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ABSTRACT

This dissertation is an outcome of the research study that was conducted at SIDO in Ilala District and the project identified being implemented in the same District .The study conducted by using participatory methods. Community needs assessment was conducted at SIDO by using participatory methods such as Focus Group Discussion, Interview, the use of questionnaire for primary data collection methods and for secondary data collection there was the use of journals, books, internet and reports. The study revealed that Motivation project was sustainable as they identified themselves and they implement with efficiency, not too expensive to establish and the employees performance increases as days increase. The study recommends that employees members can organize themselves to ensure that they can perform better if they motivated and manage their performance and Organisation performance. Through trainings, employees members can achieve their planned project goal and the project becomes sustainable and increases output of the organization
TABLE OF CONTENTS
iiCERTIFICATION


iiiCOPYRIGHT..


ivDECLARATION


vDEDICATION.


viACKNOWLEDGEMENTS


viiABSTRACT….


viiiTABLE OF CONTENTS


xiiiLIST OF TABLES


xvLIST OF ABREVIATION


1CHAPTER ONE


11.0
INTRODUCTION


11.1
Background of the Study


101.2 
Statement of Research Problem


111.3 
Research Objective


111.3.1 
General Objective


111.3.2 
Specific Objectives


111.4 
Research Questions


111.5 
Significance of Study


121.6 
Scope of the Study


13CHAPTER TWO 


132.0  LITERATURE REVIEW


132.1 
Conceptual Definitions


172.1.1
Ways of Motivating Employees


182.1.2 
Factors Motivate Workers


192.1.3 
Role of Motivation on Workers Performance:


202.1.4 
Relationship between Motivation and Performance


232.3 
Theoretical Framework


232.3.1 
Motivation Theories


342.3.2
Levels of Employee Motivation


352.3.3
The Role of Motivation


382.3.4 
The Effects of Motivation on Employees’ Performance


402.3.5
Monetary Motivators Versus Non-Monetary Motivators


432.4 
Empirical Review


432.4.1 
Empirical Studies in the World


442.4.2
Tanzania Related Studies


452.4.3
Pakistan Related Studies


CHAPTER THREE
3.0 48 

 HYPERLINK \l "_Toc494348385" 
RESEARCH METHODOLOGY


483.1 
Introduction


483.2 
Research Design


483.3 
Study Area


493.4 
Population and Sampling Design


493.4.1 
Population


493.5 
Sample Size and Sampling Techniques


493.5.1 
Sample Size


503.5.2 
Sampling Techniques


513.6 
Data Collection Methods


513.6.1
Primary Data


513.6.2 
Secondary Data


513.7 
Data collection tools


523.7.1 
Questionnaire


523.7.2 
Observation


523.7.3 
Interview


533.8 
Reliability and Validity of Data


533.8 
Reliability and Validity of Data


543.9 
Data Analysis Methods


55CHAPTER FOUR 

 HYPERLINK \l "_Toc494348405" 



4.0 55PRESENTATION OF FINDINGS, ANALYSIS AND DISCUSSION


554.1
Introduction


554.2 
Findings and Data Analysis


554.2.1 
Gender of Respondents


554.2.2 
Rank of Respondents


564.2.3 
Age of Respondents


574.3 
Factors that Motivate Employees


574.3.1 
Nature of Work


584.3.2 
Promotion in the Organization


584.3.3 
Opportunity for Advancement


594.3.4 
Responsibility


604.3.5 
Appreciation for Workdone


614.3.6 
Salary


624.3.7 
Working Condition


624.3.8 
Relationship with Superior


634.3.9 
Relationship with Peers


634.4 
Factors that Serves as satisfaction or Dissatisfaction among                       Employees


634.4.1
Recognition at work Place


644.4.2 
Authority to Make Necessary Decisions in Order to Complete               Assigned  Tasks


654.4.3 
Management style


654.4.4 
Regular on the Job Training


664.4.5 
Monetary Incentives Adequate


674.5 
Determinants of Employee Performance


674.5.1 
Qualification of Employees


684.5.2
Experience of Employees


694.5.3
Working Environment


694.5.4 
Compensation Package


704.5.5 
Job Security


714.5.6 
Support for other Colleagues


724.5.7 
Age and Health Condition of Employee


734.6 
Effects of Motivation on the Employee Performance


734.6.1
Nature of Work


734.6.2 
Promotion in the Organization


744.6.3 
Effects of Motivation on the Employee Performance


76CHAPTER FIVE

 HYPERLINK \l "_Toc494348440" 



5.0 76SUMMARY, CONCLUSIONS AND RECOMMENDATIONS


765.1 
Introduction


765.2 
Summary of Findings


775.2.2 
Factors that Motivate Employees


775.2.3
Factors that Serves As Satisfaction or Dissatisfaction Among                         Employees


785.2.4 
Determinants of Employee Performance


785.2.5 
Effects of Motivation on the Employee Performance


795.3 
Conclusions


795.4 
Recommendations


815.5 
Areas for Further Research


82REFERENCES


85APPENDIX




LIST OF TABLES
50Table 3.1:
Sample Size



55Table 4.1:
Gender of Respondents


56Table 4.2:
Rank of Respondents


56Table 4.3:
Age of Respondents


57Table 4.4:
Nature of the Work


58Table 4.5:
Promotion in the Organization


58Table 4.6:
Opportunity for Advancement


60Table 4.7:
Responsibility


60Table 4.8:
Appreciation for Workdone


61Table 4.9:
Salary


62Table 4.10:
Working Condition


63Table 4.11:
Relationship with Peers


63Table 4.12:
Recognition at Workplace


64Table 4.13:
Authority to Make Decision


65Table 4.14:
Management style


66Table 4.15:
Regular on the Job Training


66Table  4.16:
Monetary incentives adequate


68Table 4.17:
Qualification of Employees


68Table 4.18:
Experience of Employees


69Table 4.19:
Working Environment


70Table 4.20:
Compasation Package 


71Table 4.21:
Job Security


72Table 4.22:
Support for other Colleagues


72Table 4.23:
Age and Health Condition Of Employees


73Table 4.24:
Nature of the Work


74Table 4.25:
Promotion in the Organization




LIST OF ABREVIATION
CIPD
Chartered Institute of Personnel and Development
HRM
Human Resource Management
ITCZ
Inter Tropical Convergence Zone

PSM
Public Service Motivation

SIDO
Small Industries and Domestic Organization

CHAPTER ONE

1.0 INTRODUCTION
This chapter consists of the background of the study. The section also provides the statement of the problem and objectives of the study as well as it deals with research questions, significance and scope of the study.
1.1 Background of the Study

The term motivation is derived from the Latin word ‘movere’ which means to move (Baron, Henley, Mc Gibbon and McCarthy, 2012). Certo (2016) describes motivation as giving people incentives that cause them to act in desired ways. Motivation has also been described as the process of arousing and sustaining goal-directed behavior (Nelson, 2013). It is commonly agreed that there are two types of motivation, namely extrinsic and intrinsic. Intrinsic motivation is that behavior which an individual produces because of the pleasant experiences associated with the behavior itself (Mosley, Pietri and Mosley Jnr, 2012). They stem from motivation that is characteristic of the job itself. Examples are receiving positive recognition, appreciation, a sense of achievement and meeting the challenge. 
According to Beer and Walton (2014), intrinsic rewards accrue from performing the task itself, and may include the satisfaction of accomplishment or a sense of influence. Mosley, Pietri and Mosley Jnr. (2012) describe extrinsic motivation as the behavior performed, not for its own sake, but for the consequences associated with it. Examples include salary, benefits and working conditions. Extrinsic rewards come from the organization as money, perquisites or promotions from supervisors and co- workers as recognition (Beer and Walton, 2014). Employees are motivated by a combination of both factors at any given point in time (Riggio, 2013). 

Neeraj, (2014) states that the opportunities and challenges of leadership and management are significantly different from that of the past and in particular, the last decade. Industrial psychologists and management practitioners have long been interested in searching for factors which influence motivation and productivity (Chung, 2013). According to Stanley (2012), in today's marketplace, where companies seek a competitive edge, motivation is key for talent retention and performance. No matter the economic environment, the goal is to create a workplace that is engaging and motivating, where employees want to stay, grow and contribute their knowledge, experience and expertise. Chung (2013) continues to state that in an effort to find the determinants of motivation and performance in industry, industrial psychologists and managerial practitioners have developed a variety of theories of (and approaches to) human motivation. 
Many psychologists have developed motivational theories in terms of human needs or motives, while most management scholars have developed managerial theories in terms of incentives or inducements (Riggio, 2014) Traditionally, the study of job performance has been based on two somewhat independent assumptions: that performance can be understood in terms of the individual's ability to perform the tasks, and that performance depends solely upon the level of motivation (Chung, 2013). Motivation is generally defined as the psychological forces that determine the direction of a person's level of effort, as well as a person's persistence in the face of obstacles (Stanley, 2012). 

The responsibility for motivation is three-fold: it falls on the senior leadership, the direct manager and the employee (Bhuvanaiah and Raya, 2015). Numerous factors are involved, from trust, engagement and values (individual and organizational) to job satisfaction, achievement, acknowledgement and rewards. Motivation is essential for working autonomously, as well as for collaboration and effective teamwork (Stanley, 2012). Motivating employees for better performance encompasses these critical factors: employee engagement, organizational vision and values, management acknowledgment and appreciation of work well done, and overall authenticity of leadership (Neeraj, 2014). 
Performance appraisal is one of the most important human resource (HR) practice, administered in organizations by which supervisors evaluate the performance of subordinates (Neeraj, 2014). Aguinis (2013) implies that the focus of the performance appraisal is measuring and improving the actual performance of the employee and also the future potential of the employee; it aims to measure what an employee does. Performance appraisal is generally regarded as one of the most crucial human resource management functions (Judge and Ferris 2013).

Furthermore; a competent performance appraisal and management system is an indispensable part of an organizations human resource management adequacies (Guest, 1997). Employee reactions to appraisal in terms of perceived employee fairness, accuracy, and satisfaction are important components of appraisal effectiveness because these perceived employee reactions can motivate employees to improve their performance (Taylor, Tracy, Renard, Harrison and Carroll 2015). That is, performance appraisal serves as a means for providing feedback that can result in improved performance (Tornow, 2013). 

Research in performance appraisal has demonstrated that performance appraisal characteristics (such as appraisal purpose and source) can elicit positive employee reactions to performance appraisal and, which in turn, can motivate employees to improve their performance (DeNisi and Pritchard 2016). Therefore, by focusing the attention on performance, performance appraisal goes to the heart of personnel management and sets out different objectives which are directly responsible for the Career development of employees and continued growth and development of the organizations (Selvarajan and Cloninger, 2016). 

Employee turnover is a universal problem that all organizations around the world face (Stanley, 2012). One of the factors that contribute to high employee turnover is de-motivation (Mosley, Pietri and Mosley Jnr, 2012). There is a growing consensus among managers and leaders about the significance of combining effective motivation incentives to encourage good performance (Cole and Kelly, 2011). In order for organizations to meet their objectives, they must have a workforce that is motivated and works towards achieving the said objectives (Steers and Porter, 2011). 

Motivating employees is a challenge and keeping employees motivated an even greater challenge (Levy, 2013). Today, organizations are under intense pressure to identify and implement programs that will prove effective in improving employee productivity (Deci, 2013). It is no longer enough to increase salaries and expect increased performance; it is more complex than that (George and Jones, 2013). Employee motivation affects productivity and a poorly motivated labor force will be costly to the organization in terms of lower productivity and performance, excessive staff turnover, increased expenses, frequent absenteeism and a negative effect on the morale of colleagues (Jobber and Lee, 2014). It is a well-known fact that the success of an organization largely depends on the quality of its human resource, irrespective of the industry within which it operates (Deci, 2013). It is with this in mind that leaders and managers must strive to ensure that their workforce is motivated and therefore productive. Motivation is seen as one of the most important factors in issues related to human resources management (HRM) and organizational behavior management (Nelson, 2013). 
Theories of job performance offer that motivation is a key determinant of performance The role of motivation in the work context has been studied to understand what causes employees to try hard to do well, or more specifically what causes the arousal, direction, and persistence of voluntary actions that are goal directed (Mitchell and Linden, 2012). It is therefore imperative that managers understand what motivates employees and also how to motivate them effectively (Deci, 2013). There have been numerous researches done on motivation and employee performance. Many scholars have postulated theories to try and understand what motivation is, and how it affects individuals (Fincham and Rhodes, 2015). 
One particularly significant theory was developed by Abraham Maslow and is known as the hierarchy of needs (Riggio, 2014). At the core of Maslow’s theory is a hierarchy of five categories. They are psychological, security, social, esteem and self-actualization needs (Kreitner and Kinicki, 2016).Tracy, Renard, Harrison and Carroll 2015). That is, performance appraisal serves as a means for providing feedback that can result in improved performance (Tornow, 2013). Research in performance appraisal has demonstrated that performance appraisal characteristics (such as appraisal purpose and source) can elicit positive employee reactions to performance appraisal and, which in turn, can motivate employees to improve their performance (DeNisi and Pritchard 2016). Therefore, by focusing the attention on performance, performance appraisal goes to the heart of personnel management and sets out different objectives which are directly responsible for the Career development of employees and continued growth and development of the organizations (Selvarajan and Cloninger, 2016). 
Employee turnover is a universal problem that all organizations around the world face (Stanley, 2012). One of the factors that contribute to high employee turnover is de-motivation (Mosley, Pietri and Mosley Jnr, 2012). There is a growing consensus among managers and leaders about the significance of combining effective motivation incentives to encourage good performance (Cole and Kelly, 2011). 
In order for organizations to meet their objectives, they must have a workforce that is motivated and works towards achieving the said objectives (Steers and Porter, 2011). 
Motivating employees is a challenge and keeping employees motivated an even greater challenge (Levy, 2013). Today, organizations are under intense pressure to identify and implement programs that will prove effective in improving employee productivity (Deci, 2013). It is no longer enough to increase salaries and expect increased performance; it is more complex than that (George and Jones, 2013). 

Employee motivation affects productivity and a poorly motivated labor force will be costly to the organization in terms of lower productivity and performance, excessive staff turnover, increased expenses, frequent absenteeism and a negative effect on the morale of colleagues (Jobber and Lee, 2014). It is a well-known fact that the success of an organization largely depends on the quality of its human resource, irrespective of the industry within which it operates (Deci, 2013). It is with this in mind that leaders and managers must strive to ensure that their workforce is motivated and therefore productive. 
Motivation is seen as one of the most important factors in issues related to human resources management (HRM) and organizational behavior management (Nelson, 2013)Performance is an evaluation of the results of a person‟s behaviour. It involves determining how well or poorly a person has accomplished a task or done a job. Motivation is only one factor among many that contributes to an employee‟s job performance. All thing being equal, one would expect a highly motivated teacher or an officer would deliver high-quality teaching or service than those poorly motivated teacher or officer. All things however, are not always equal because so many factors affect performance – factors such as personality, the difficulty of the task, availability of resources and working conditions
To attain high levels of performance as an employee and manager, you must be sure that you and your employees have the ability, motivation and the resources to meet objectives. When performance is not at the standard level or above, you must determine which performance factor needs to be improved and improve it (Lussier, 2005). Studies on motivation depicts that there are several ways to motivate employees. These are known as theories, which can be divided into two categories. They are the content theories and the process theories. The content theory focus on what motivates employees and it was 3 propounded by eminent writers such as Maslow (1946), McClelland (1988) and Herzberg (1968). Vroom (1969), Adams (1965), Locke and Latham (1990) are the proponents of the process theories and they focus on how motivation occurs. 
Reis and Pena (2001) question whether motivating people to work in the 21st century with theories conceived during the past 100 years are likely to be infeasible. They conclude that the core message is that managers should reconsider the out-dated motivational patterns utilised to maintain role performance in organisations and adopt a fresh motivation formula for the 21st century based on friendship, work and respect. However, Chartered Management Institute (2001) checklist maintains that these theories are still valid today. Even though the two theories are complementary, they are in a way opposite and their differences leads others to conduct further studies on motivation. This led to a number of ways through which employees could be motivated to increase performance. 
Several writers such as Roche and Mackinnon (1970) and others such as Mayfield et al (1998) suggest that leadership styles and freedom given to employees are significant in motivating employees. Luthans and Stajkovic (2000) and Armstrong and Murlis (2004) held the view that recognition can be used to motivate worker to perform well whilst Oldham and Hackman (2010),Lawler (1969) argued that job design has an important role to play in employees behaviour. Considering many approaches to motivation and how difficult it is to find or identify one that solely motivates workers, the study seek to determine whether motivation have effect on employees‟ performance. most important factors in issues related to human resources management (HRM) and organizational behavior management (Nelson, 2013)Considering many approaches to motivation and how difficult it is to find or identify one that solely motivates workers, the study seek to determine whether motivation have effect on employees‟ performance. Most important factors in issues related to human resources management (HRM) and organizational behavior management (Nelson, 2013) 

Theories of job performance offer that motivation is a key determinant of performance The role of motivation in the work context has been studied to understand what causes employees to try hard to do well, or more specifically what causes the arousal, direction, and persistence of voluntary actions that are goal directed (Mitchell and Linden, 2012). It is therefore imperative that managers understand what motivates employees and also how to motivate them effectively (Deci, 2013). 
There have been numerous researches done on motivation and employee performance. Many scholars have postulated theories to try and understand what motivation is, and how it affects individuals (Fincham and Rhodes, 2015). One particularly significant theory was developed by Abraham Maslow and is known as the hierarchy of needs (Riggio, 2014). At the core of Maslow’s theory is a hierarchy of five categories. They are psychological, security, social, esteem and self-actualization needs (Kreitner and Kinicki, 2016). Frederick Herzberg is another renowned motivation scholar. According to his two factor theory, dissatisfaction results from the absence of hygiene factors which include salary and relationships with others, while satisfaction results from the presence of motivating factors such as job opportunities and recognition (Kinicki and Kreitner, 2016). 
1.2 Statement of Research Problem
Noble (2009) states that more attention should be paid in identifying and dealing with working environment because when employee have negative perception to their environment they sometimes suffer from chronic stress. Opperman (2002) stated that, working environment means those processes, systems, structures, tools or conditions in the workplace that impact favorably or unfavorably individual performance. The working environment also includes policies, rules, culture, resources, working relationships, work location, internal and external environmental factors, all of which influence the ways that employee perform their job functions relationships, work location, internal and external environmental factors, all of which influence the ways that employee perform their job functions.
 This study is designed to examine the impact of motivation on employee’s performance at the SIDO (Head Office Ilala). The problem identified which made to undergo this research is based on the factors which mostly affect employees’ performance. Through this study the employer will get to know motivation  impacts greatly on the employee’s performance. A well designed office signals the values and objectives of the organization and the use of design in office interior communicates an organization values and identity. Office design therefore should be one of the factors in affecting employee’s productivity. Employee’s morale is often interrelated when it comes to productivity in the work environment. 
1.3 Research Objective

This research was guided by the following study objectives

1.3.1 General Objective

The general objective of this study was to assess the impact of motivation on employees’ performance at SIDO
1.3.2 Specific Objectives

i. To examine out the importance of motivation

ii. To identify the contribution of motivation in performance of employees

iii. To find out how motivation  improve performance of employees in working environment
1.4 Research Questions
i. What is the importance of Motivation

ii. What is the contribution of motivation in performance of employees

iii. :How motivation improve performance of employees in working environment
1.5 Significance of Study

It is anticipated that the findings of the study pave way for the authorities of SIDO management to accept the variable that affects employees’ performance at the organization. Such an acceptance could be utilized to improve performance of employees. It will also visualize that the findings of this study enabled the organization to know how to address issues concerning the employees and its working environment and to consider office design as an important factor in increasing employees’ performance. It therefore serve as a reference material for future researches in this area. Also, the results throw more light on factors affecting employee’s performance as far as their environments are concerned. The study is expected to provide knowledge and measures to improve the working environment of employees for better performance in public organisation specifically at SIDO in Ilala at Dar es Salaam Region. 

1.6 Scope of the Study
The study focused on employees at SIDO. This is the public Organisation which operates at the city center of Dar es Salaam Region. This study found out how motivation has a significant impact upon employee performance and productivity.
CHAPTER TWO                                                                                                                                                          2.0 LITERATURE REVIEW

2.1 Introduction
This chapter presents the literature review on the study. It seeks to present a review of significant theoretical and empirical literature in relation to the research questions being analyzed. It is concentrated on the definition of motivation, forms of motivation, theories on motivation, and factors that motivates employees. An attempt was made to discuss performance, the effects of motivation on employees‟ performance.
2.2 Conceptual Definitions
 Motivation and Employee Performance: Motivation is the most important factors influential organizational performance. Employee motivation is one of the policies of managers to increase effectual job management amongst employees in organizations (Shadare et al., 2009). A motivated employee is responsive of the definite goals and objectives individuals must achieve, therefore individuals direct its efforts in that direction. Organizational facilities will go waste if it lacks motivated people to utilize these facilities efficiently. 
Employee motivation and performance are key factors in moving a business forward. Owners, managers and supervisors know positive motivation leads to better performance and higher productivity but may rely on the wrong tools that will create dissatisfaction among employees and leads to poor performance. Motivation increases the willingness of the workers to work, thus increasing effectiveness of the organization. Organization goal is to develop motivated employees and support their morale regarding their respective works for better performance (Shadare et al., 2009). 

Motivation: Many scholars had tried to define motivation and it‟s a well-studied field which has roots in many academic disciplines such as psychology, sociology, education, political science, and economics. Definition of motivation according to Society for Human Resource Management (2010), motivation is generally defined as the psychological forces that determine the direction of a person‟s level of effort, as well as a person‟s persistence in the face of obstacles. 

Bratton et al. (2007:248) defined it as a cognitive decision making process that influences the persistence and direction of goal directed behaviour. Work motivation can also be defines as the psychological forces within a person that determines the direction of that person’s behaviour in an organisation (George and Jones, 2008:183). Element in the above definitions are: ‘effort’ -a measure of intensity that maximises employees potential capacity to work in a way that is appropriate to the job; ‘persistence’ -the application of effort work-related tasks employees display over a time period; and ‘direction’ -emphasises that persistent high level of work-related effort should be channelled in a way that benefits the work environment. Bartol and Martin (1998) describe motivation as a power that strengths behaviours, gives route to behaviour, and triggers the tendency to continue. 
This explanation identifies that in order to attain assured targets; individuals must be satisfactorily energetic and be clear about their determinations. Denhardt et al. (2008) also define motivation as an internal state that causes people to behave in a particular way to accomplish particular goals and purposes. Whilst it is not possible to observe motivation itself, it‟s possible to observe the outward manifestations of motivation. For instance, the acquisition of money may be an extrinsic motivator, but it is simply the manifestation of the internal drive to meet intrinsic needs like purchasing food, paying rent for shelter, or acquiring high social status. 
Denhardt et al. (2008) further stated that motivation is not the same as satisfaction. Satisfaction is past oriented, whereas motivation is future oriented. Igalens & Roussel (1999) on their part also stated that workers may be very satisfied by the compensation of their job; there are countless instances where these workers are not entirely motivated to continue doing what they would do. Motivation is central to management because it explains why people behave the way they do in organizations. Motivation may also be defined as the internal process leading to behaviour to satisfy needs. The process people go through to satisfy their needs is need - motive - behaviour - satisfaction or dissatisfaction (Lussier, 2005). Some of the authors who had worked on the principal concept behind motivation such as Kreitner (1995), Buford et al. (1995), Higgins (1994) were cited in Lindner (1998) defined motivation as “the psychological process that gives behaviour purpose and direction, a predisposition to behave in a purposive manner to achieve specific unmet needs, an unsatisfied need and the will to achieve”. 

For the purpose of this study, the definition of the Society for Human Resource Management (SHRM) is adopted. Thus, following the Society for Human Resource Management (2010) definition, this study working definition of motivation is: 

“The psychological forces that determine the direction of a person’s level of effort, as well as a person’s persistence in the face of obstacles”.

The above definition incorporates the idea of the many possible actions that a person could engage in either to keep trying or give up when faced with roadblocks and obstacles. The adoption of this definition makes it possible to examine the factors or events that moves, leads, and drives certain human action or inaction over a given period of time given the
Employee Performance: Sinha (2001) stated that employees’ performance is depending on the willingness and also the openness of the employees itself on doing their job. He also stated that by having this willingness and openness of the employees in doing their job, it could increase the employees’ productivity which also leads to the performance. Stup (2003) also explained that to have a standard performance, employers have to get the employees task to be done on track as to achieve the organization goal or target. By having the work or job done on track, employers could be able to monitor their employees and help them to improve their performance. 

Furthermore, a reward system should be implemented based on the performance of the employees. This is to motivate the employees in order to perform more on their task. There are several factors that being described by Stup (2003) towards the success of the employees’ performance. The factors are such as physical work environment, equipment, meaningful work, performance expectation, feedback on performance, reward for good or bad system, standard operating procedures, knowledge, skills and attitudes.
Franco et al (2002) defined performance that relies on internal motivation but presence of internal factors such as necessary skills, intellectual capacity and resources to do the job clearly have an impact. As a consequence employers are supposed to provide appropriate working conditions in order to make sure the performance of employees meet the required standards.
2.2.1
Ways of Motivating Employees
Let Them Know You Trust Them: If you let them know you trust and depend on them, they will fill those shoes sooner than you think. A vote of confidence can go a long way. Let them know you trust them to do the best job possible and they will rarely disappoint you. 

Set Smaller Weekly Goals: You want lofty ambitions, but set up smaller goals along the way to keep people in it. Rather than make a billion this year, focus on getting 100 new customers this week-something that will get you to that billion. Then reward the team for achieving the goal with an afternoon off, a party, etc. They will see that your goals are realistic and everyone benefits from working hard.
Be Transparent: It will be good with employees about what's happening at the highest level so there are no surprises and everyone has a chance to ask questions and give feedback. I want employees to feel included in big decisions and committed to the direction company takes. This has helped to sustain motivation and increased company loyalty and pride.

Motivate Individuals Rather Than the Team: Aligned incentives are the only true way to ensure everyone on a team is working toward a common goal. Framing the strategy in multiple ways ensures each stakeholder has a clear, personal understanding of how working together benefits himself and the team. This technique allows you to motivate the team to accomplish amazing things. 

 Have an Open-Door Policy It's amazing how a simple "please" and "thank you" fares with employees. We simply speak to staff the way we would want to be spoken to. We also have an open-door policy when it comes to suggestions and ideas. When employees feel that their voice matters, they in turn feel confident about their positions in the company and that they have more at stake than just a paycheck.(Miles Jennings,Recruiter.com)

2.2.2 
Factors Motivate Workers
Communicate Better: If you’re nothing more than a face on a newsletter or a name on an email, what motivation will your employees have to meet your goals? The importance of employee communications is often overlooked. You should communicate with them frequently, and actually speak with them face-to-face. Staff needs to know they are valued, and communicating in person with them is the best way to show your appreciation for their hard work.

Be An Example: You can’t expect your employees to work hard or behave the way you want them to if you don’t lead by example. If you show your excitement about the company’s goals, your employees will get on-board and work to achieve those goals. Good moods are always infectious — especially in the workplace.

Empower Them: Give your employees more of a say in how they do their job. Ask for their input and get suggestions on how they can improve their performance. Most employees have ideas about how they can be more efficient, but they may not share them with you unless you specifically ask them. Use regular employee reviews to discuss these improvements, but don’t just ask. If you really want to empower and motivate your employees, you need to take their advice and implement it. You should also give them the authority to make their own decisions, such as providing service for a client up to a certain point without needing to get prior approval.

Offer Opportunities for Advancement: Your employees are more motivated when they know they’re working towards something. If they think there’s no opportunity for advancement, they don’t have much to work for. Nobody wants to work a dead-end job. Motivate your employees by offering training that gives them the skills they need to climb their career ladder. Grooming young employees to move on to better opportunities is valuable to you as well because it enables you to build your company’s reputation as a great place to work. 
2.2.3 
Role of Motivation on Workers Performance
Professional Goals: Staffers looking to advance through the ranks at the company are more likely to be motivated by professional ambition. Employees who see potential for growth and are given increasing levels of responsibility are more apt to continue to push themselves to excel. In this sense, realized ambition has the potential to be a motivational driver.

Loyalty: Employees who have a long history with a company may feel a vested interest in the continued success of the organization. These individuals may be motivated to perform at optimum levels as a way of achieving job security. Concurrently, employees who fear for their positions may also be motivated to higher levels of productivity as a way to protect against job loss.

Recognition: Some professionals are motivated by a desire for recognition. Employee recognition programs that acknowledge and reward staffers for their contributions are often valued to such a degree that they become strong motivators for enhanced performance. Company awards, commendation from a board of directors or recognition in a public forum often motivate staffers to push themselves to increased levels of productivity.

Identifying Staff Motivators: A savvy manager can identify what motivates staffers by asking for employee input. Conduct regular staff surveys and ask workers what motivates them and what professional factors are likely to increase their performance levels. In addition to giving you valuable insight, this approach will also demonstrate to employees that their input is valued.

Money: Money is a strong motivator for employees. Staffers who feel they are well compensated are more likely to be high performers, as are those who participate in incentive programs and have the chance to earn bonuses. Employees who feel underpaid or undervalued are more likely to lack the motivation to excel beyond their basic job duties, (free.atozmanual.com).
2.2.4 
Relationship between Motivation and Performance
It is seen that employees performance has an impact on the organization's objective. And it is thus imperative that every employees performance should be managed. This process of performance management includes group assessments and peer reviews. In recent time performance management system have become more essential because managers are under constant pressure to get better progress and performance of their organization by motivates their employee.

Despite the motivation performs it is necessary to briefly highlight the barriers that might affect the performance of employee. These barriers may be the result understand competencies, inappropriate performance goals, or lack of feedback about performance. There are some factor which is affective overall employees performance.
According to Butkus and Green (1999), motivation is derived from the word “motivate”, means to move, push or persuade to act for satisfying a need. Baron (1983) defined motivation in his own right. He says that “motivation is a set of processes concerned with a kind of force that energizes behaviour and directs it towards achieving some specific goals. Many writers have expressed motivation as goal directed behavior. This objective nature of motivation is also suggested by kreitner and Kinicki (2001) put forward that motivation represents “those psychological processes that cause the stimulation, persistence of voluntary actions that are goal directed”. 

A motivated person have the awareness of specific goals must be achieved in specific ways; therefore he/she directs its effort to achieve such goals (Nel et al., 2001). It means that motivated person is best fit for the goals that he/she wants to achieve, as he/she is fully aware of its assumptions. Therefore if the roles of managers are assumed to successfully guide employees towards the organizational agenda of achieving its objectives, then it is very important for them to educate and understand those psychological processes and undertakings that root cause the stimulation, direction of destination, determination and persistence of voluntary actions (Roberts, 2005). Mo (1992) differentiates between the terms „movement‟ and motivation‟. 
Movement carries out the task for compensation, remuneration in humans mind to act, while the term motivation is stapled with total involvement of a person in its tasks to carry out with excitements and happiness. In simple words, movement compels a person to carry out tasks, while motivation is self-realized jubilant and pleasing act of carrying out specific tasks. The researcher emphasizes on motivation which is basis for the success because the person involved in it is very happy and voluntarily excited not for compensation. Motivation is reason for individuals‟ accomplishments to carry out the project (La Motta 1995). There are many aspects of motivation in an organization; a person motivated by those aspects may not necessarily motivate another person, because there are many different factors that affect motivation for different level employees. 

On reaching the understanding and believing that people (employees) are naturally motivated, an organization simply provide the environment for their motivation to be enhanced and improved (Baron, 1983). It means that an organization is a better environment and working atmosphere provider, it only needs to believe that the people have the motivational behaviour. Lawler (2003)
2.3 Theoretical Framework

The theoretical framework is the structure that can hold or support a theory of research under study. The theoretical framework introduces and describes the theory which explains why the research problem under study exists as Redding et al(2000)asserted that theoretical framework provides a road map to tackle research problems.
Employees' performance has been established to be directly related to employees' motivation. This assertion was corroborated by different management theories since the works of Frederick Taylor on 'The Principle of Scientific Management' in 1911and Henry Gantt on 'Works, Wages and Profits' in 1913. Modern employees' motivation management methods have evolved over time which discredited Taylor's" differential piece rate -work" and Gantt's "task and bonus wage" systems. The modern employees' motivation management methods are employees' oriented and are more effective (Gardner and Lambert 1972). 

2.3.1 
Motivation Theories
A: Abraham Maslow: Hierarchy of Needs

Maslow (1943) was the first to use people’s needs in motivation theory. He worked with individuals having neurotic ailments and assessed their hierarchy of needs in 1943. Maslow‟s theory on motivation has attracted management theorists. The hierarchies of needs according to Maslow are the following: Physiological needs, Safety needs, Love needs, Esteem needs and Self-Actualization Needs. These needs are arrange from the lower needs to the higher needs. 

Five needs rank in a hierarchical order from lowest to highest: physiological, safety, belonging, esteem, and self-actualization. An individual moves up the hierarchy, when a need is substantially realized (Shah and Shah, 2007).

1. Physiological Needs: The basic physical needs for sustaining the human life. For example food, water, sleep, medicine, education etc. 

2. Safety Needs: To be free of physical danger and of the fear of losing a job, property, food or shelter and to protect against any emotional harm. To have a safe home, secure income, sufficient salary, benefits and medical insurance. 

3. Social Needs: Because people are social beings, they need to belong and be accepted by others. They like to have family and friends. People try to satisfy their need for affection, acceptance and friendship. Interaction and cooperation with co-workers and leaders 

4. Esteem Needs: To be held in esteem both by themselves and by others. This kind of need produces such satisfaction as power, prestige status and self-confidence. It includes both internal esteem factors like self-respect, autonomy, achievements and external esteem factors such as status, recognition and attention.

5. Self-Actualization: This is the highest need in Maslow‟s hierarchy. This need is to fulfil one’s potential and self-fulfilment and maximize one’s potential and to accomplish something. Employees in this rank try to maximize their knowledge, skills and performance to do a good job. In principle the human being’s desire is to satisfy his basic needs first and as he or she is always encouraged, seeking for higher needs. Maslow‟s message is simply this; people always have needs, and when one need is relatively fulfilled, others emerge in the predictable sequence to take its place. 
According to Maslow‟s theory, most individuals are not consciously aware of these needs yet we all supposedly proceed up the hierarchy of needs, one level at a time (Kreitner, 1995). The relevance of Maslow‟s Theory for Manager’s; behavioralScientists who have attempted to test Maslow‟s Theory in real life claim it has some deficiencies. Even Maslow‟s hierarchical arrangement has been questioned. Practical evidence points toward a two level rather than a five-level hierarchy (Kreitner, 1995) Although, Maslow‟s theory is still useful in certain areas, the main strength of this theory is the recognition and identification of individual needs for the purpose of motivating behaviour (Bowditch et al., 1997). 
Although Maslow‟s theory has not stood up well under actual testing, it teaches managers one important lesson: a fulfilled need does not motivate an individual. For example, the promise of unemployment benefits may partially fulfil an employee‟s need for economic security (the safety need).In competing view, physiological and safety needs are arranged in hierarchical fashion, as Maslow contends. The contrary view is that, any one of the needs may emerge as the single most important need, depending on an individual. 
Edward Lawler, a leading motivation researcher, observed, “Which higher-order needs come into play after the lower ones are satisfied and in which order they come into play cannot be predicted. If anything, it seems that most people are simultaneously motivated by several of the same-level need‟‟ Lawler (1966: P 64) The “motivation to work” published by Maslow (Maslow 1943: 370) probably provided the field of organizational behaviour and management with a new way of looking at employees job attitudes or behaviors in understanding how humans are motivated. Probably the best-known conceptualization of human needs in organizations has been proposed by this theory. 
Abraham Maslow was a clinical psychologist who introduced his theory based on personal judgment, which was generally known as the need hierarchy theory. According to him if people grew in an environment in which their needs are not met, they will be unlikely to function as healthy individuals or well-adjusted individuals. This idea was later applied to organizations to emphasize the idea that unless employees get their needs met on the job, they will not function as effectively as possible. 

B: Douglas McGregor: Theory X/Theory Y: McGregor‟s theory, which is built on Maslow‟s theory, adds a central idea: that managers‟ assumptions about their employees can affect their motivation. This theory proposes two alternative and extreme views to see the human being: Theory X and Theory Y. According to Theory X the employee is viewed as mainly negative, lazy, resist change and unable to motivate. This produces a controlled environment with strict rules, threats and punishments. Employees in an organization like this tends to perform less effectively, give low productivity, produces aggressions and conflicts (Bolmanet al., 1997). 
Theory Y on the other hand strives to maximize the employee’s individual goals and efforts by giving workers greater job involvement and autonomy. This means that employees are given the possibility to grow and achieve their own goals within the organization. Employees are viewed as positive and open to development. Management’s goal is to make the employee happy and satisfied with their work and performance (Bolmanet al., 1997; Matteson 1999). Taken not too literally the theory can provide a useful tool for motivation and management research (Shah and Shah, 2007). In addition, these theories remain as a guiding principle of positive approaches for management, to organizational development and to improve organizational culture.

Macgregor suggested that there exist two sets of employees (lazy and ambitious employees) with lazy employees representing theory X, hard and ambitious workers representing Y. According to him, the lazy employee should be motivated to increase performance in an organization Geogopalaus path Goal theory of motivation states that, if a worker sees high productivity as a path leading to the attainment of one or more of his personal goals, he will turn to be a high producer. But if he sees low productivity as the path leading to the attainment of his goal he will turn to be a low producer and hence needs to be motivated. 

This discussion on the above motivational theories explains the fact that the concept of Employee’s motivation has been a critical factor addressed by previous authors as what determines the core competence of every organization in achieving a competitive position. Skinner who propounded that any behavior that is rewarded tends to be repeated supported this view. The term motivation has been used in numerous and often contradictory ways. Presently there appears to be some agreements that the crucial thread that distinguishes employee’s motivated behaviors from other behavior is that it is goal directed behavior (Bindra; 2000).
C: Frederick Herzberg: Motivation-Hygiene

In 1959 Herzberg, Mausner and Snyder man processed a research concerning motivation to work. They chose similar companies situated in Pittsburgh Industry area. They interviewed approximately 200 engineers and accountants working for those companies. The theory developed from this research concerns hygiene factors, which are necessary for the employee to experience but do not motivate them to work. The explanation for hygiene factors could be a person’s relationship with the environment in which one operates.

Herzberg argues that intrinsic job factors are motivating, whereas extrinsic factors only placate employees. In this theory, there are two group factors. The first one is motivating factors or satisfaction and the second one is hygiene factors or dissatisfaction. According to Herzberg, the workers get motivated when they are responsible for their work. He also proposed that managers can give their employees more authority to their job and offer them direct and individual feedback in order to motivate and help employees to connect to their work (Wirralmet, 2007). 
Furthermore, Herzberg also recommended that the job should have sufficient challenges to utilize the full ability of the employee. If the job is not sufficiently challenging enough and not used for an employee’s full abilities, the company should replace the employee with the one who has a lower level of skill to do the job (Shah and Shah, 2007). Most empirical studies have refuted predictions based on Herzberg’s theory. According to Herzberg’s theory, he concluded that hygiene factors are related to dissatisfaction rather than satisfaction. However, recent researchers have found contradictions and opposite to his theory (Examstutor, 2007). 
Another problem with Herzberg’s theory is that some employees show no particular interest in such motivators as opportunity for growth and advancement (Durbin, 2002) Herzberg’s theory implication in real work life for a manager and management in the company who want to motivate their employees would include these activities: provide the employees with good compensation, flexible company policies and being connected to their own employees. In addition, the manager also recognizes the good work from their employees and gives their employees the opportunities to grow and develop their skills, knowledge and experience.

D: Rensis Likert
The contribution of Rensis Likert Theory on motivation cannot be undermined in literature review and therefore seeks to address some of the issues of work place diversity especially motivation which is a serious challenge in the 21st century. Theory was developed by Likert in 1961, as a Director of the Institute of Social Research at the University of Michigan, USA. The theory was mainly about high producing and low-producing managers. The former, according to his research, were those who achieved not only the highest productivity, but also the lowest costs and the highest levels of employee motivation. 
The latter, by comparison, produced higher costs and lower employee motivation. His work indicated that the high- producing managers tended to build their success on interlocking and tightly knit, groups of employees, whose cooperation had been obtained by thorough attention to a range of motivational forces. These included not only economic and security motives, but also ego and creativity motives (self-actualization, in Maslow‟s terminology). Management can achieve high performance when employees see their membership of a work group to be „supportive‟ that is to say when they experience a sense of personal worth and important from belonging to it.

Even though RensistLikert insists on effective work group will promote high production and efficient tools will serve as motivation to employees. There must be good working relationships between manager and workers and by that managers can be in better position to motivate their workers to do more. Most barriers of motivation may include unaware or absent managers, inadequate buildings, out-dated equipment and entrenched attitudes. When these issues are tackling by management it will aid high employee performance of any job given to a particular worker.

E: Contemporary Theories of Motivation

i. Equity Theory

The basis of Equity Theory, in a work context, is that people make comparisons between themselves and others in terms of what they invest in their work (inputs) and what outcomes they receive from it. As in the case of Expectancy Theory, this theory is also founded on people’s perceptions, in this case of the inputs and outcomes involved. Thus, their sense of equity (i.e. fairness) is applied to their subjective view of conditions and not necessarily to the objective situation. The theory states that when people perceive an unequal situation, they experience „equity tension‟, which they attempt to reduce by appropriate behavior. 
Thus, part of the attractiveness (valence) of rewards in a work context is the extent to which they are seen to be comparable to those available to the peer-group. Such thinking, however, is best applied to extrinsic rewards, such as pay, promotion, pension arrangements, company car and similar benefits, since they (a) depend on others for their provision, and (b) have an objective truth about them. Equity theory cannot apply in the same way to intrinsic rewards, such as intrinsic job interest, personal achievement and exercise of responsibility, which by their very nature are personal to the individual, entirely subjective, and therefore less capable of comparison in any credible sense. In today’s turbulent, often chaotic environment, commercial success depends on employees using their full talents. Yet, in spite of the myriad of available theories and practices, managers often view motivation as something of a mystery. In part, this is because individuals are motivated by different things and in different ways.
ii. Attribution Theory 
Attribution Theory suggests that we judge other people’s behavior by attributing meaning to their behavior in the light of perceived internal or external forces. Internally caused behavior is perceived to be under the control of the individual, i.e. they have made a choice in selecting the behaviour. Externally caused behavior results from environmental forces that are perceived to influence people’s behavior (e.g. organizational rules, machinery breakdown etc.), and over which the individual has little or no control. 
Kelley (1972) suggests that when people make attributions, they do so with three major criteria in mind: Distinctiveness, Consensus and Consistency. In case of the internally caused behavior, we would be likely to draw the conclusion that this person was unmotivated individual who dislike his job, and therefore „chose‟ to be late. Where the behavior was seen as essentially caused by external factors, we would likely to conclude that this was a one-off event caused by circumstances outside his control, such as a major traffic hold-up en route to work. This attribution may be true reflection of particular person behavior or not because human behavior is said to be unpredictable from the on sett of creation and therefore call for appropriation ways of motivating the work force to increase productivity. That aside, the taste and preferences of the employees are not uniform and therefore differ from worker to worker.
iii. Reinforcement Theory

Whereas Attribution Theory has strong links with ideas about human perception, Reinforcement Theory, as applied to motivation, has major connections with learning theory, and especially the work of the behaviorist, Skinner (1974). The Reinforcement Theory of motivation suggests that a given behavior is a function of the consequences of earlier   behavior. Thus, it is argued, all behavior is determined to some extent by the rewards or punishments obtained from previous behavior, which has the effect of reinforcing current actions. 
In this sense, all behavior is caused by external sources, since we can have little control over the consequences of our actions. So, if an individual’s efforts to contribute new ideas to a team are consistently met with an indulgent but apathetic approach by management (i.e. negative reinforcement), then the individual is likely to be discouraged from making further suggestions, and may even seek to change his or her job. Where, by comparison, the individual is encouraged to share new ideas and help to develop them (i.e. positive reinforcement), then the person is likely to generate even more ideas. Strict Reinforcement Theory would argue that an individual’s own understandings, emotions, needs and expectations do not enter into motivation, which is purely about the consequences of behavior. 
However, modifications of the theory (e.g. Social Learning Theory) do allow for the effect of individuals‟ perceptions of the rewards/punishments obtained by others as a contributor to motivation. Thus, an employee is not just affected by the consequences of his own actions at work, but is able to infer „appropriate‟ behavior from what he sees as the consequences for others of their behavior. Reinforcement Theory is not basically concerned with what motivates behavior, or how, and is not strictly a theory of motivation. It is more concerned with control of behavior (i.e. power over others). Supporters of Reinforcement Theory (Jablonsky and De Vries, 1972) offer some important guidelines to those intending to use it as a motivating tool in the workplace. 

iv. Expectancy Theory

Workers expectation of returns or rewards for efforts put on a job has become part and parcel of the motivation of employees in every organizational establishment and it will therefore be inappropriate to discuss motivation of the public sector motivation without taken a cursory look at the Expectancy Theory. This theory was developed by an American, V.H. Vroom in 1960s. A key point of his theory is that an individual’s behavior is formed not on objective reality but his or her subjective perception of that reality. Vroom proposes that motivation is a function of value of effort-performance and performance rewarded relationships. 
Expectancy theory emphasizes the role of individual perceptions and feelings (expectations of particular results) in determining motivation and behavior. Also the expectancy theory does not specify which outcomes are relevant to individuals in any situation (Enoch, 2005). The core of this theory relates to how a person perceives the relationships between three things that is effort, performance and rewards. Vroom (1964) proposes that people are motivated by how much they want something and how likely they think they are to get it. He suggests that motivation leads to efforts and the efforts combined with employees‟ ability together with environmental factors interplay to determine performance. This performance in turn leads to various outcomes, such of which has an associated value called valence. The three key factors are based on the individual’s perception of the situation. These are: Expectancy; which is the extent of the individual’s perception, or belief, that a particular act will produce a particular outcome. The instrumentality is the extent to which the individual perceives that effective performance will lead to desired rewards andValencewhich is the strength of the belief that attractive rewards are potentially available (Gole, 2004: p43)
2.3.2
Levels of Employee Motivation

According to research conducted by Mosley, Megginson, and Pietri (2001) the direction of an employee’s behavior is related to those behaviors, which the Individual chooses to perform. It refers to how hard the individual is willing to work on the behavior. (The level of persistence, it refers to the individual’s willingness to behave despite obstacles. Daschler and Ninemeier (1989) conducted research and investigated what employees may seek from the work environment. Their discussion reviews some of employee-related concerns that can be found in the venue of strategies to employees‟ motivation. Employees are individuals that come from different backgrounds, they have different education with different experiences and their different family classes are all the factors in which their needs can be located.

2.3.3
The Role of Motivation

Many contemporary authors have also defined the concept of motivation. Motivation has been defined as: the psychological process that gives behaviour purpose and direction (Kreitner, 1995); a predisposition to behave in a purposive manner to achieve specific, unmet needs (Buford, Bedeian, and Lindner, 1995); an internal drive to satisfy an unsatisfied need (Higgins, 1994); and the will to achieve (Bedeian, 1993). According Smith, the reason why employers motivate employees is purposely for survival (Smith, 1994). Despite the fact workers always agitating for compensation for work done to keep them alive seems to have problem because, when workers are satisfy with their survival needs, they tend to fight for recognition and others. For example, some feel that, they should be sponsored to travel outside the country. They felt that, they should be part of decision making body in the organizational setup. 
Motivated employees are needed in our rapidly changing workplaces. Motivated employees help organizations survive. Motivated employees are more productive. To be effective, managers need to understand what motivates employees within the context of the roles they perform. Of all the functions a manager performs, motivating employees is arguably the most complex. This is due, in part, to the fact that what motivates employees changes constantly (Bowen and Radhakrishna, 1991). For example, research by Kovach suggests that as employees' income increases, money becomes less of a motivator (Kovach, 1987). In addition, as employees get older, interesting work becomes more of a motivator. 

The achievements of individuals and organizational goals are independent process linked by employee work motivation. Individuals motivates themselves to satisfy their personal goals, therefore they invest and direct their efforts for the achievements of organizational objectives to meet with their personal goals also. It means that organizational goals are directly proportional to the personal goals of individuals. Robert (2005) reported that the manager’s job is to ensure the work done through employees is possible, if the employees are self-motivated towards work rather directed. The manager’s involvement is not so much important in the motivation of employees. The employees should motivate themselves to work hard. 

The major issue in all services organizations is the motivation of employees whether they are skilled or unskilled or professionals. It is a toady’s challenge for the management in this competitive world to motivate employees to offer efficient and good services that customers expect. The employees‟ motivation, their enthusiastic and energetic behaviour towards task fulfilment plays a key role in the success of an organization (Cheng, 1995). According to Petcharak (2002), one of the functions of human resource manager is related to ensure employees‟ workplace motivation. The human resource manager’s function should be to assist the general manager in keeping the employees satisfied with their jobs. Another goal in organization is the goal of the service manager which is to develop motivated employees and encourage their morale regarding their respective works. 
The employee work morale, such as supervisors, peers, organization, and work environment can be defined in a sense that the employee has the feeling and be conscious about all aspects of the job. The performance is poor if the employee is not satisfied and happy. There are a number of ways in which organizations can affect the employee’s perceptions of goal importance. First, as mentioned above, managers can persuade employees that their jobs are important by providing a convincing rationale for their work tasks (Locke, Latham, &Erez, 1988). One way managers may attempt to do this is by linking the job performance directly to organizational performance. Similar to the concept of task significance, if employees can see how their work 

The workforce will be better satisfied if management provides them with opportunities to fulfil their physiological and psychological needs. The workers will cooperate voluntarily with management and will contribute their maximum towards the goals of the enterprise Workers will tend to be as efficient as possible by improving upon their skills and knowledge so that they are able to contribute to the progress of the organization. This will also result in increased productivity as well as the rate of labourturn over and absenteeism among the workforce will be reduced to the barest minimum (Chhabra2010:p11.3-11.4) 

It is true to some extent that when workers are motivated, their ability to increase productivity will be high. There are certain situations some workers attitude are not reversible and management must put pressure in order to influence them work hard. Despite the deviates in every society, motivation still remains a powerful or recommended tool in influence labour force „will to work‟.
2.3.4 
The Effects of Motivation on Employees’ Performance
The motivation theorists such as Maslow (1946), Herzberg (1968), Alderfer (1972) and McClelland (1988) have suggested specific things that managers can do to help their subordinates become self-actualized, because such employees are likely to work at their maximum creative potential when their needs are met. They agree that by promoting a healthy workforce, providing financial security, providing opportunities to socialize and recognizing employees‟ accomplishments help to satisfy the employees‟ physiological needs which in turn also increase their performance. These authors (Koch, 1990; Stuart, 1992) all stated that recognition of a job well done or full appreciation for work done is often among the top motivators of employee performance and involves feedback. Positive feedback follows the principles advocated in Reinforcement 
Theory, which states that behaviour is contingent on reinforcement. Examples of positive reinforcement in this context may include workplace visits by top executives to high-performance employees, personal handwritten notes of thanks accompanying paychecks, and telephone calls by top executives to employees at home (Knippenand Green, 1990).Theories such as equity has some important implications for ways of motivating people by not underpay, overpay and presenting information about outcomes in a thorough and socially sensitive manner. It states that, companies that attempt to save money by reducing employees‟ salaries may find that employees respond in many different ways to even the score; those that overpay some employees as a useful motivational technique to increase performance may later realised that when you overpay one employee, you are underpaying all the others. 
When the majority of the employees feel underpaid, they will lower their performance, resulting in a net decrease in productivity and widespread dissatisfaction. Hence, the conclusion is that managers should strive to treat all employees equitably; and This suggestion follows from research showing that people‟s assessments of fairness on the job go beyond merely what their outcomes and inputs are to their knowledge of how these were determined, that is, to their sense of procedural justice (perceptions of the fairness of the procedures used to determine outcomes). Osei (2011), also agrees with the equity theory that, one of the fundamental issues that is sensitive and critical which can make or unmake any organization is wage or salary determination. Justice, fairness and equity in salary determination, to a large extent, put to rest all the traumas any individual or any organization may experience, and that is highly motivational enough to assess the optimal usage of time and energy.
Also, theory such expectancy has several important implications for ways of motivating employees by clarify people‟s expectancies that their effort will lead to performance, that is by training employees to do their jobs more efficiently and so achieve higher levels of performance from their efforts and linking valued rewards and performance by specifying exactly what job behaviours will lead to what rewards. It is possible for employees to be paid in ways directly linked to their performance such as through piece-rate incentive systems, sales commission plans or bonuses.

Locke (1968), goal setting theory believes that you can achieve effective performance goals by assigning specific goals; difficult but acceptable performance goals; and providing feedback concerning goal attainment. He further indicated that giving praises, Management by Objectives (MBO), and job-design increases employees‟ performance. Praise is a motivator (not hygiene) because it meets employees‟ needs for esteem, self-actualization, growth and achievement. It is most powerful, less expensive, and simplest, yet the most underused motivational technique. To motivate people to high-levels of performance, objectives should be difficult but achievable, observable and measurable, specific, with a target date, participatively set when possible and accepted by employees. Employee who meet their objectives should be rewarded through recognition, praise, pay raises, promotions etc. Many organizations now link pay to meeting goals (Lussier, 2005) and the way the first step in organization design is job design - the process by which managers decide how to divide tasks into specific jobs, for example, McDonaldisation (Jones et al, 2000).

2.3.5
Monetary Motivators versus non-Monetary Motivators
According to Ballentine et al. (2009), managers are constantly searching for ways to create a motivational environment where employees to work at their optimal levels to accomplish company objectives. Workplace motivators include both monetary and non-monetary incentives and the purpose of monetary incentives is to reward employees for excellent job performance through money. Monetary incentives include profit sharing, project bonuses, stock options and warrants, scheduled bonuses (e.g., Christmas and performance-linked), and additional paid vacation time. Traditionally, these have helped maintain a positive motivational environment for employees (Kepner, 2001).

The purpose of non-monetary incentives is to reward employees for excellent job performance through opportunities and non-monetary incentives include flexible work hours, training, pleasant work environment, and sabbaticals. Industrial and Commercial Training (1975) also in their review of money as a motivator wrote that hard cash as a motivational influence in the work situation took a nasty knock from the behavioural scientists in the 1960s. It was Herzberg (1968), who advanced the doctrine that money is not a motivational factor: increased wages could produce more commitment to production but their effect was declared to be short-lived but commitment and involvement were to come from other factors - the motivational factors, such as the opportunity for personal growth, challenge in the job and, more recently, opportunities to join in the decision-making process.
SHRM also share the idea that different types of reward and incentive programs are effective at motivating employees. To them motivation may be promoted through monetary and non-monetary rewards. A recent SHRM survey report found that 58% of HR professionals overall indicated that their organizations offered some form of incentive bonus plans: 50% offered a bonus plan to executive employees and 45% to non-executive employees. Incentive bonus plans can promote high performance because the bonus is usually tied directly to company and/or individual performance. In addition, some benefits programs include employee recognition. Seventy percent of HR professionals indicated that their organizations recognized milestones such as birthdays and service anniversaries. More than half of HR professionals said their organizations offered some type of non-cash, companywide performance awards such as gift certificates or an extra day off (Alexandria, 2009). Another research suggests that desired monetary incentives differ for employees based on career stage and generation. Surveys by the American Association of Retired Persons (AARP) have shown that most workers will work past retirement age if offered flexible schedules, part-time hours, and temporary employment (Nelson, 1999). 

Kohn (1993) argues that monetary incentives encourage compliance rather than risk-taking because most rewards are based only on performance. As a result, employees are discouraged from being creative in the workplace. Another argument Kohn (1993) presents is that monetary incentives may be used to circumvent problems in the workplace. For example, incentives to boost sales can be used to compensate for poor management. Employers also may use monetary incentives as an extrinsic rather than an intrinsic motivator. In other words, employees are driven to do things just for the monetary reward versus doing something because it is the right thing to do. This can disrupt or terminate good relationships between employees because they are transformed from co-workers to competitors, which can quickly disrupt the workplace environment (Kohn, 1993). 

Generational non-monetary incentive differences are affected by career stage and proximity to retirement. The older the employees, the more the focus are placed on retirement or supplementing retirement income with part-time or temporary jobs. The younger the employees, the more the focus are placed on job satisfaction and the work environment. The bottom line is that incentives must be tailored to the needs of the workers rather than using the “one-size-fits-all” approach, which is impersonal and sometimes ineffective. 

Monetary and non-monetary incentives vary in their roles, effectiveness, and appropriateness, depending on the type of incentive. Kohn argues that incentives actually hamper employees and companies by decreasing employees‟ motivation, interest, and job satisfaction. A balance between monetary and non- monetary incentives should be used to satisfy the diverse needs and interests of employees. Therefore, performance variables such as employees‟ qualification, experience, job security, working environment, age, health conditions among others will be used to draw conclusion on the study.
2.4 
Empirical Review

2.4.1 
Empirical Studies in the World

Orpen (1997), conducted study on the effect of formal mentoring on employee work motivation, organization commitment and job performance in UK. The study revealed that mentoring can improve employees’ attitude without necessarily raising their performance. The study mainly focused on the aspect of mentoring on performance. It neglected the aspect of motivation on job performance which my study intends to address. 

Okan, v. Safakli and Mustafa, E. (2012), conducted a study on Universality of Factors motivating employees in Banking Sector of Northern Cyprus. Their study revealed that the most important factors motivating employees are equitable wage and promotion, extended health benefits and working environment. Furthermore, when compared with a similar study in Finland, it is found out that the most important factor motivating employees in both countries is wage. This study shows the gap of place where it conducted in a developed country while a researcher study is focused in banking sector located in Tanzania as a less developing country.

2.4.2 Tanzania Related Studies

Muhimbili University of Health and Allied Science (2012) conducted a study on the “Influences on the Motivation, performance and Job satisfaction of Primary Health Care Provider in Rural Tanzania. The aim of the study seeks to improve the quality of Maternal and Neonatal Health (MNH) provider motivation, performance and job satisfaction. The findings were that, the influences on MNH provider motivation, performance and satisfaction are shown to be complex and to span different levels. Variations in the use of term and concept pertaining to motivation are revealed, and further clarification is needed. The study however, highlights the complex and spans different levels of motivation and performance and provides suggestion for its improvement. There is an industrial gap conducted on this study because it focused on Health and allied Science while the selected Study is focused on banking sector. 
Kingazi (1986) conducted a study on the Understanding of the Impact of Incentives and Motivation on Productivity at Tanzania Sisal Industry in Morogoro and Tanga regions. He found that the problem of declining productivity has not only been caused by non-provision of incentives, but also by the nature, frequency and amount of incentives provided to workers. Newaho E. Mkisi (2008) conducted a study focused on Application of Human Resource Management Initiative for Workers Motivation and Organization performance in Telecommunication sector in Tanzania. She used empirical evidence from three telecommunication companies Tanzania. Her study found that the gap between public and private has narrowed. That is to say, both public and private companies provide all the incentives such as job security, fringe benefits, and salaries benefits to motivate its workers. She also found that the difference in performance between public and private companies is not because of incentives structure but rather than the performance management system practices (strategic planning, clear organization mission, training sanction, workers job description clear compensation policy and mentoring and performance appraisal). There is an industrial gap conducted by Newaho because it focused on telecommunication services while the selected bank focusing on financial services.
Wilfred, U. Lameck (2011) conducted study on Non financial motivation as a strategy for improving performance of police force a case study of police force headquarter in Tanzania. He used purposive sampling to select the key informants for interview and stratified simple random was used to ensure representation of respondents from different strata. His study revealed that employees are quite positive towards the use of monetary.
2.4.3
Pakistan Related Studies
A study was conducted in Pakistan to examine the job satisfaction among bank employees in Punjab. A structured questionnaires survey was used and data was gathered from 4 banks employees, the value of correlation coefficient for recognition was 0.251 which shows that its relationship with job satisfaction is positive. Job satisfaction is directly associated with internal work motivation of employees that enhances as the satisfaction of employees increases (Salman et al, 2010). That is why a study says that deficiency of appropriate recognition and rewarding reduces employee work motivation and job satisfaction. Hence, administration of organization and institutions should build up the arrangement for giving that rewards and recognition to enhance employee job satisfaction and motivational level (Reena et al., 2009). 
In the study carried out by Jibowo (2007) on the effect of motivators and hygiene on job performance among a group of 75 agricultural extension workers in Nigeria. The study basically adopted the same method as Herzberg et al, (1959) and it shows some support for the influence of motivators on job performance. In another study carried out by Centres and Bugental (2007), they also based their research on Herzberg’s two-factor theory of motivation, which separated job variables into two group; hygiene factors and motivators. They made use of sample of 692 subjects to test the validity of two-factor theory. And it was discovered that at higher occupational level, “motivators” or intrinsic job factors were more valued, while at lower occupational level, “hygiene factors” or extrinsic job factors were more valued. From this work they concluded that organization that satisfies both extrinsic and intrinsic factor of workers get the best out of them. 
Bergum and Lehr’s (2004) study, which investigated the influence of monetary incentives and its removal on performance, showed that the subjects in the experimental group who receives individual incentives performed better than those in the control group. Daniel and Caryh (1995) study was designed to explore the ability of the investment model to predict job satisfaction and job commitment. The result showed that job satisfaction was best predicted by the rewards and cost value of the job and job commitment on the other hand, was best predicted by a combination of rewards, cost values and investment size. Akerele (2001) observes that poor remuneration is related to profits made by an organization. 
His findings suggest that non monetary incentives may have a high motivating power in this organization if they are valued highly by the employees and management. There is a gap in this study because it is focused on police force while the selected study is focusing in banking sector. Mtagwa, A.R. (1990) also conducted a study on Workers Motivation in Tanzania public and private enterprises. He concluded that the problem of workers lack of motivation is caused by lack of proper identification of workers needs. Workers in private enterprises were more motivated to work than those employed in public enterprises. 

CHAPTER THREE
3.0 RESEARCH METHODOLOGY

3.1 Introduction

This chapter details the methodology that was used in conducting the research study. This chapter presents the research design and focuses on the following: sampling techniques, population, data collecting methods and data analysis methods. 

3.2 Research Design

The exploratory research design used in this study was a case study of SIDO. A case study focuses on one organization selected from the total population of organizations in the same industry (Kapel, 2015). Cooper and Schindler (2011) state that a case study is designed as a learning vehicle with specific educational objectives in mind; it places more emphasis on a full contextual analysis of fewer events or conditions and their interrelations. Cohen, Manion and Morrison (2013) imply that case studies are capable of providing a major challenge to a theory and can provide a source of new hypothesis. Descriptive research design was used in this study. Descriptive research involves gathering data, describes phenomenon and then organizes, tabulates, depicts and describes data collection, in the form of graphs and charts, in order to help the reader understand distribution of data (Cooper and Schindler, 2011).
3.3 Study Area

The study area of this research was at SIDO in Dar es Salaam Region. This study aimed to target human resource management officers who are responsible on employee’s performance management and the employees. The SIDO in Dar es Salaam was selected due to its easy geographical location and the existed factors that employees are encounter in attaining their job. Therefore, this study expects to get more useful information for the subject matter to pave a way for the management on how motivation affects employees performance.
3.4 Population and Sampling Design                                                                                                                                                                       
3.4.1 Population
The study population was composed of a total of 50 employees of the organization. The study population refers to the total collection of elements which one would like to study or make inferences (Cohen, Manion and Morrison, 2013). The population aspect however refers to the individual participant or object on which the measurement is taken; it is the unit of study (Cooper and Schindler, 2011). The population of this study comprised of all the employees of SIDO in Dar es Salaam(50 in total), because they were the foundation of the study and provided the relevant answers to the research questions.
3.5 Sample Size and Sampling Techniques 
3.5.1 Sample Size
Kothari, (2004) defines sample as small group of respondents drawn from a population about which a researcher is interested in getting the information so as to arrive at a conclusion. This study selected respondents who are responsible on employee’s performance management and employees themselves (staff members). Respondents help the researcher plans and to generalize the findings (Best & Kahn, 2006).In this study, a sample of 50 respondents of both teaching and non-teaching employees were used by answering questionnaires for the purpose of getting the findings of the study. A sample of 50respondentswere selected out of 320 employees because they considered to represent and having vital information for the study by virtue of their positions
Sekaran (2010) stated that, in research investigations involving several hundreds or thousands of elements, it would be practically impossible to collect data from, or test, or examine every element. Even if it were possible, it would be prohibitive in terms of time, cost and other human resources. That’s why sampling to make a research feasible. A breakdown of the sample is presented in Table 3.1
Table 3. 1: Sample Size
	Sample composition of the study
	Frequency
	Percent

	Human Resources Officers
	4
	8

	Head of Departments
	10
	20

	Directors
	5
	10

	Staff members
	31
	62

	Total
	50
	100


Source: Primary Data (2017)
3.5.2 
Sampling Techniques
In this study random sampling technique was used in collecting data. Creswell, (2005) defined random sampling as a subset of individuals that are randomly selected from a population .The goal is to obtain a sample that is representative of the larger population. Random sampling technique was adopted in getting the respondents to answer the questionnaires. Kothari, (2004) says that sampling technique is used because it guarantees desired representation of the relevant sub groups.
3.6 Data Collection Methods   
In this study both primary and secondary data were used as methods of data collection. Primary data are those data which have been collected for the first time such as questionnaire while secondary data are those data that has been collected by someone else and exist somewhere (Kothari 2004).    
3.6.1 Primary Data    
Primary data is original and collected for the first time by the researcher. It is gathered through questionnaire and interviews. By using primary data as the method, we collect data during the course of doing experiment in experimental research (Kothari 2004). In this study data was gathered through questionnaire and interviewing the management and employees at the Institute of Finance Management. The reason of using primary data as a method of data collection is simply involves observation and questionnaire which enable the researcher to gather information which could not be easily obtained.

3.6.2 
Secondary Data
Secondary data are those data that are already available and were collected from secondary sources of data such as journals, books, newspapers, websites, publications and other documents available in libraries including research reports from distinguished academicians (Kothari 2004).In this study secondary data collected by going through various documents like books, journals, websites which are relevant to the theme of the study for the purpose of gathering information

3.7 
Data Collection Tools
According to Creswell (2005) no single technique or instrument may be considered to be adequate in itself in collecting valid and reliable data. Therefore two major tools were used to obtain adequate and reliable information for this study. These include interviews and questionnaires of both structured and semi-structured nature. This study used data collection tools which involve observation, interview and questionnaires.
3.7.1 
Questionnaire

According to Kothari (2004), a questionnaire is a method of collecting data which uses a set of questions for collecting data. In this method data are collected with the help of questions. Through this method, selected respondents of this study had to answer questions on their own and bring back to the researcher. Both structured and semi structured questions were used in helping the researcher to get answers and relevant information from respondent. 
3.7.2 
Observation

Kothari (2004) stated that, observation method allows the researcher to observe how respondents conduct their day-to-day and how those activities relate to job performance. In this study, the method was used in order to assess employee’s working environment and the availability of resources for their job performance within the organization. The observation helped to collect nonverbal responses from the respondents. This was done through the use of checklist. 

3.7.3 
Interview
The interview method of data collection involves presentation of oral verbal stimuli and replying in term of oral-verbal responses. This method is used through personal interview and if possible telephone interview (Kothari 2004). In this study personal interview was used which required a person known as interviewer(researcher) by asking questions in face to face contact to the interviewee(respondents). The reason for using interview as a method of collecting data was that, more depth information can be obtained. Interview used open ended questions from which respondents were able to discuss issues of interests in details.
3.8 Reliability and Validity of Data         
Best and Kahn(2006) define validity as the quality of a data gathering instrument or procedure that enables it to measure what is supposed to measure. In justifying the validity of this study, number of steps was taken. First, the use of random sample and convenience sample provided the study with rich information that enabled the generalization of finding to wider populations. Second, the data collection methods through the use of questionnaire and interview ensured excellent results. Reliability on the other hand, is the degree of consistency that the instrument or procedure demonstrates (Best and Kahn 2006).In this study reliability was achieved by measuring consistent results from the respondents. Reliability of data was assured through information collected from relevant respondents with specific attention to key issues related to working environment and employees performance, factors which hindering employees performance, proper wording of instructions and logical arrangement of questions that were asked.

3.8 
Reliability and Validity of Data
Best and Kahn(2006) define validity as the quality of a data gathering instrument or procedure that enables it to measure what is supposed to measure. In justifying the validity of this study, number of steps was taken. First, the use of random sample and convenience sample provided the study with rich information that enabled the generalization of finding to wider populations. Second, the data collection methods through the use of questionnaire and interview ensured excellent results. Reliability on the other hand, is the degree of consistency that the instrument or procedure demonstrates (Best and Kahn 2006).In this study reliability was achieved by measuring consistent results from the respondents. Reliability of data was assured through information collected from relevant respondents with specific attention to key issues related to working environment and employees performance, factors which hindering employees performance, proper wording of instructions and logical arrangement of questions that were asked.
3.9 Data Analysis Methods
Data from the answered questionnaires in this study was analyzed by using percentages. The collected data was checked for consistency and then frequencies and percentages used to show responses of the distribution. The results were presented in tables and chart form. The software used for analysis of the findings was Statistical Package for Social Sciences (SPSS).
.
CHAPTER FOUR
4.0 PRESENTATION OF FINDINGS, ANALYSIS AND DISCUSSION

4.1
Introduction

This chapter covers the analysis and interpretation of the various data collected through the use of questionnaires and interview as per objectives of the study. The overall number of employees at Institute of Finance Management is three hundred and twenty (320). The sample of 50 employees was taken and fifty (50) questionnaires were printed and distributed to respondents/employees for the purpose of collecting data. The total number of questions was 23 and below is the analysis of the collected data. 

4.2 Findings and Data Analysis

4.2.1 
Gender of Respondents

The study involved gender distribution of respondents in order to answer the questionnaires provided as shown on the table. 
Table 4.1: Gender of Respondents

	Gender of Respondents
	Frequency
	Percent

	Female
	24
	48

	Male
	26
	52

	Total
	50
	100


Source: Data Surveyed 2017
Table 4.1 depicts that 52% and 48 % of respondents of male and female respectively answered the questionnaires distributed
4.2.2 
Rank of Respondents

The rank of respondents in this study was used in order to answer the distributed questionnaires.

Table 4.2: Rank of Respondents
	Rank of Respondents
	Frequency
	Percent

	Junior Staffs
	25
	50

	Senior Staffs
	25
	50

	Total
	50
	100


Source: Data Surveyed 2017
From the table 4.2, the junior staff of the organization makes up 50% of the employees who responded the distributed questionnaires. The remaining 50% make up the senior staff.
4.2.3 
Age of Respondents

In this study, age of the respondents was considered to be important in finding the impact of working environment on employees’ performance at institute of finance management.
Table 4.3: Age of Respondents
	Age of Respondents
	Frequency
	Percent

	20-30
	14
	28

	31-40
	20
	40

	41-50
	13
	26

	50 and above
	3
	6

	Total
	50
	100

	
	
	


Source: Data Surveyed 2017
The 31-40 year group constituted 40% of respondents and was highest number of respondents followed by 20-30 with 28% and then the 40-50 which made up 26% of the respondents. The lowest number of respondents was within the 50 and above which made 6% of employee.

4.3 Factors that Motivate Employees

The respondents were asked to indicate their level of agreement or disagreement to the motivational factors and indicate how each motivates employees in the education sector. 

4.3.1 Nature of work

Table 4.4 below shows that 40% of the respondents strongly agree that nature of work motivates them, 30% also agree16% are uncertain whilst 10% disagree and 4% strongly disagree that it doesn‟t motivate them. 
Table 4.4: Nature of the work

	Response
	Frequency
	Percent

	Strong Valid
	20
	40

	Agree
	15
	30

	Uncertain
	8
	16

	Disagree
	5
	10

	Strongly disagree
	2
	4

	Total
	50
	100


Source: Surveyed Data 2017
From the analysis, it is clear that the majority respondents agree with the statement and thus seems to suggest that educational workers enjoy the work they do which is in conformity with Brian (2013) that good organizations are always trying to structure the work so as to match the nature of the work with the nature of the employee and to make the work as interesting and enjoyable as possible. When employees love the work they do, it motivates them to perform better. 
4.3.2 
Promotion in the Organization
The table 4.5 reveals that 48% of the respondents strongly agree that promotion in GES motivates them,36% also agree, 8% are uncertain whilst 6% disagree and 2% strongly disagree that it doesn‟t motivate them.
Table 4.5: Promotion in the Organization

	Response
	Frequency
	Percent

	Strong Agree
	24
	48

	Agree
	18
	36

	Uncertain
	4
	8

	Disagree
	3
	6

	Strongly disagree
	1
	2

	Total
	50
	100


Source: Surveyed Data 2017
From the analysis, the majority of 75% agrees with the statement. This therefore means that, if GES want to motivates it employees, they must use promotions as a major tool because teachers are of the view that promotion is a strong factor that motivates them and should be promoted when they are due to help fulfil Vroom (1969) expectancy theory, that an employee will be motivated to exert a high level of effort when he/she believes that effort will lead to a good performance appraisal, followed by organization rewards such as promotion which later satisfy personal goals.
4.3.3 
Opportunity for Advancement

Llopis (2012) stated that everyone wants to be noticed and recognized for their work, therefore employees are motivated to achieve to remain relevant and as such, employees are in search of new ways to learn, improve their skills and invest in themselves. 

Table 4.6: Opportunity for Advancement
	Response
	Frequency
	Percent

	Strong Agree
	22
	44

	Agree
	20
	40

	Uncertain
	6
	12

	Disagree
	1
	2

	Strongly disagree
	1
	2

	Total
	50
	100


Source: Surveyed Data 2017

From table 4.6 above, it reveals that 40% of the respondents agree that the service provide opportunity for advancement such as study leave with or without pay to study which motivates them, 44% also strongly agree, 12% are uncertain whilst 2% disagree and only  2% strongly disagree that it doesn‟t motivate them. The fact that greater number of education workers cherishes opportunity for advancement means that they want to fulfill their higher-level needs in the Maslow‟s (1946) hierarchy of needs and Locke (1968) goal setting theory which believes that the intentions to work towards a goal are major sources of work motivation.
4.3.4 
Responsibility

Perry (2006) did emphasise that employees who participate in their organizations decision-making processes and who feel that they have a voice in the company have a higher job satisfaction. Table 4.7 below shows that 40% of the respondents in SIDO strongly agree that they are motivated when given a sense of responsibility at the work place. Only 8% disagree with the statement with 14% uncertain who doesn‟t see responsibility to be anything that will motivate them at the workplace. This is in agreement with Frederick Herzberg (1968) motivator-hygiene theory which postulates that responsibility at work motivates employees.
Table 4.7: Responsibility

	Response
	Frequency
	Percent

	Strong agree
	20
	40

	Agree
	16
	32

	Uncertain
	7
	14

	Disagree
	4
	8

	Strong disagree
	3
	6

	Total
	50
	100


Source: Surveyed Data 2017
4.3.5 Appreciation for Work Done
Again, when the respondents were asked to evaluate the extent to which appreciation for work done motivates them. 
Table 4.8: Appreciation for Work Done
	Response
	Frequency
	Percent

	Strong agree
	28
	56

	Agree
	15
	30

	Uncertain
	4
	8

	Disagree
	2
	4

	Strong disagree
	1
	2

	Total
	50
	100


Source: Surveyed Data 2017
Table 4.8 shows that the majority of respondents representing 56% are motivated when their work is appreciated whilst 30%agree ,4% disagree that they are not motivated merely by appreciating their work with 8% unsure of what motivates them. This suggest recognises non-monetary incentives like appreciation of work and authorities must continue to use this motivational factor which agrees with Llopis (2012) statement that everyone wants to be noticed and recognized for their work, therefore employees are motivated to achieve to remain relevant and as such, employees are in search of new ways to learn, improve their skills and invest in themselves.

4.3.6 Salary

Respondents were asked whether salary motivates them. From the table 4.9, 4% of the respondents are in strong agreement that salary motivates them and majority of respondents representing 36% disagree that the salary doesn‟t motivate them whilst 24% are uncertain. This reinforces Frederick Herzberg (1968) doctrine that money is not a motivational factor: increased wages could produce more commitment to production but their effect was declared to be short-lived but commitment and involvement were to come from other factors - the motivational factors, such as the opportunity for personal growth, challenge in the job and, more recently, opportunities to join in the decision-making process. This implies that other non-monetary incentives schemes should be given to workers to have the necessary effects.
Table 4.9: Salary

	Response
	Frequency
	Percent

	Strong agree
	4
	4

	Agree
	14
	28

	Uncertain
	12
	24

	Disagree
	18
	36

	Strong disagree
	2
	8

	Total
	50
	100


4.3.7 
Working Condition

Respondents were asked whether working condition i.e. health and safety, working time training, work-life balance among others motivates them. From the table 4.10 as much as 56% of the respondents were in agreement that working condition motivates them, another 41% of the respondents disagree which call for management to take a look at working conditions of its workers to ensure that there is improvement whilst 3% are uncertain. The kind of working conditions that employees‟ works affect their performance.
Table 4.10: Working Condition
	Response
	Frequency
	Percent

	Strong agree
	4
	4

	Agree
	14
	28

	Uncertain
	12
	24

	Disagree
	18
	36

	Strong disagree
	2
	8

	Total
	50
	100


Source: Surveyed Data 2017
4.3.8 
Relationship with Superior

How employees are treated is a strong determinant of employee motivation and performance. Lawler (2003) emphasizes that “treating people right is fundamental to creating organizational effectiveness and success. The study reveals in table 4.13 that 37% of the respondents agrees that they relate well with their superiors which serves as motivation but 42% disagree with the statement that their superiors don‟t treat them well which affect the delivery of quality teaching and learning. This means that the service should find solution to this problem by reducing the power distance between the superiors and their subordinates.
4.3.9 
Relationship with Peers
Table 4.11: Relationship with Peers

	Response
	Frequency
	Percent

	Strong agree
	28
	56

	Agree
	10
	20

	Uncertain
	6
	12

	Disagree
	4
	8

	Strong disagree
	2
	4

	Total
	50
	100


Source: Surveyed Data 2017
The field survey shows that 56% of the respondents agrees that they relate well with their peers which serves as motivation but only 8% of the respondents disagree with the statement that they don‟t relate well with their peers to motivate them with 12% been neutral as shown in table 4.11. This is very encouraging and should be maintain for the good of the service as it satisfy the social needs of the individual as proposed by the content theorist like Maslow, Herzberg, Alderfer and others.
4.4 Factors that Serves as Satisfaction or Dissatisfaction among Employees

The respondents were asked to indicate their level of agreement or disagreement to factors that leads to their job satisfaction or dissatisfaction in the education sector.
4.4.1
Recognition at Work Place
Table 4.12: Recognition at Work place

	Response
	Frequency
	Percent

	Strong agree
	10
	20

	Agree
	18
	36

	Uncertain
	10
	20

	Disagree
	7
	14

	Strong disagree
	5
	10

	Total
	50
	100


Source: Surveyed Data 2017
Table 4.12 shows that 36% of the respondents agrees that they become satisfy when they are recognize at workplace but 14% disagree with the statement that recognition at workplace alone doesn‟t satisfy them with 20% uncertain. This confirms Victor Vroom (1969) expectancy theory that explain valence as the importance that an individual places on the potential outcome or reward that can be achieved on the job. This considers the goals and needs of the individual, for example, people will always perceive that recognition and reward offered by bosses are more valuable and better
4.4.2 
Authority to make Necessary Decisions in order to complete assigned Tasks
Table 4.13: Authority to make Decision 
	Response
	Frequency
	Percent

	Strong agree
	28
	56

	Agree
	12
	24

	Uncertain
	4
	8

	Disagree
	5
	10

	Strong disagree
	1
	2

	Total
	50
	100


Source: Surveyed Data 2017
When the respondents were asked if they organization provide them with growth opportunity to aspire to wherever they want, the field survey above shows that 56% of the respondents agrees that the service plans to help individual reach their personal aspirations and only 10% of the respondents disagree with the statement that providing growth opportunity to reach their personal aspirations alone is not the solution whilst 8% been neutral as shown in table 4.13. This implies that when growth opportunity exist the organization, employees becomes satisfy and will work towards that goal which is in agreement Locke‟s goal setting theory that the intentions to work towards a goal are major sources of work motivation
4.4.3 
Management style 
The respondents were asked to indicate their level of agreement or disagreement about the management style of their superiors.
Table 4.14: Management Style
	Response
	Frequency
	Percent

	Strong agree
	4
	8

	Agree
	27
	54

	Uncertain
	15
	30

	Disagree
	1
	2

	Strong disagree
	3
	6

	Total
	50
	100


Source: Surveyed Data 2017
Table 4.14 shows that 54% of the respondents are in favour of the management style of their superiors which serves as satisfaction but 2% disagree with the statement that they are dissatisfied with management style of their superiors and 30% been neutral. This implies that there is good atmosphere in the workplace to ensure that quality teaching and learning. If leadership treat their subordinates right, it leads to high performance. How employees are treated is a strong determinant of employee motivation and performance. Lawler (2003) emphasizes that “treating people right is fundamental to creating organizational effectiveness and success
4.4.4 Regular on the Job Training
Respondents were asked whether regular on the job training serves as satisfaction or dissatisfaction. From the field survey in table 4.15, 40% of the respondents are in agreement that regular on the job training serves as satisfaction and 44% of the respondents don‟t agree because there is no such thing as regular on the job training whilst 8% are uncertain. This implies that there is no regular on the job training of workers of SIDO and if it exists, is not satisfying the employees judging by the results and management should find a way of improving it to meet the satisfaction of their employees
Table 4.15: Regular on the Job Training 
	Response
	Frequency
	Percent

	Strong agree
	20
	40

	Agree
	3
	6

	Uncertain
	4
	8

	Disagree
	22
	44

	Strong disagree
	1
	2

	Total
	50
	100


Source: Surveyed Data 2017
4.4.5 
Monetary Incentives Adequate
When respondents were asked about whether monetary incentives are adequate to serves as satisfaction or dissatisfaction, these are their responses. 
Table  4.16: Monetary Incentives Adequate
	Response
	Frequency
	Percent

	Strong agree
	6
	12

	Agree
	18
	36

	Uncertain
	3
	6

	Disagree
	21
	42

	Strong disagree
	2
	4

	Total
	50
	100


Source: Surveyed Data 2017
Table 4.16 shows that 36% of the respondents agree that current monetary incentives are adequate enough to satisfy them. Meanwhile, majority of respondents representing 42% disagree that the current monetary incentives are inadequate compare to other sectors workers whilst 6% are uncertain. This implies that management should consider upward adjustment of monetary incentives to attract and retain new and existing ones for better performance.

4.5 Determinants of Employee Performance
The respondents were asked to indicate their level of agreement or disagreement to determine the employees‟ performance at SIDO. 

4.5.1 Qualification of Employees
On the qualification of employees, it became clear from table 4.17 that the majority of the respondents representing 40% agree that their qualification determines their performance compare to the earlier data on highest qualification of employees which shows 44% having higher qualifications. Another 10% of respondents don’t see any link between performance and ones qualification with 4% is uncertain. The responses show that one’s qualification can go a long way to enhance his/her performance. When one goes through education, development and training to acquire a certain level of qualification, it will enhance his working ability all other things being equal. This in conformity with Campbell (1990) and Aguinis (2009) who suggested that individual differences on performance are a function of three main determinants: declarative knowledge, procedural knowledge, and motivation. All three determinants of performance must be present for performance to reach high levels. If any of the determinants has a value of zero (0), then performance also has a value of zero (0). Thus, Performance = Declarative knowledge x Procedural knowledge x Motivation.

Table 4.17: Qualification of Employees
	Response
	Frequency
	Percent

	Strong agree
	22
	44

	Agree
	20
	40

	Uncertain
	2
	4

	Disagree
	5
	10

	Strong disagree
	1
	2

	Total
	50
	100


Source: Surveyed Data 2017

4.5.2
Experience of Employees
When respondents were asked about how long they have been teaching, they answered that once they have acquire enough experience, it will help them to perform better at workplace as shown in table 4.18 with 48%. However, 20% of respondents disagree acquired on accounting for their performance but rather than other factors whilst little as 2% are undecided. The responses show that experience is a great asset that can improve an employees‟ performance. The longer the number of years‟ experience, the higher the level of performance all other things being equal

Table 4.18: Experience of Employees
	Response
	Frequency
	Percent

	Strong agree
	24
	48

	Agree
	10
	20

	Uncertain
	1
	2

	Disagree
	10
	20

	Strong disagree
	5
	10

	Total
	50
	100


Source: Surveyed Data 2017
4.5.3
Working Environment

The working environment is another determinant that could pose serious threat to performance. For example, if the working environment is hazardous, it could endanger the lives of employees. From table 4.19, the responses show that majority of the respondents representing 40% believes that their working environment determines their performance and 8% disagree with the statement that their performance are not determines by their working environment whilst 20% are uncertain. This agrees with the SHRM (2010) statement that, it is incumbent upon the employer to provide resources, opportunities, recognition and a cohesive work environment for employees to be successful. The responses confirm Aguinis (2009) work that if the working environment is hazardous, it could endanger the lives of employees. The use of protective gadgets and clean working environment could reduce the hazards employees are exposed to at the workplace.
Table 4.19: Working Environment
	Response
	Frequency
	Percent

	Strong agree
	20
	40

	Agree
	14
	28

	Uncertain
	10
	20

	Disagree
	4
	8

	Strong disagree
	2
	4

	Total
	50
	100


Source: Surveyed Data 2017
4.5.4 
Compensation Package (Financial and non-Financial)

The respondents were asked to indicate whether the compensation package (financial and non-financial) determines their performance
Table 4.20: Compensation Package (Financial and Non Financial)

	Response
	Frequency
	Percent

	Strong agree
	5
	10

	Agree
	7
	14

	Uncertain
	5
	10

	Disagree
	18
	36

	Strong disagree
	15
	30

	Total
	50
	100


Source: Surveyed Data 2017
From the field survey, the result shows that 57% of the respondents believe that the kind of compensation package (financial and non-financial) determines their performance. SHRM also share the idea that different types of reward and incentive programs are effective at motivating employees. To them motivation may be promoted through monetary and non-monetary rewards and collaborate with recent SHRM survey that 58% of HR professionals organizations offered some form of incentive bonus plans: 50% offered a bonus plan to executive employees and 45% to non-executive employees. But like every human institution, 36% of the respondents don’t see it that way and10% neither agree nor disagree as shown in table 4.20. It seems to suggest that education workers performances are enhanced by the kind of compensation package they receive and if inadequate, might contributed to frequent industrial strike for better and adequate salary. 
4.5.5 
Job Security
The respondents were asked to indicate whether job security determines their performance
Table 4.21: Job Security
	:Response

	Frequency

	Percent


	Strong agree

	17
	34

	Agree

	12
	24

	Uncertain

	3
	6

	Disagree

	10
	20

	Strong disagree

	8
	16

	Total

	50

	100



	Source: Surveyed Data 2017



On job security, one can see from table 4.21 that the majority of the respondents agree with safety needs of Maslow‟s work, 34% believes that their job security determines their performance because as long as there is no threat to their work and 20% don‟t performance tied to job security whilst 6% are uncertain. This shows that many employees performs well when they are aware that there no threat against their job so that they can have free mind to concentrate on assigned tasks, but Herzberg (1968) state that when job security is absent could cause dissatisfaction at work (hygiene factors).

4.5.6 
Support for other Colleagues
When respondents were asked to indicate whether the support receives from other colleagues determines their performance. From the field survey, the results shows that 32% of the respondents believes that the support receive from other colleagues determines their performance and 8% of the respondents also indicates that the support receive from other colleagues has nothing to do with their performance and 20% been neutral as shown in table 4.22. The result reveals that people need each other’s help as proposed by Abraham Maslow’s (1946) hierarchy of needs i.e. a person’s needs for affection, belongingness, acceptance, and friendship. When there is cordial relation among workers, it enhances their performance and an individual feel comfortable to interact, and seek help when needed.
Table 4.22: Support for other Colleagues

	Response
	Frequency
	Percent

	Strong agree
	16
	32

	Agree
	14
	28

	Uncertain
	10
	20

	Disagree
	6
	12

	Strong disagree
	4
	8

	Total
	50
	100


Source: Surveyed Data 2017
4.5.7 
Age and Health Condition of Employee
The respondents were asked to indicate whether their age and health condition is factor to determine their performance. The age and health conditions of employee affect his/her performance. From table 4.23, 36% of the respondents believe that their age and health condition determines their performance followed by those who disagree of 14 0% and 15% sitting on the fence. This compare to data on the age bracket which reveals that the SIDO is having vast majority of 93% between the age group of 18-50 who are young and energetic is a plus and they will be in a better frame of mind to deliver quality teaching and learning all other thing being equal
Table 4.23: Age and Health Condition of Employees
	Response
	Frequency
	Percent

	Strong agree
	18
	36

	Agree
	13
	26

	Uncertain
	6
	12

	Disagree
	7
	14

	Strong disagree
	6
	12

	Total
	50
	100


Source: Surveyed Data 2017
4.6 Effects of Motivation on the Employee Performance

The respondents were asked to indicate how these motivational factors influence their level of performance at their organisation.
4.6.1
Nature of Work
The respondents were asked to indicate how nature of work influences their level of performance in the education sector. The results from field shows that 48% of the respondents believes that nature of work highly influences their level of performance and 26% of the respondents also indicates that nature of work lowly influences their level of performance whilst 16% been neutral as shown in table 4.24. This seems to suggest that when workers enjoy the kind of work they do, it has effect on their performance
Table 4.24: Nature of the Work
	Response
	Frequency
	Percent

	Strong agree
	24
	48

	Agree
	13
	26

	Uncertain
	8
	16

	Disagree
	2
	4

	Strong disagree
	3
	6

	Total
	50
	100


Source: Surveyed Data 2017
4.6.2 
Promotion in the Organization
The respondents were asked to indicate how promotion in the organisation influences their level of performance in the education sector. From the field survey, the results shows that 42% majority of the respondents believes that promotion in the organisation highly influences their level of performance and 12% of the respondents doesn‟t believes that promotion in the organisation lowly influences their level of performance but 6% neither agree nor disagree as shown in table 4.25. This implies that the management must ensure that promotions in the organisation are done fairly to encourage employees who have consistently performed

Table 4.25: Promotion in the Organization
	Response
	Frequency
	Percent

	Strong agree
	21
	42

	Agree
	16
	32

	Uncertain
	3
	6

	Disagree
	6
	12

	Strong disagree
	4
	8

	Total
	50
	100


Source: Surveyed Data 2017
4.6.3 
Effects of Motivation on the Employee Performance
The interviewees were asked whether motivation have effects on their performance employee performance among employee in the education sector. There were consensus agreement between the respondents that well motivation package have high effects on their performance which also agrees with Maslow (1946) that by promoting a healthy workforce, providing financial security, providing opportunities to socialize and recognizing employees‟ accomplishments help to satisfy the employees‟ physiological needs which in turn also increase their performance. Employees are social being with needs and they will always wantto satisfy these needs, and only motivation will push them to achieve that aim in the face of obstacles. This reaffirms the definition of motivation by SHRM (2010), “the psychological forces that determine the direction of a person’s level of effort, as well as a person’s persistence in the face of obstacles”. 

From the discussion of the quantitative and qualitative analysis above, it can be concluded that, factors such as opportunity for advancement, appreciation for work done, promotions, and good relations with peers, and others motivate and leads to employees‟ satisfaction. Again, performance determinants such one‟s qualification, experience, working environment, compensation package, job security et cetera do influence employees‟ performance. Therefore, there is relationship between motivation and performance, and motivation does have effect on employees‟ performance.
CHAPTER FIVE

5.0 SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction

This chapter presents the summary of the findings of the study, draws conclusions from the study and also makes recommendations for the study, and areas of further research suggested. 

5.1 Summary of Findings
The summary of findings is organised around the questionnaire which was based on the research objectives of the study. Background information of respondents from the study, it can be noted that the male employees form the majority by 68% while female are represented by 32%. This implies that SIDO is not biased in its employment but only that the gap between males and females are huge that is more than 100%. 
The study also reveals that 41% of the respondents are within the age group of 18-30 years followed by those in the age group of 31-40 years at 32% follow by 41-50 years 20% and those of 51-60 years at only 7%. This means that the SIDO is having young and energetic people in the service with less people nearing the retiring age. On the highest professional qualification, the study revealed that 42% are university graduates, followed by those of diploma, certificate „A‟, others represent and Higher National Diploma (HND). This shows that greater percentage of workers in education sector is well educated which is good for teaching and learning. Again, the research revealed that respondents who have work with the service for more than seven (7) years is 63% and 37% spending below seven (7) years and most of them in the higher ranks
5.1.2 
Factors that Motivate Employees 
On the factors that motivate employees, majority of the respondents agrees that nature of work that they do motivates them and at the same time promotion in the organization is a major source of motivation. This therefore means that promotion in Ghana Education Service should be done fairly to continue to motivate its employees. Another finding is that, greater majority of 76% were in favour of opportunity for advancement as motivator and sense of responsibility at work place factor that motivates them. Also, appreciation for work done and salary were another source of motivation for them. Most of the respondents were in agreement that working condition motivates them and greater majority indicating that relationship with their colleagues motivates them but their relationship with superiors are demotivation.
5.1.3
Factors that Serves as Satisfaction or Dissatisfaction among Employees
The study reveals that employees become satisfy when they are recognize at workplace and when they are given authority to make necessary decisions in order to complete assigned tasks. Another finding was that employees are satisfied when organisation provides growth opportunity to aspire to wherever they want to reach their personal aspirations and are satisfy with management style of their superiors. Again, employees are not satisfy with the way training conducted in the service and the kind of monetary incentives they receive which is a source of dissatisfaction to them. 

5.1.4 
Determinants of Employee Performance
The study reveals under the determinants of employee performance that their qualification determines their performance, implying that when one goes through education, development and training to acquire a certain level of qualification, it will enhance his working ability all other things being equal. Also, the study shows that experience is a great asset that can improve an employees‟ performance and the longer the number of years‟ experience, the higher the level of performance. 
The working environment is another determinant of performance and the kind of compensation package (financial and non-financial) given to employee determines their performance according to the study findings. Job security determines performance when employees are aware that there is no threat against their job; support receive from other colleagues; age and health condition; and expectation of retirement and other benefits all determines performance. 
5.1.5 
Effects of Motivation on the Employee Performance
The study reveals that employees believes that nature of work and promotion in the organisation highly influences their level of performance This implies that the management must ensure that promotions in the organisation are done fairly to encourage employees who have consistently performed. A further finding reveals that opportunity for advancement and sense of responsibility has effect on performance. Appreciated for work done, salary, working conditions, how well superiors relate with subordinates and relationships with peers has greater effects on employees‟ performance. 

5.2 Conclusions
From the study findings and base on the objectives of the study, it can be concluded that opportunity for advancement, appreciation for work done, salary, promotions and other factor were the main source of motivation for them. This is due to the service having greater percentage of well-educated young and energetic people in the service with less people nearing the retiring age who seek ways to improve their lot. On employees‟ satisfactions, it can also be concluded that, as much as opportunity for advancement, appreciation for work done, promotions, and good relations with peers etc. leads to their satisfaction, the kind of salary they receive, relationship with their superiors, and working conditions, and others are a major dissatisfaction. 
Again, it can be concluded that, performance determinants such one‟s qualification, experience, working environment, compensation package, job security among others combine with favourable motivational factors have effects on performance and vice versa. Therefore, there is relationship between motivation and performance, and motivation does have effect on employees‟ performance, salary they receive, relationship with their superiors, and working conditions, and others are a major dissatisfaction. Again, it can be concluded that, performance determinants such one‟s qualification, experience, working environment, compensation package, job security among others combine with favourable motivational factors have effects on performance and vice versa. Therefore, there is relationship between motivation and performance, and motivation does have effect on employees‟ performance. 

5.3 Recommendations

The following recommendations are made base on the research findings that: 

i. The study has revealed that promotion and opportunity for advancement are the major motivation factors. It is therefore recommended that SIDO come out with revised and improved guidelines on how Motivation and study leave with/without pay are done than the one in place to encourage employees who have consistently performed or served in the service. 
ii. The study has also revealed that motivation level is low in the area of wages and salaries. Motivation appears to be paying lowest wages and salaries in the industry. It is therefore recommended that motivation (management) should consider as a matter of urgency, the need to make upward adjustment in wages and salaries which will go a long way to reduce the high incidence of labour turnover. 
iii. It was found out from the study that the relationship between supervisors and their subordinates are not the best for quality performance. It is therefore recommended that Management educate their heads of deparment on human relations to reducing the power distance between the superiors and their subordinates to ensure that good atmosphere for quality  performancetotakes place. 
iv. It has emerged from the study that motivation in the area of allowances, accommodation, retirement benefits among others are very low compared to other sectors. It is therefore recommended that Ghana Education Service (management) should consider as a matter of urgency, the need to make upward adjustment in allowances, retirement benefits, and provide affordable housing for newly posted teachers to underserved communities to attract and retain new and existing ones for better performance. 
v. Finally, the study has revealed that there is not enough in-service training for teachers on the current teaching and learning methodology. It is therefore recommended that there should be regular In-service training for new and existing employees to give them opportunity to improve and develop their practical and managerial skills. 

5.4 
Areas for Further Research
The researcher could not research satisfactorily on all areas of this topic and therefore recommends the following areas for future investigations. 

i. The impact of pre-job and on-the-job training on employees performance. 

ii. Using performance management as a motivational tool for employees performance. 

iii. Using compensation package for employees‟ effective performance.
iv. The importance of employee motivation in working environment
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APPENDICES
APPENDIX 1: STRUCTURED QUESTIONNAIRE FOR  MEMBERS

Dear respondent, the questionnaires below intends to collect some information from you. Please be free to give the required information and information provided will be kept confidential. 

Tick where appropriate and fill the information where required.

1. Respondents Personnel Particulars

i    Sex:
a) Male         

  
(     )     

           b) Female        

 
(      )      

ii       Age:    a) 18-25    
  

(     )    

                              b) 26-35  

  
(      )   

                              c) 36-45    

   
(    )

                             d) 46-55    

   
(     )    

                             e) 56-and above 
   
(     )

2. What is the  level of Education:   

     a) None                                               
(     )                                                                         

    b) Primary Education                           
(     )      

   c) Secondary Education                         
(     )  

  d) University                


(     ) 

e) Above                                                      
(     )

3. Respondent`s occupation  

a) Human Resource Manager  

(     )   

     b) Accountant 



(     )   

    c) Lawyers 




(     )      

     d) Business/Traders                                     (     )                    

     e) Technicians                                              (     )         

     f) Doctors                                                     (     )

g) Others…………………………………………………………….  

4.   What is an average monthly income of the community members?

a) Tzs.  450,000-600,000           

(     )

 b) Tzs. 650,000-900000        


(     ) 

c )   Tzs.950 000-1,500,000     

(    ) 

d) Tzs.1,600,000-2,000,000          

(   )    

5. What will be the impact of that project

a) Increase of individual performance

b) Decrease of individual performance

c) Creation of employment

d)Achieve organization goal

8) Does the government/private institutions provide support for employees training ?

a) Yes                 


(    )



b) No                  


(     ) 



c) I don’t know 


(     )

9) If yes what kind of support do they get?

           a) Financial support           

(    )   

b) seminars




(    )  

c) No Support                    


(    )  

d)  Other Support                


(     )

APPENDIX 2: INTERVIEW GUIDE FOR FOCUS GROUP DISCUSSIONS WITH CBO

Date of Interview     ___/___/___


Place of Interview ________________

Name of Moderator of Focus Group Discussion: ____________________________

Name of the Group member: _________________________________________  

1. How many members of SIDO are male and female? a)Male_____ b)Female___

2. When did SIDO start? (Year)……………….

3. Is the SIDO  registered?

4. Who financed the SIDO  during the take-off?

5. What is the overall goal?

6. What are the income activities being undertaken?

7. Is the Motivation improve the performamnce? i)Yes (   )  ii) No (   )

8. Do you think the motivation from the established project will be beneficial to the members?...............................................................................
9. What are the other potentials to improve employees performance?...................
10. What are the challenges facing the project?............................................

11. Have the  members received any training on business under takings or technical knowledge related to the group activities?..........................................

12. How have the members benefited from the motivation training activities?...........................................
13. What kind of support has CBO received from the Government/any other development institution?................................................................
14. What should be done to improve the group members performance?..................
APPENDIX 3: INTERVIEW GUIDE TO GOVERNMENT OFFICIALS
  Date of Interview _____/___/____ 



  Place of Interview_______________

1. Is there any program  that support motivation  projects? .....................

2. If yes, what kind of support? …………………………………….

3. How many CBO’s are dealing with motivation programme activities ?

4. Does Government have any policy that support employees performance?

5. What challenges facing employees in working places?

6. How does the Government support the project to be sustainable?

7. Suggest measures to support the project to become sustainable

a)………………………………………………….

b)………………………………………………….

c)…………………………………………………

APPENDIX 4: BARUA YA MAOMBI SIDO
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Dar es Salaam,

01/07/2017
AfisaRasilimaliWatu
SIDO
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Ilala
YAH: MAOMBI YA KUKUTANA NA WAFANYAKAZI WA SIDO
Mada ya hapo juu ya husika,

Kwabarua hii na wasilisha maombi rasm iya kukutananawafanyakazi wa SIDO(Ilala).Azimio la kukutana ni kupata fursa ya kujadiliana na kubadilishana mawazo katika suala zima la Motisha katika utendaji wa kazi Maofisini
Majadiliano yanatarajiwa kutumia muda wasaa moja na nusu na hii itategemea ushiriki wenu ikiwa ni pamoja na kujali muda.Majadiliano hayo yanatarajia kuletama tokeo ambayo yatasaidia kuimarisha au kuibua namna yakupata ufumbuzi wa masuala ya utendaji na changamoto zinazojitokeza kwenye maeneo ya kazi.
Iwapo ombi langu litakubaliwa naomba kupangiwa siku, saa na mahali pa kukutania. Natangulizashukuranizanguzadhati
SIYAELI LYIMO
Mwanafunzi wa chuo kikuu Huria-Kituo cha Dar es Salaam Makao makuu

Kitivo cha Rasilimali watu
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Some trainee attended workshop
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One day workshop on Motivation
[image: image3.jpg]



Clarification during one day workshop on Motivation

