various approaches to ensure above 90% response rate.
Questionnaires were sent to the schools both in rural and urban areas of the district. Equal numbers of genders took part in the process of survey to get the unanimous views. 
Data collection tools
The questionnaire contains three parts; part A, part B and part C. Part A questions enlists the common extrinsic factors of motivation such as recognition, reward, promotion and incentives. Part B lets the respondents judge the factors enlist the intrinsic factors of motivation like sense of choice, competence and reinforcement that impact the job performance. The questionnaire scale measures from 1-Strongly disagree to 5-Strongly agree in which each respondent provide their view with any of the scale ranging from 1 to 5. 
Part A and B would help the study in finding out the most common and highly pledged extrinsic and intrinsic factor of motivation. In part C of the questionnaire, it consists of demographic questions which are general such as gender, nationality and level of education attained.



Data analysis
Data entry was done with double entry by two persons to check and remove data entry errors.
All the collected data was analysed using SPSS software and described descriptively using measures of central tendency and dispersion. Correlation among factors was tested through cross tabulation. Results were presented in the form of graphs, tables with explanations.
The sole purpose of this study was to identify and delineate the impacts of motivation on teachers’ performance. Because of conduction of this study would determine what factors play vital role in motivating teachers to perform better in their job. The set of data gathered through survey were analyzed quantitatively. 

Limitation
Due to the scope and the design of the study, although patterns may emerge, the details of those patterns cannot be explored further since it is a quantitative research. As this research covered hundreds of respondents, there was limited time to have face to face meeting to explain any confusion with the questionnaires. Some difficulties in getting the Teacher’s responses to the survey questions were faced because of their workload and the responsibilities they have in the school. Some Teachers also felt unsure if it is legal with the organization to answer such questions through questionnaire or to give true answers that may affect their job. 
Another limitation of the study was the depth covered by the study. Although a genuine effort was made to get to the depths of teachers’ views on how they get motivated extrinsically and intrinsically, it was limited in its scope due to flaws in the views they might have provided. 

Discussion and result
Gender composition
Out of 101 respondents while conducting this study, 50 of them are male and 51 female. It is good to see that the gender equality is being maintained so as to generate appropriate results out of this study. 49.5% male and 50.5% of female provided their responses on what factor motivates them more to do better in their job.


Qualification
  
Figure 1: Qualification of the respondents. 
The figure above shows that 1% of the total responded attained PhD, 38% of the teachers have attained Master’s Degree and 43% teacher respondents have Bachelor’s Degree. 15 % of teachers have attained Diploma in education and only 3% has certificate. The study found that maximum numbers of teachers are with qualification of Bachelor’s Degree which constitute 42 out of 101 respondents and followed by post masters Degree comprising of 38. There are 15 teachers with Diploma in Education, 3 Certificate holders and only 1 with PhD. Overall it shows that the schools have qualified teachers where majority of them with degree qualification.
Number of years in service

Figure 2: Total number of years in teaching profession
The graph above indicates the teaching experiences of 101 respondents in various categories of years. There are 11 teachers who have less than two years of teaching experience, 29 have 5-10 years, 39 have 11-15years, 13 have 16-20 years, 5 has 21-25 years and 4 teachers have the teaching experience of 25 years or above. This study shows that major group of teachers falls under the service year of 11-15 which mean that the schools have experienced teachers. 


Age

Figure 3: Age composition of the respondents.

Figure 3 shows the proportion of respondents by age. The graph tells us that majority of the respondents fall in the age group of 31-40 years. This indicates that the respondents are more experienced in the teaching profession.  
Results
Any research is prone to questions of validity and reliability. To determine the internal consistency of the items within the scales (Extrinsic and intrinsic factors) Cronbach’s alpha were computed. Cronbach’s alpha measures the degree to which all the items within a scale contribute to the overall scale. Table 1 provides the Cronbach’s value for both the extrinsic and intrinsic factors. 
Table 1: Cronbach’s alpha 
	Sl no
	Scale
	Alpha

	1
	Extrinsic factors (14 items)
	0.71920789

	2
	Intrinsic factors (13 items)
	0.805287



For social and behavioural research, a value of 0.6 or higher is considered reliable. The values obtained for both the scales exceeded 0.6, indicating that the items measured the same entity. 
Table 2: Means and Standard deviations of extrinsic factors
	Extrinsic factors
	Mean
	SD

	Salary increment motivates the teachers 
	3.3
	1.3

	Satisfied with the incentives of organization
	3.1
	1

	Promotion influences performances 
	3.6
	1

	Recognition motivates to perform better
	3.8
	1

	Ministry offers long-term incentives
	3
	1

	Satisfied with recognition for accomplishment
	3.2
	0.9

	Financial incentives motivates more than non financial
	3.3
	1.1

	Supervisor recognizes my work
	4
	1

	Awareness of internal support for promotion
	4
	1

	Fairly rewarded considering the responsibilities
	4
	1

	Supervisor values my work
	4
	1

	My salary is comparable with salary of people in different org.
	3
	1

	Poor work environment de-motivates 
	4
	1

	Management provides adequate benefits
	3
	1



Extrinsic factors entailed both tangible and intangible entities. For example, tangible entities include financial benefits while the intangible included entities such as recognition and values. From Table 2, data appears to suggest that teachers value intangible entities more than the tangible benefits. While the means of most of the tangible benefits were 3 the means of intangible benefits were 4 as shown in table 2. Among the statements, one statement appeared to be negative statement whereby reverse scoring was done to give the accurate result. 

Table 3: Means and Standard deviation for Intrinsic factors
	Intrinsic Factors
	Mean
	SD

	Authority to make decisions for accomplishment
	3
	1

	Management shows genuine interest in motivating teachers
	4
	1

	Top management’s visibility is important
	4
	1

	Skills and training opportunities provide confidence to perform
	4
	1

	Seeing positive impact of one’s work motivates to do better
	4
	1

	Gaining proficiency and mastering position motivates me
	4
	1

	Management  takes care at professional and personal levels
	4
	1

	School authority places emphasis on creativity and innovation
	4
	1

	There are opportunities for personal development
	3
	1

	Satisfied with roles and responsibilities at my work
	4
	1

	Organisation provides extensive training for individual
	3
	1

	Acknowledgement and praise affect level of motivation
	4
	1

	Management maintain open communication
	4
	1



Comparing the means of extrinsic and intrinsic factors, it appears that teacher’s value intrinsic factors more than the extrinsic factors. Ten intrinsic factor items out of thirteen appears to have positive effects on teachers’ performance in comparison to five within the extrinsic factors. This seems to suggest that performance is as a result of self motivation rather than gains. 

Table 4: Comparison of extrinsic and intrinsic factors with levels of motivation
	Selected predictor variables
	Extrinsic factors
	Intrinsic factors

	
	Mean
	SD
	Mean
	SD

	Educational background
	Master
	3.3
	0.4
	3.7
	0.3

	
	Bachelor
	3.4
	0.9
	3.7
	0.3

	
	Diploma
	3.1
	0.3
	3.4
	0.3

	
	Certificate
	3.8
	0.2
	3.8
	0.2

	Gender
	Male
	3.3
	0.3
	3.7
	0.3

	
	Female
	3.5
	0.3
	3.8
	0.3

	Marital status
	Single
	3.4
	0.3
	3.5
	0.2

	
	Married 
	3.5
	0.4
	3.7
	0.3

	
	Divorced 
	3.9
	0.2
	4.1
	0.3

	Work experience in an organisation
	0 to 5 Years
	3.6
	0.2
	3.9
	0.3

	
	6  to 10 Years
	3.3
	0.4
	3.7
	0.3

	
	11 to 15 Years
	3.4
	0.2
	3.7
	0.2

	
	Above 15 Years
	3.4
	0.3
	3.8
	0.4



In order to measure the levels of motivation for Teacher’s performance both by extrinsic and intrinsic factors, categorization was done. Teachers holding Masters Degree, Bachelor and Diploma qualification clearly indicated that the intrinsic factors impact the motivation on one’s job performance as shown in Table 4. Teachers with certificate to teach seem to have the same level of motivation by both extrinsic and intrinsic factors. 
It appears to have positive effects to both the genders by the intrinsic factors than extrinsic factors as indicated by table 4. Going by gender, marital status and work experience in an organisation, intrinsic factors affects more than the extrinsic factors which motivates their job performance. 

Table 5: Inter item Pearson Correlation Coefficient for extrinsic factors.
	 
	Q1
	Q2
	Q3
	Q4
	Q5
	Q6
	Q7
	Q8
	Q9
	Q10
	Q11
	Q12
	Q13
	Q14

	Q1
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Q2
	0.43
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Q3
	0.40
	0.38
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Q4
	0.44
	0.52
	0.64
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Q5
	0.35
	0.42
	0.26
	0.34
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Q6
	0.41
	0.60
	0.27
	0.39
	0.46
	1
	 
	 
	 
	 
	 
	 
	 
	 

	Q7
	0.28
	0.35
	0.31
	0.35
	0.17
	0.17
	1
	 
	 
	 
	 
	 
	 
	 

	Q8
	0.28
	0.40
	0.23
	0.32
	0.38
	0.49
	0.23
	1
	 
	 
	 
	 
	 
	 

	Q9
	0.24
	0.34
	0.44
	0.38
	0.24
	0.44
	0.47
	0.35
	1
	 
	 
	 
	 
	 

	Q10
	0.21
	0.47
	0.37
	0.35
	0.27
	0.41
	0.52
	0.43
	0.66
	1
	 
	 
	 
	 

	Q11
	0.26
	0.32
	0.13
	0.31
	0.14
	0.36
	0.11
	0.59
	0.26
	0.32
	1
	 
	 
	 

	Q12
	0.06
	0.21
	0.06
	0.13
	0.16
	0.08
	0.00
	0.10
	-0.12
	0.02
	0.04
	1
	 
	 

	Q13
	-0.10
	0.06
	-0.06
	-0.01
	0.04
	0.08
	0.05
	0.15
	0.24
	0.07
	0.10
	-0.06
	1
	 

	Q14
	0.47
	0.39
	0.23
	0.30
	0.36
	0.35
	0.03
	0.27
	0.24
	0.17
	0.26
	0.10
	0.12
	1



Note: * Correlation gives the value in between +1 to -1 where +1 is total positive correlation and -1 is total negative correlation. 
Table 5 provides the Pearson’s correlation coefficient between the extrinsic factors of motivation. From the data shown by the table above, it seems that all the factors positively correlates with extrinsic factors except one factor which correlates negatively. 

Table 6: Inter-item Pearson Correlation Coefficient for Intrinsic factors.
	 
	Q1
	Q2
	Q3
	Q4
	Q5
	Q6
	Q7
	Q8
	Q9
	Q10
	Q11
	Q12
	Q13

	Q1
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Q2
	0.51
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Q3
	0.29
	0.39
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Q4
	0.24
	0.15
	0.43
	1
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Q5
	0.20
	0.07
	0.49
	0.65
	1
	 
	 
	 
	 
	 
	 
	 
	 

	Q6
	0.26
	0.17
	0.57
	0.62
	0.77
	1
	 
	 
	 
	 
	 
	 
	 

	Q7
	0.36
	0.59
	0.33
	0.22
	0.24
	0.24
	1
	 
	 
	 
	 
	 
	 

	Q8
	0.32
	0.53
	0.35
	0.30
	0.28
	0.29
	0.47
	1
	 
	 
	 
	 
	 

	Q9
	0.34
	0.50
	0.07
	0.12
	0.04
	0.16
	0.33
	0.28
	1
	 
	 
	 
	 

	Q10
	0.29
	0.40
	0.23
	0.21
	0.30
	0.34
	0.36
	0.24
	0.35
	1
	 
	 
	 

	Q11
	0.39
	0.48
	0.26
	0.21
	0.15
	0.21
	0.23
	0.19
	0.47
	0.37
	1
	 
	 

	Q12
	0.20
	0.20
	0.57
	0.37
	0.54
	0.57
	0.20
	0.20
	0.10
	0.24
	0.19
	1
	 

	Q13
	0.32
	0.54
	0.22
	0.23
	0.20
	0.15
	0.69
	0.57
	0.37
	0.31
	0.29
	0.09
	1



Table 6 shows that all the intrinsic factors of motivation seem to correlate positively with each other. The data shows that factor 6 strongly correlates with factor 5 and intrinsic factor 9 correlates weakly with factor 8. 

Ranking order of motivating extrinsic and intrinsic factors with importance
1. Achieving recognition 

Figure 4: Recognition and teacher’s mmotivation.
Achieving recognition plays a vital factor in motivating teachers’ performance. This study revealed that receiving or providing recognition is key motivating factor for the teachers. Royal Civil Service Commission has introduced a system of providing recognition to the teachers in the recent years and even teacher recognition award is being granted by His Majesty the King during National Day celebration. The system of recognition has immensely inspired rest of them and helps in keeping them motivated in their profession. The graph above clearly indicates that 72 respondents out of 101agrees that the achieving recognition motivates. 
2. Professional development
Opportunity for promotion, long term incentives or benefits, support from the supervisors for skill development and providing timely trainings for professional development would motivate the teachers to a large extend. The study reveals that lack of these opportunities hampers the level of motivation in performing their task. 

3. Financial incentives and non financial incentives.
The findings clearly show that teachers do not consider financial incentives as the top priority in motivating them but non financial incentives matters a lot. Only 42 respondents out of 101 agree that the financial incentives motivate them than non-financial incentives. 
4. Work Environment
This study has statistically proven that the good working environment motivates the teachers to perform in their job. 



5. Positive impacts
	Response
	No. of respondents
	Percent

	Strongly Disagree
	2
	2.0

	Disagree
	2
	2.0

	Neutral
	10
	9.9

	Agree
	46
	45.5

	Strongly Agree
	41
	40.6

	Total
	101
	100.0


Table 7: Achieving positive impacts from job









The research finding tells us that seeing positive impact out of the work done by teachers in and outside the school motivates them. 87 respondents agree that their motivation level is being uplifted if they could see the positive impacts from the task they have carried out in and outside the school. 
6. Training and skills

Figure 5: Skills and training for motivation.
Providing opportunities for training and skills development for teachers puts more confidence and motivates them to perform better in their profession. The study reveals that 79 respondents agrees to this and the only way to provide quality education is by building capacity of the teachers with relevant skills and trainings.




7. Visibility by top management 

Figure 6: Importance of top management’s visibility for motivation

While comparing extrinsic motivational factors with intrinsic factors of motivation, the study has shown that intrinsic factors motivates more than the extrinsic factors. One important intrinsic factor that motivates teachers’ performance is the visibility by top management for the task teacher’s have accomplished. Teachers get motivated if their hard work is being observed by the top management and acknowledge it. The figure above tells us that 65% of respondents agree with the statement.

Recommendations
The research study revealed that the teachers’ motivation plays an important role to ensure the quality of education. Various strategies can be used to keep the teachers motivated both extrinsically and intrinsically all times to come. Following strategies are recommended to ensure the motivation of teachers across the country. 
· The research study found out that the recognition which is extrinsic factor of motivation places great emphasis for overall teacher’s performance. Since achieving recognition and reinforcement for the job teachers perform takes greater height in motivation, Ministry of Education, Royal Civil Service Commission and relevant stakeholders should work on to provide recognition for those teachers who does their job very well. Dorji, K (n.d) states that one way to motivate the teachers to have an effective impact on students is that, the work of teachers; their hardships should be recognized and appreciated rather than just ignoring. If they are recognized for the good work that they have done than they will be motivated to work even harder.

· Rewarding, promoting and incentivising help someone to perform better in his/her job. The study tells us that teachers get motivated and their professional development takes place when they are rewarded and promoted based on the job they perform. 

· Financial incentives as an extrinsic motivational factor impact the teacher’s performance. The research study indicated that financial incentives motivate teachers’ performances but a non-financial incentive occupies the greater impacts for the motivation of teachers. Thus, the concerned authority should find out ways to provide non-financial incentives more than the financial incentives in order to let teachers in the field perform better. 

· Granting authority to make free choice to the teachers that is necessary to accomplish assigned task plays vital role in motivating teachers to perform better in their job. The study tells us that providing authority to make decisions and granting freedom of choice in carrying out the assigned task let teachers feel the sense of ownership. Therefore the school authority should work out on the ways to let teachers have freedom of choice to conduct any assigned task. This will have positive impacts on the outcomes and overall, the motivation level of teachers would be uplifted. 

· Training and skill development is one of the most important activities that can be used as building competency and a motivational program for teachers’ development that directly lead to the performance enhancement. Research has shown 79% of respondents believe that building competency of teachers through various training program would immensely motivate them in carrying out the task. Ministry of Education in collaboration with different departments should plan professional development trainings and drill the teachers to become competent and skilful. 

· The study indicated that the working environment needs to be improved in the schools to provide quality education to the children. Work environment includes the infrastructural development, peer relationship and Manager’s genuine concerns or visibility for reinforcement. 70 respondents out of 101 stated that the good working environment and reinforcement from the concerned authority motivates them to do their jobs well. Government of the day in collaboration with the ministry of education should focus on creating sound environment in the schools taking the alarming situations of today into account. 

Conclusion

Education is the backbone of the Nation and educated youths must build the nation. In order to provide quality education to the youths of a country, there should be motivated teachers.  A motivated teacher can create motivated students in school and help achieve wholesome development. This research study aimed to fulfil various objectives like, what factors motivate teachers to perform better in their job? Identify what extrinsic and intrinsic factors motivate teachers more to perform their job? And trace out demographically to whom the motivation factors play important role in job performances.

All the extrinsic and intrinsic factors of motivation came out to be important to the teachers to perform better in their teaching job. Among many important factors, intrinsic factors like, recognition for the work they perform and building competencies through availing trainings and skills came out to be the most important ones. Currently teachers have moderate level of satisfaction on the above two factors and they consider achieving these two factors are found vital in motivating them. Improving working environment, rewarding incentives, acknowledging the work done by teachers and providing opportunities for personal development were some other factors that motivate teachers to perform their job well.
 
Above all, teachers of Bhutan need to be motivated to achieve quality of education. Thus, relevant stakeholders can consider the factors motivating teachers and design the plans to fulfil teacher’s need. 

Executive summary
Motivation drives any individual forward to successfully accomplish personal and organizational goals. Motivating an employee has become one of the crucial components in any organisational functions and intend to motivation has been invariably given great attention by management, because it influences employees’ behaviour. Yet motivating an employee extrinsically and intrinsically has become the most challenging and demanding activity across the Ministries in Bhutan. 
Since teachers in any part of the world were the builders of education system, they are undoubtedly considered moulder of the society in a positive and progressive way through providing wholesome education to the children.  Teachers form the most important group of professionals in our Nation and they need to be motivated in order to let them perform better in their teaching job. Moorthy 2008 supports that if the teachers are motivated enough only then it is possible to accomplish their goals effectively.
Quality of education depends upon the quality of teachers who teaches with utmost commitment and the study has shown that a motivated teacher performs better in their teaching jobs. Tashi 2014 concluded that the quality of education being a recent topic of discussion at the seminars, meetings, and even at the National Assembly, affirms that teachers receive immense stress as they are the backbone of the education system where quality of education hinges on their quality and motivation. Motivation is the key to creating an environment where optimal performance is possible. 
The main purpose of conducting this study is to determine the main factors of motivation amongst teachers under Ministry of Education, Bhutan. The impacts of motivation and its significance for the teachers’ performance have drawn a lot of attention among different scholars. The motivating factors are external, or outside, rewards such as money or grades. A large number of studies over the years have verified that recognition is indeed a powerful positive reinforce for employee behaviours leading to performance improvement of teachers. Rewards is one of the important elements to motivate employees for contributing their best effort to generate innovation ideas that lead to better business functionality and further improvise company performance both financial and non-financially. A promotion is the advancement of an employee’s rank, salary, duties or designation within an organisation that adds to the motivation level of teachers which will ultimately uplift the performances. 
Critical motivation techniques such as incentives, rewards and recognition are often used complementarily to motivate Teachers in doing their job well.  
When teachers are intrinsically motivated, they will be moved to act for the fun or challenge entailed rather than because of external products, pressures or reward. So they have free choice either to continue doing the activity they were doing before the reward part of the experiment was over, or just sit and talk or do something else. An organisation can raise the competency of an employee by providing opportunities to enhance their skills, knowledge and abilities. With this an employee gets motivated to work towards achievement of organisational goals. 
With the conduction of this research, it has been revealed that the extrinsic and intrinsic motivational factors influence teacher’s performance directly. While comparing these two factors, it has been observed that the intrinsic motivational factors impacts teacher performance more than the extrinsic factors. To trace this, a quantitative study method with cross-sectional study design is being used adopting non probability purposive sampling method whereby the participants were selected. Data was collected using self-administered questionnaires which were sent to the participants through the Principals of the school to ensure the equality in gender among the respondents. All the collected data was analysed using SPSS software and described descriptively using measures of central tendency and dispersion. Correlation among factors was tested through cross tabulation. Results were presented in the form of graphs, tables with explanations.
Due to the scope and the design of the study, although patterns may emerge, the details of those patterns cannot be explored further since it is a quantitative research. As this research covered hundreds of respondents, there was limited time to have face to face meeting to explain any confusion with the questionnaires. 
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