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Abstract

The motivation given to teachers either intrinsically of extrinsically improve their daily working
conditions in school setting that lead to improved performance. This means that the learning
institutions should manage effectively the provision of teachers’ motivation. The purpose of this
paper was to examine motivation and performance of teachers in technical secondary schools in
Muhanga district in Rwanda. This paper employed correlation research design. The target
population was 212people that provided the sample size of 146 got using Solvin’s formula.
Interview guide and questionnaire were used as data collection instruments. The findings presented
that provision of meals at school to teachers is the highest extrinsic motivation provided in
Muhanga district as showed by the mean of 3.18 and the standard deviation of 1.08 while provision
of extra teaching allowances was indicated to be at lower level as was indicated by the mean of
2.02 and 0.95 of the standard deviation. However, teachers awareness to fulfill the assigned tasks
was indicated to be the highest intrinsic motivation as was presented by the mean of 3.94 and the
standard deviation of 1.09 while having self-control to teachers was indicated to be the low as the
mean was 2.88 and 1.16 of standard deviation. The findings also revealed that an average of
87.58% of teachers, agreed on the performance of TSSs teachers located in Muhanga district.
However, it was perceived that having effective course management by teachers was indicated to
be at high level of teachers’ performance as indicated by the mean of 4.1 and 0.80 of standard
deviation. Finally the findings stated that there is a statistical significance high degree of positive
correlation between intrinsic and extrinsic motivation with teachers’ performance as it was proved
by Karl Pearson coefficient of correlation (r) which were .805 and .764 respectively. The paper
recommends that Ministry of Education should provide adequate technical teaching materials and
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reinforce technical trainings to teachers while school head teachers should enhance teachers
rewards based on performance and provide meals at schools.

Keywords: Teachers’ Motivation, Teachers’ Performance, Extrinsic Motivation, Intrinsic
Motivation and Technical Secondary Schools.

1.0 Introduction

Effective educational development leads to economic growth of every nation in the world due to
the improved productivity of any country taken as the product of education activities.
Consequently, all countries prioritize education of their citizens and ensure the right of entry basic
education. Therefore, effects of education to the entire community are pertinent as greater number
of individuals that enter to high learning institutions (Rasheed, Aslam & Sarwar, 2010).

Globally, Motivational activities done to teachers in school setting contribute more to the
attainment of targets and objectives for any institutions that operates in a team relying on working
conditions who operate autonomous (Buford, Bediam & Lindner,1995). Therefore, improved
motivation, willingness and appointment are the crucial component for what workers perform and
may stimulate workers to provide high degree of achievement, effort and contribution and maintain
them as well. According to Gung (2011), the high or low performance of any educational system
relies on motivation level given to teaching staff.

In Africa, Campbell (2001) argues that the success of teachers in school depends on individual
capability, behavior, interest, training obtained and level of capability. This means that improved
teachers’ successes contribute highly the success of learning institution. It contains what people
do or do not. The success implies the best results, number of outcomes, times of results,
collaboration and availability (Gung, 2011). Furthermore Ngirwa (2006) also added that teaching
staff must be motivated so as to help students to perform what they intent to do for helping the
educational system attain fixed objectives.

In Rwanda, Ministry of Education (2008) stated that Policy of education sector which was
scheduled in 2003 indicated teachers in Technical Secondary Schools (TSSs) should be motivated
intrinsically and extrinsically so as to enhance their condition of working which determine their
level of performance. However, activities to be performed in Technical VVocation and Education
Training (TVET) in Rwanda depend on professional and qualification of teachers encouraged by
motivation given. Muvunyi (2016) revealed that monetary and non-monetary motivations given
to teachers facilitate daily activities of teachers and productivity.

1.1 Problem Statement

Teachers in Rwanda argue that their existing living and working conditions are not favorable
(Bennell & Ntagaramba, 2008; World Bank, 2011). The government of Rwanda and other key
education stakeholders recognize the critical importance of improving teachers’ social status, pay,
and living and working conditions to achieve the desired improvements in education (MINEDUC,
2008). However, attempts to address the issue have invariably been limited to piecemeal
interventions, such as increasing teachers’ salaries and issuing teachers with loans to engage in
income generating activities (MINEDUC, 2008).

Muvunyi (2016) stated that teaching staff motivation and requirements in Rwanda discovered that
Rwanda seems like many states in the globe and needs motivated and well trained educators for

44



Stratford Peer Reviewed Journals and Book Publishing

g L)
Journal of Education Fﬁ‘% S .F d
Volume 3||Issue 5||Page 43-58 ||October||2020| o, - t ra t 0 r
Email: info@stratfordjournals.org ISSN: 2616-8383 Peer Reviewed Journal & book Publishing

educating the whole number of children in basic education. VSO, (2002) noted that the majority
of teachers in Rwandan they are not enough motivated, that are disadvantageous for children’s
learning this implies that the crucial role played by teaching staff in adequate education system
would be acknowledge, headed and listened and give value to the fortification of their willingness
to the attainment of quality education and fortify their willingness to qualify for all (VSO, 2002).

Government of Rwanda set more motivation factors for improving the living condition of teachers
and delivering quality education to the Rwandan students where some of the motivations were
establishment were like rewarding best performers teachers in every district with giving them cows
(MINEDUC, 2008)., therefore, motivating teachers encourage them to work hard and also
enhances healthy competition among them as they all want to be recognized and rewarded for
good performance (MINEDUC, 2018). This paper therefore, sought to examine motivation and
performance of teachers in technical secondary schools in Muhanga district, Rwanda.

1.2 Objective of the paper

To establish the relationship between motivation and performance of TSSs teachers in Muhanga
district in Rwanda.

2.0 Literature Review
2.1. Extrinsic and Intrinsic motivations

Motivating employees could be performed intrinsically or extrinsically. According to Ryan and
Deci, (2000), fundamental (intrinsic) motivation is an inducement coming from personal activities
from an action itself and affecting behavior, the attainment of expected goals and welfare of
employees to extrinsic motivation, while the attitude and behavior are attained aimed at accessing
requirement or social motives; intrinsic motivation existed. Furthermore, intrinsic motivation for
teaching staff are for instance employment satisfaction emanating from teacher’s pleasure,
impending and competition kind of providing skills to students, acknowledgement, capacity
building and career orientation, follow up finished and educating as sole target in lifetime (Ryan
& Deci, 2000).

However, extrinsic motivation is related to the action done with the intention to obtain results
that are separable from action aforementioned (Ryan & Deci, 2000). The extrinsic motivation
outcome since the achievement of external recompenses, are for instance payment, tangible and
measurable elements, gratification and significant and clear assessment from external personnel
(Sansome & Harachiewicz, 2000). The external motivation for teaching staff may be given in term
of external donations such as remuneration, housing or exonerated shelter, foods, extra teaching
payments, early and loan payments when financial and economic distress are happening and health
allowances to employees.

2.2. Motivation and performance of educational institutions

Motivation contributes more to the educational institutions, due to teacher’s success within their
teaching activities relies on working conditions under which teachers are operating like motivation
(Griffin, 2008). Based on a study carried out by Bhatia (1997), one the greatest tasks of education
institutions’ principals was related to the encouragement of teachers to work towards high
performance. This means obtaining teachers to teach  in an effective way, coming to school
constantly and play a clear role in fulfilling the school ‘mission.
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The success for teaching staff hinges on how they are motivated. Performance refers to something,
a single teacher act in school activities and this is stimulated by motivational incentives. Teaching
staff is when their success immediately attained in the direction of effective performance
encouraged. In school teaching staff’s performance could be evidenced taking into consideration
capability building programs for teaching staff and have improved their self-assurances would
enhance motivation. Motivation was a significant correlation with job performance (Atiya &
Palwasha, 2014).

According to Dessler (2005) assessed that teaching staff at school, the success in fulfilling assigned
tasks and incentive motivation are different and itself benefiting the achievement of the success
which is an outcome of the first variable. Motivation and performance might be not easy to be
differentiated and motivation is usually contingent from results generated meaning from
motivation and less productive, the possibility or less motivation and expected results is usually
not taken into consideration. These suggestions of either abandoning motivation or relying on it as
a portion of teaching success for empirical contended correlation and interaction observed between
teaching performance and motivation may be very crucial. A satisfaction is another necessary
element of motivation so workers are whew satisfied their teaching activities, school conditions,
salaries, rewards, wages, then directly obtain motivated and indicate them the nest hardworking in
the directions of achieving their expectations.

Davidson (2005) recognizing the contribution of teachers for providing the best educational quality
in secondary schools, concluded by motivational incentives in the location it proposed most
intervention strategies to improve the degree of teaching motivated staff ameliorated education
system; Schools’ culture influencing positively or negatively the results from teaching activities.

It is very important to take into consideration working environment for the target of encourage or
retain teaching staff in their job (Kadzamira, 2006). Nadeem et al. (2011) socio-economic
environment of teaching staff had clear impact on their success. It means that low wages, shortage
of educational aided materials, school physical infrastructure, social status of teachers in the
community. It has been observed that a clear and significant positive correlation existed between
the aforementioned elements and female teaching staff’s efficiency.

Mustafa and Othaman (2010) assessed the perception of secondary educational school teaching
staff on impact of motivation on their success. They discovered the correlation between those two
factors. This implies that high degree of motivation would be the success of teaching staff or the
provision of motivation to teaching staff then their success was improved. Motivation lead to the
satisfaction of teachers and the ultimate objective could be attained on time in school and this will
lead to the reduction of financial burden.

According to Bishay (1996), teacher’s feelings when performing their assigned responsibilities
connected to the teaching activities that would enhance the degree of motivation. Alarm and Farid
(2011) discovered that mostly teaching staff received low salary taking into considerations their
knowledge, skills and experience and ability towards working and performing their task. As a
result, teaching staff would be appreciated with the provision of training to them in order to excel
in their job and salaries would be given taking into consideration to their ability, expertise and
skills related to their job.
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2.3 Relationship between Teachers’ Motivation and Performance in Technical Secondary
Schools

According to Sarah et al., (2017) Motivation is greatly important for every organizations and it is
essential for boosting the employees’ performance in a confirmatory way. Their study was meant
to establish the correlation within job performance and motivation; and for recognizing the main
prevailing factors of motivation factor that contributing to job performance of employees. The
research comprised by three specific goals; firstly, it was to establish the level of motivation and
job performance among the research participants. Secondly, it was to finding out the relationship
between motivational factors and job performance. Thirdly, it was to clarify the most dominant
motivational factor that influences employees’ performance.

Motivations given to teachers improve the willingness of teaching staff to job performance,
provided that various public secondary schools have skilled teaching staff (Nyakongo, 2015).
Therefore, internal motivation strategies for improving their willingness to job performance, the
government to design strategies that are crucial towards enhancing the general teaching
environment in public secondary schools to stimulate superior job performance (Meindinyo &
Ikurite, 2015).

According to Shah and Narayan (2018), higher and regularly salaried teachers are tending to
provide proper performance than other teachers, they added that school administrators should
create environment that allow teachers to control on their selves and working as team in the sake
of competition among them and their actions must be recognized and compensated in financial
terms in order to reach on their teaching professional expectations. In spite of many setback areas
that appearing in community based schools has made effort, at confining itself to study the teacher
related factor with primary emphasis on teachers' motivation. On the other hand, Beneath (2016)
also added that Intrinsic and extrinsic factors given to teachers and have been analyzed present the
statistical significance relationship with the performance of teachers.

3.0 Methodology

Correlation research design was employed in this paper to indicate the relationship between
teachers’ motivation and performance in technical secondary schools. the total population was 212
people Solvin’ formula was used to get sample size of 132 teachers, 13 school head teachers and
1 district director of education. Questionnaire and guided interview were used as data collection
instruments. Stratified sampling was also used as sampling technique. To maintain the validity of
the research instrument was maintained by distributing the research instruments to the expert
respondents in the area of the study while reliability was maintained by making pilot study that
provided reliability of the research instrument and got 82.3% using Cronbach's Alpha and
considered to be reliable as it was greater than 70% as recommended. The data management of
this study was maintained by using SPSS software version 21.
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4.0 Findings
This paper examined the relationship between teachers’ motivation and performance in technical
secondary schools in Muhanga district.

This paper also described various variables that determine teachers’ motivation and teachers’
performance in technical secondary schools.

4.1 Motivation of Teachers in Technical Secondary Schools in Muhanga District

Teachers teaching in technical secondary schools were given motivations that comprise two
categories such as extrinsic and intrinsic motivation in order to make conducive teaching activities.
Table 1: Teachers are Enjoying Profession of Teaching

Answer Frequency Valid Percent
Yes 100 75.8
No 32 24.2
Total 132 100

Research participants were requested to clarify whether they are enjoying with their teaching
profession and the results are represented by Table 1 where 75.8% of respondents replied yes to
that question; therefore, the majority of TSSs’ teachers in Muhanga district are enjoying with
teaching profession. It is agreed that The concept of work, besides the economic gain that it earned
for studying so that one can survive as well as the individual, the individual completes the
development of, to sustain his or her lives, to gain respect within the community, to contribute to
society, and to earn a certain status in terms of providing individual fulfillment and happiness,
which holds an important place in an individual’s life towards performance (Demir, 2003).

4.1.1 Extrinsic Teachers’ Motivation in Technical Secondary Schools (TSSs)
Teachers teaching in technical secondary schools located in Muhanga district were given various
motivations to perform their daily activities as presented in the Table 2.

Table 2: Teachers’ extrinsic motivation in TSSs in Muhanga district

Total

Statements N Mean Std
Provision of financial support to teachers 132 2.74 1.10
Provision of meal at school 132 3.18 1.08
Offering duty allowances by schools 132 2.07 .97
Providing free accommodation to teachers 132 3.01 1.05
Provision of extra teaching allowances 132 2.02 .95
Regular salary payments 132 2.90 1.01
Provision of enough remuneration by school 132 208 1.00
Providing free medical care to teachers 132 2095 99
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From the Table 2, it is clear that teachers teaching technical secondary schools in Muhanga district
are not extrinsically motivated as well. Though, some motivations are provided. The results in the
Table 2 show that the majority of teachers in TSSs get meal at schools as their motivation as
presented by the mean = 3.18 and Standard deviation = 1.08. This was followed by provision of
free accommodation as a technique of motivating teachers as also indicated by the mean = 3.01
and standard deviation = 1.05. This implies TSSs teachers get free accommodation and free
accommodation at school more than other motivation provided. The Table 2 revealed that TSSs
teachers get free medical care as perceived with the mean of 2.95 and Standard deviation of .99.
Nevertheless, teachers also get regular payment salary as motivation with the mean = 2.90 and
Standard deviation= 1.01. This also implies that providing regular payment salary to teachers can
also strengthen the motivation of teachers as well as daily activities.

In addition, the respondents revealed that the provision of financial support to teachers is at the
mean = 2.74 and standard deviation = 1.10. This indicates that providing various financial supports
also motivate teachers in TSSs. According to Nadeem et al (2010) socio-economic environment
of teaching staff had clear impact on their success. Despite, giving enough remuneration to teachers
as perceived at the mean of 2.08 and standard deviations of 1.00 can motivate TSSs teachers in
their teaching load. Offering duty allowance to teachers as the mean = 2.07 and the standard
deviation = .97 can be the motivation of teachers. This implies that teachers who are paid for the
duties performed motivate them to achieve their assigned tasks. The low wages, shortage of
educational aided materials, school physical infrastructure reduce social status of teachers in the
community (Kadzamira, 2006).

On the other hand, provision of extra teaching allowances can also be the motivation that can help
TSSs teachers as respondents indicated the mean 2.02 and the standard deviation of .95. This
implies that the extrinsic motivation provided to teachers enable TSSs teachers in Muhanga district
to conduct their daily activities effectively. The extrinsic motivation outcome since the
achievement of external recompenses, are for instance payment, tangible and measurable elements,
gratification and significant and clear assessment from external personnel (Sansome &
Harachiewicz, 2000).

4.1.2 Intrinsic Teachers’ Motivations in Technical Secondary Schools

Teachers teaching in technical secondary schools located in Muhanga district indicated various
intrinsic motivations given to them as they are established in the Table 3.
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Table 3: Teachers’ intrinsic motivation in TSSs located in Muhanga district

Total

Statements N Mean Sd

Having a high level of expectation 132 291 1.13
Recognition and respect towards teachers 132 2.56 1.40
Enhanced teachers’ cooperation and competition 132 2.90 1.25
Teachers are targeted in daily life 132 3.14 1.31
Teachers’ awareness to fulfill assigned tasks 132 3.94 1.09
Having self-control to teachers 132 2.88 1.16
Standard teachers’ gratification and skills 132 2.93 1.14

From the Table 3, the respondents of this study teachers of selected TSSs located in Muhanga
district provided their perception based on intrinsic motivation given to TSSs teachers and revealed
that the majority of TSSs are motivated by being aware of fulfilling their assigned tasks with the
mean = 3.94 and standard deviation = 1.09. This implies that teachers’ awareness to fulfilling the
assigned responsibilities, influence high teachers intrinsic motivation. This was followed by being
targeted in daily life as teachers where the mean = 3.14 and the standard deviation of 1.31 while
the standard of teachers’ gratification and skills which is presented to be the mean of 2.95 and
standard deviation = 1.14. According to Higgins (2014), Motivational activities contribute more
to the attainment of targets and objectives for any institutions that operates in a team relying on
working conditions that operate autonomous. This indicates that having target to teachers,
gratification and skills are the most that can motivate them.

The Table 3 also reveals that having level of expectation teachers could be considered to be the
intrinsic motivation as it shows the mean of 2.91 and the standard deviation of 1.13 while
enhancing TSSs’ cooperation and competition can be another motivation that can promote teachers
activities as the mean = 2.90 and standard deviation = 1.25. This also implies that there is a high
participation of teachers’ expectation, cooperation and competition in TSSs located in Muhanga
district as motivating factors to their daily activities. However, self—control given to TSSs teachers
is another intrinsic teachers’ motivation as perceived with the mean of 2.88 and the standard
deviation. According to Deborah (2014), teachers’ perceptions should be taken into consideration
as a part of the decision making process and enhancing self-control and respect. Therefore, teacher’
self-control in daily activities taken as motivation while recognition and respect was considered to
be the last intrinsic motivation that can influence teaching activities.

In addition, the respondents of the study revealed that recognition and respect towards teachers
could be considered to be one of intrinsic motivations given to TSSs teachers as indicated to be
the mean of 2.56 and 1.40 of standard deviation. This also implies that recognizing and respecting
teachers in community are not strengthened accordingly. According to Davidson (2005)
recognizing the contribution of teachers for providing the best educational quality in secondary
schools.
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The school head teachers of technical secondary schools located in Muhanga district and District
Director of Education (DDE) of Muhanga district were given guided interview on the theme
“Teachers’ motivation in TSSs located in Muhanga district” and the collected findings were
analyzed using thematic approach and also findings are the followings:

“The school head teachers stated that there are two major kind of motivation given to teachers such
as ’extrinsic and intrinsic motivations. They indicated that extrinsic motivations satisfied teachers
than intrinsic motivations as similar in Muhanga district teachers”. The school head teachers also
added that, “teachers prefer monetary rewards than others, for that reason, intrinsic motivation
such as training is a must especially for TSSs”. This implies that motivations given to teachers in
terms of money reshape the teachers’ lives and feel satisfied in their daily activities.

“The District Director of Education (DDE) viewed that the motivations given to teachers in TSSs
located in Muhanga district are like salary and wages, free accommodation and meals and health
insurance so as to adopt various activities performed by teaches in TSSs”. The DDE also added
that “TSSs teachers can be motivated intrinsically like having self-control in daily school activities,
enhanced cooperation and competition in school, social recognition and respect help TSSs teachers
to feel wanted in community”.

4.2 The performance of Teachers in TSSs Muhanga
Teachers teaching in selected technical secondary schools located in Muhanga district established
their perceptions based their performance and they are presented in the Table 4.

Table4. 8: Level of teachers’ performance in TSSs located in Muhanga district

Statements SD D N A SA Mean Std

Freq % Freq % Freq % Freq % Freq %
Thereis a high level of 13 938 7 5.3 0 00 75 568 37 281 34 1.2
content expertise

TSSs teachers make effective 10 7.6 4 3.0 5 38 62 470 51 386 29 1.6
lesson delivery

TSSs teachers have adequate 0 00 9 638 0 00 50 379 73 553 41 .80
course management

There is a high standard of 12 91 10 76 5 38 59 447 46 348 38 1.2
instruction assessment

Effective preparation of 7 53 0 00 O 00 8 652 39 205 32 15
pedagogical documents

From the Table 4, the respondents of the study as teachers teaching in technical secondary schools
located in Muhanga district and the majority of teachers indicated effective preparation of
pedagogical document is the high factor that determines the performance of teachers as 94.7%
with the mean of 3.2 and 1.5 of standard deviation. According to Bishay (1996), teacher’s feelings
when performing their assigned responsibilities connected to the teaching activities  that would
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enhance the degree of motivation. This also implies that teacher’ pedagogical document indicate
the highest various based on the performance of teachers in TSSs located in Muhanga district.

On the other hand, having adequate course management is revealed to be the factors that can lead
to the performance of TSSs teachers where 93.2% of teachers agreed that effective course
management promote their performance as stated with the mean of 4.1 and the standard deviation
of 0.80. This also suggests that the effective course management of teachers improve their
performance. Alarm and Farid (2011) discovered that mostly teaching staff received low salary
taking into considerations their knowledge, skills and experience and ability towards working and
performing their task.

In addition, 85.6% of TSSs teachers located in Muhanga district agreed that making effective
lesson delivery strengthens their performance as indicated by the mean of 2.9 and the standard
deviation of 1.6. This implies that when teachers make effective delivery of the lesson, promote
their performance effectively. Despite, 84.9% of TSSs teachers in Muhanga district agreed that the
level of content expertise by teacher can enhance the effective teaching performance as indicated
by the mean of 3.4 and the standard deviation of 1.2. This means that teachers need to strengthen
the level of content expert and understanding as the promotion of teaching activities.

In addition, 79.5% of Teachers agreed that the standard of instructional assessment change the
performance of teachers in TSSs located in Muhanga district as perceived with the mean of 3.8
and the standard deviation of 1.2. This also implies that TSSs teachers should put much focus on
the ways of making assessment in classroom setting.

The school head teachers of TSSs located in Muhanga district and District Direct of Education
were given guided interview based on the theme “feachers’ performance in TSSs located in
Muhanga district” and viewed the following points:

“The school head teachers stated that performance of teachers in TSSs located in Muhanga are
evaluated by the results of the national examination, and for the past three years technical
secondary schools perform well that other schools in Muhanga district; this means that for the sake
of private schools owner and the administration of WDA with Muhanga district authorities their
measures related to strengthening the TVET education are in the way of development and some of
those measure aiming to enhance performance of TSSs include to providing technical educational
materials, providing technical trainings for the teachers in order to increase their skills”.
Nevertheless, the school head teachers also added that “the achievement level of learning
objectives by teachers and standard instructional assessment determine level of teachers
performance in TSSs”.

“The DDE of Muhanga district viewed that the performance of teachers in TSSs is determined by
teacher’ level of content expertise and preparation of pedagogical documents that strengthen the
quality of education and school performance”. The DDE also added that effective lesson delivery
by teachers and course management shape up the performance of teachers. However, the DDE also
indicated that “the level of students competition at the labor market also enhance the performance
of teachers in TSSs located in Muhanga district”.
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4.3 Relationship between Teachers motivation and performance in TSSs Muhanga

Correlation analysis was established to indicate the relationship between teachers’ motivation and
performance in technical secondary schools located in Muhanga district. Therefore, the findings
presented the relationship between teachers’ intrinsic and extrinsic motivations and teachers’
performance in TSSs located in Muhanga district.

Table 5: Correlation between intrinsic motivation and teachers’ performance

Correlations
Intrinsic motivation Teachers’ performance

Pearson 1 805"
Intrinsic motivation  Correiadon
Sig. (2-tailed) 000
N 132 132
Pearson 805 .
Teachers’ performance Cprrelat|9n
Sig. (2-tailed) 000
N 132 132

**. Correlation is significant at the 0.01 level (2-tailed).

The results in the Table 5 indicate the relationship between intrinsic motivation given to teachers
and performance obtained. The findings revealed that there is a statistical significant relationship
between intrinsic motivation and teachers’ performance due the P-value = .000 less than .01 as the
level of significant. It was also denoted by there is a high degree of positive correlation between
intrinsic motivation and teachers’ performance as r =. 805 as proved by Karl Pearson coefficient
of correlation. Mustafa and Othaman (2010) revealed that there high degree of correlation based
on motivation that would be the success of teaching staff or the provision of motivation to teaching
staff then their success to be improved. This implies that the effective provision of intrinsic
motivation to TSSs teachers in Muhanga district like teachers expectation and self-control,
Teachers’ recognition and respect, play a significant positive impact to the performance of their
activities

Table 6: Correlation between extrinsic motivation and Teachers’ performance

Correlations

Extrinsic motivation Teachers’
performance
Pearson 1 764"
Extrinsic motivation ~ Zorreration
Sig. (2-tailed) 000
N 132 132
Pearson 764" 1
Teachers’ performance C_orrelatlc_m
Sig. (2-tailed) 000
N 132 132

**. Correlation is significant at the 0.01 level (2-tailed).
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The results in the Table 6 indicate the relationship between extrinsic motivation given to teachers
and performance obtained. The findings revealed that there is a statistical significant relationship
between extrinsic motivation and teachers’ performance due the P-value = .000 less than .01 as
the level of significant. It was also denoted by there is a high degree of positive correlation between
extrinsic motivation and teachers’ performance as r =. 764 as proved by Karl Pearson coefficient
of correlation. This implies that the effective provision of extrinsic motivation to TSSs teachers
in Muhanga district such as salary and wages, accommodation fees, meals and medical allowances,
play a significant positive impact to the performance of their activities. Performance-based
payment systems, in order to have successful compensation based performance of the teachers.
Teachers’ perceptions should be taken into consideration as a part of the decision making process
(Viscard, 2014).

The school head teachers of TSSs and District Director of Education (DDE) revealed their
perceptions in guided interview based on the theme “Relationship between teachers’ motivation
and performance in TSSs located in Muhanga district” and their views are the following:

“The school head teachers indicated that there is a high correlation between motivations given to
teachers and performance due to the fact that the provided motivations bring satisfaction and
satisfaction brings better performance in TSSs”.

“The School head teachers also viewed that provision of free accommodation to teachers, meals
at school and health insurance facilitate teachers to conduct the school activities in conducive ways
that also make teachers’ performance and increase the school productivity”. Therefore, there is an
affirmative performance between motivation and teachers’ performance within TSSs of Muhanga
District indicates high correlation the motivations provided to teachers.

The District Director of education (DDE) also indicated that the respect and recognition given to
teachers in community help them to feel as professional employ that lead to strengthening their
performance of daily activities”. The DDE also added that cooperation and competition between
teachers make them to make effective lesson delivery and making effective preparation based on
pedagogical document however, they need to get salary that helps them to survive and feel
comfortable in community”.

5.0 Summary of findings

The objective of this paper intended to establish the relationship between motivation and
performance of teachers in Muhanga district, Rwanda. Therefore, as reflected findings in chapter
four revealed that there was a statistical significance high degree of positive correlation between
intrinsic and extrinsic motivation with teachers’ performance as it was proved by Karl Pearson
coefficient of correlation (r) which were .805 and .764 respectively.

6.0 Conclusion

The technical secondary schools’ teachers are satisfied and like their teaching profession but they
are not individually motivated. Muhanga districts TSSs’ presented by work-life balance as priority
and trustworthy among teaching staff were occurred with open and understandable school policy,
and their respective teachers were moderately given the working purpose. Otherwise, teachers do
not have opportunity to lead themselves and Head teachers did not set smaller weekly Goals for
the teachers.
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Salary payments are paid rapidly and regular for the teachers these mostly motivated teachers for
working performance, Moderately, School give their teachers the remuneration that is enough for
meeting their basis needs. Unfortunately, School did not provide financial support to teachers with
parties and the school did not provide periodical weekly responsibility allowances as well as and
the school did not provide teachers free accommodation. I intrinsic motivational indicators’ like
Teaching staff full fill all tasks assigned by the school administration and Teachers attend all extra
curriculum activities with cooperation with others were mostly motivating teachers for their work
performance but teaching profession do not give teachers recognition and respect in the
community.

7.0 Recommendations

With reference to the current study findings, different recommendations are addressed to Ministry
of Education, TSSs Administration, Teachers and future researchers.

7.1 General recommendations

1. The Ministry of Education should provide enough Technical Teaching materials TSSs and
enforce technical trainings for teachers in order to improve TVET Quality education.
However, the Ministry of education should make regular follow up based on teaching
activities for private secondary schools.

2. TSSs administration should also provide meals and accommodation to teachers at school
for better teaching and achieving the learning objectives. However, the should also give
standard salary to teachers as well as other financial supports in order to solve their
financial issues.

3. Teachers should prepare teaching requirements regularly and effective use of available
teaching materials. They should also enhance themselves the internal motivation and
looking additional source of income.

7.2 Suggestion for Further researcher

Basing on the title of this paper which was investigating motivation and teachers’ performance in
Technical Secondary Schools (TSSs) in Muhanga district in Rwanda, the further research should
be done by investigating the influence of teachers’ motivation on students’ academic performance
in technical secondary schools in Rwanda.

Acknowledgments

My wholehearted thankfulness is addressed to the Great God my savior for the protection during
my academic career. | appreciate the contribution of Dr. HARERIMANA Jean Paul and Dr. Alice
KITUYI whose guidance and encouragement were fruitful, my special thanks are also expressed
to Mount Kenya university Rwanda and it’s the teaching staff, particularly from the School of
Education, for their knowledge package, favorable learning environment and cooperation during
our stay at university, who took me through my course work My profound gratitude is addressed
to my colleagues for their friends for their assistance in proofreading my research project.

55



Stratford Peer Reviewed Journals and Book Publishing

J | of Educati ¢

ournal of Education ¥ ﬁ S .F d
w

Volume 3||Issue 5||Page 43-58 ||October||2020| £) t ra t 0 r

Email: info@stratfordjournals.org ISSN: 2616-8383 Peer “e“e“'fd Journal & book Publishing

References

Alam, M. & Farid, S. (2011). Factors affecting teacher’s motivation. International Journal of
Business and Social Sciences, 2(1), 298-304.

Atiya |., & Palwasha, J. (2014). Teachers’ job performance; the role of motivation. Abasym
Journal of Sciences .5 (2), 78-99

Bennell, P.S. & Ntagaramba (2008).Teachers Motivation and incentives in Rwanda: A situational
Analysis and Recommended Priority Actions. MINEDUC, Kigali.

Bishat,A. (1996). Teachers’s motivation and job satisfaction: a study using the experience
sampling method. Journal of Undergraduate Sciences, 3.147-154

Buford, J.A., Bedein, A.G., & Lindner, J.R. (1995).Management of extension (3" ed). Columbus,
Ohio: Ohio State University Extension.

Cambell, J.P. (2001). Managerial Behaviour, Performance and Effectiveness, McGraw Hill, New
York.

Clemen. A. L. (2016). Classroom Supervisory Practices and Their Relationship to

Teacher Effectiveness as Perceived by Secondary Teachers. SMCC Higher Education Research
Journal ISSN Print: 2449-4402 - ISSN online: 2467-6322 Volume 2

Cooper, D.R., & Schindler, P.S. (2003). Business Research Methods (8" Ed). New York: McGraw-

Hill.
Davidson, E., (2005). The pivotal role of teacher’s motivation in Tanzania. Hakielimu working
Papers, 1-10.

Demir, A. (2003). Hemsirelerin vardiya ile ¢calismalarimin anksiyete ve arteryel kan basincina
etkisinin ve ¢alisma ortaminda stres olusturan faktorlerin irdelenmesi. Published doctorate
thesis, Hacettepe University Institute of Health Sciences, Ankara.

Dessler, G. (2005). Human Resource Management (10" ed). India: Pearson Prentice Hall

Emory, C. & Cooper, D.R. (1991). Business Research Methods. 4" Ed, Richard D Irwim,
Homewood

Dewey, j. (1938). Experience and Education. Kappa Delta Pi. United States of America

Feldman, J. (2016). “The Limits of Expectations: A Case for Case Knowledge about Teacher
Expectancy Effects”, American Educational Research Journal, Volume 29, Number 3, pp.
517-544.

Gatsinzi, P. & Role, J. (2014) in their studies on working and school related variables in Teachers
Motivation in Gasabo District, Rwanda, Journal and Education training ISSN 2330-9709
2014,Vol.1, No 2

Gitonga, D. W. (2013). Influence of teachers’ motivation on students’ performance in Kenya
certificate of secondary education in public secondary schools In Imenti South District
Kenya. A Research Project Submitted in Partial Fulfilment of the Requirements for the
degree of master of education in educational administration. University Of Nairobi

56


https://www.google.com/search?safe=active&rlz=1C1JZAP_enRW867RW867&sxsrf=ACYBGNSggrMDg379mgkoEEjnMsY4KH7YMA:1569248887189&q=John+Dewey&stick=H4sIAAAAAAAAAOPgE-LSz9U3MLVMNjY0VuIAsU1MDA21ZLKTrfST8vOz9cuLMktKUvPiy_OLsq0SS0sy8osWsXJ55WfkKbiklqdWAgCDRkhYQwAAAA&sa=X&ved=2ahUKEwj6sfDTk-fkAhULJBoKHUr4CWMQmxMoATAbegQIDBAK
https://www.google.com/search?safe=active&rlz=1C1JZAP_enRW867RW867&sxsrf=ACYBGNSggrMDg379mgkoEEjnMsY4KH7YMA:1569248887189&q=Kappa+Delta+Pi&stick=H4sIAAAAAAAAAOPgE-LSz9U3MLVMNjY0VgKzjZNNDcxLtNQyyq30k_NzclKTSzLz8_TLizJLSlLz4svzi7KLrQpKk3IyizNSixax8nknFhQkKrik5pQkKgRkAgA2P3xeUwAAAA&sa=X&ved=2ahUKEwj6sfDTk-fkAhULJBoKHUr4CWMQmxMoATAcegQIDBAO
https://www.google.com/search?safe=active&rlz=1C1JZAP_enRW867RW867&sxsrf=ACYBGNSggrMDg379mgkoEEjnMsY4KH7YMA:1569248887189&q=USA&stick=H4sIAAAAAAAAAOPgE-LSz9U3MLVMNjY0VuIEsS2TzcsNtFQyyq30k_NzclKTSzLz8_TLizJLSlLz4svzi7KLrZLzS_NKiioXsTKHBjsCANGgJYxFAAAA&sa=X&ved=2ahUKEwj6sfDTk-fkAhULJBoKHUr4CWMQmxMoATAeegQIDBAV

Stratford Peer Reviewed Journals and Book Publishing

e A
Journal of Education Fﬁ‘% S .F d
Volume 3||Issue 5||Page 43-58 ||October||2020| o, - t ra t 0 r

Email: info@stratfordjournals.org ISSN: 2616-8383 Peer Reviewed Journal & book Publishing

Higgs, J.M. (1994).The management challenge (2" ed). New York; Macmillan.
Hppy (2018). Gamification: Playing Your Way to Better Employee Engagement.

Article extracted from https://gethppy.com/talent-management/gamification-better-employee-
engagement on 13 August 2019.

Hull, C. (1943). Principal of Behavior. Appleton-century-crofts. New York-USA.

llya Pozin (2019). 14 Highly Effective Ways to Motivate Employees. Extracted from
https://www.inc.com/ilya-pozin/14-highly-effective-ways-to-motivate-employees.html on
12 August 2019

Kai, H. L., Lance, F., & Douglas, B. (2017). Why businesses should foster self-control among
employees. © 2019 THE IRISH TIMES

Kameerer, C. V. (1990). Motivation as a prerequisite: Oxford; Oxford university press.

Laurent, K. (2016). Role of Motivation in Teacher’s Job Performance in Public and Private
Secondary Schools in Tabora Municipality. University of Tanzania

Leasher, M. C. &Mona, O.M. (2010). Effects of Team Competition versus Team Cooperation in
Classwide Peer Tutoring. The Journal of Educational Research. Volume 100, 2007 - Issue
3

Maicibi, N. A. & NKkata, J. L. (2005). Introduction to human resource management, (1st Ed.),
Masah Publications, Kampala.

Meindinyo R. O K, & Ikurite N, (2015). Influence of Motivation on Teachers Performance in a
Local Government Area in Nigeria. IOSR Journal of Humanities and Social Science
(IOSR-JHSS) Volume 22, Issue 5, PP 22-28 e-ISSN: 2279-0837, p-ISSN: 2279-0845.

Ministry of Education (2018). 2017 Education Statistics. P.O BOX 622 Kigali-Rwanda

Musfata, M. & Othman, N. (2010). The effect is of working motivation on job performance for
teaching statt in Pekamburu senior high school, Riou Province, Indonesia, Sosihumanika,
3(2), 259-272.

Muvunyi. E. (2013). Teacher motivation and incentives in Rwanda: Analysis of stakeholder’s
perceptions of the changes in teacher’s motivation during 2008- 2013. University of
Sussex, UK.

Nadeem, M, Rana, M, Lone, A Magbool, S, Naz, K & Ali, A. (2011). Teachers’ competencies and
factors affecting the performance of female teachers in Bahawalpur (Southern Punjab)
Pakistan. The international Journal of Business and Social Sciences, 2(19), 1-6.

Nairuba, J. (2004). Motivational practices and teachers’ performance in Jinja Municipality
secondary school, Jinja District, Uganda. Bugema University, Uganda

Rasheed, M.1, Aslam, H. D. & Sarwar, S. (2010). Motivation Issues for teachers in High education:
a critical case of IUB, Journal of management Research, 2 (2): 1-23

Ryan R.M, & Deci, E.L, (2000). Intrinsic and extrinsic motivations; classic definitions and new
directions. Contemporary educational psychology 25 psychology 25, 54-67(2000).

57


https://gethppy.com/talent-management/gamification-better-employee-engagement%20on%2013%20August%202019
https://gethppy.com/talent-management/gamification-better-employee-engagement%20on%2013%20August%202019
https://www.inc.com/ilya-pozin/14-highly-effective-ways-to-motivate-employees.html%20on%2012%20August%202019
https://www.inc.com/ilya-pozin/14-highly-effective-ways-to-motivate-employees.html%20on%2012%20August%202019
https://www.tandfonline.com/author/Madrid%2C+Leasher+Dennis
https://www.tandfonline.com/author/Canas%2C+Madeline
https://www.tandfonline.com/author/Ortega-Medina%2C+Mona
https://www.tandfonline.com/toc/vjer20/current
https://www.tandfonline.com/toc/vjer20/100/3
https://www.tandfonline.com/toc/vjer20/100/3

Stratford Peer Reviewed Journals and Book Publishing

Journal of Education ‘gﬁu‘" S .F d
i
o
Volume 3||Issue 5||Page 43-58 ||October||2020| ) - t ra t 0 r
Email: info@stratfordjournals.org ISSN: 2616-8383 Peer Reviewed Journal & book Publishing

Sara et al., (2017). The Influence of Motivation on Job Performance: A Case Study at University
Technology in Malaysia. Australian Journal of Basic and Applied Sciences 11(4) March
2017, Pages: 92-99

Seung-min, R. & Mustafa, K. (2002). Analysis of the relationship between marital status and
family structure and on-the-job productivity. Paperwork Reduction Project (0704-0188)
Washington DC 20503

Shah & Narayan (2018). An Analysis of Intrinsic and Extrinsic Factors of Teacher Motivation at
Surkhet. Journal of Educational System Volume 2, Issue 3, 2018, PP 25-31 ISSN 2637-
5877

Tyner, C. (2007). Theory of employee motivation: Herberg’s Two Factor Theory. Retrieved
http://voices.yahoo.com/theory-employee-motivation-herzbergs-two-factor-647900.html.

Viscard, D. (2014). The Teacher Pay for Performance Phenomenon. Seton Hall University
Dissertations and Theses (ETDs)

VSO International (2003). Seen but not heard: Teachers’ voices in Rwanda. A policy research
report on teachers’” morale and motivation in Rwanda.

Wilgfield, A., Guthrie, J. T., Tonks, S. & Perencevich, K. C. (2004).Children’s motivation for
reading: Domain specificity and instructional influences, Journal of Education Research,
97,299-309.

World Bank (2011). Rwanda- education country status report: Toward quality enhancement and
achievement of Universal 9YBE-An education system in Transition: A nation in
Transition. Washington D.C World Bank.

Hsin-Yuan, W. & Soman, D. (2013). Gamification of Education. Toronto: University of Toronto.
Retrieved from Inside Rotman
http://inside.rotman.utoronto.ca/behaviouraleconomicsinaction/files/2013/09/GuideGamif
icationEducationDec2013.pdf

Zalwango, M. (2014). The role of motivation in enhancing teacher’s performance in private
primary schools a case of St Mary’s international schools. The Open University of
Tanzania.

58


http://voices.yahoo.com/theory-employee-motivation-herzbergs-two-factor-647900.html

