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ABSTRACT 
The study intends to investigate the effects of employees’ motivation in improving organizational performance at Humuliza organisation. The study was guided by survey research design complemented by qualitative design. Questionnaire and interviews were methods for data collection. The study used 80 respondents as sample size and employed random sampling methods. The findings showed that the Humuliza organization offers intrinsic motivation such as recognition, training opportunities and good work environment. These motivations all together have enabled to increase the skills to work for the organization, increase the morale for work and feel secure at work thus improve the organization performance. Three extrinsic motivations were identified to be offered by the Humuliza organization; the salary, double salary and medical support using NHIF scheme.  Most ranking factors in motivating employees at Humuliza organization were training opportunities (99.8%), NHIF scheme (99.9%), recognition (99.00%), bonus (99.9%) and transport allowance (99.00%). Salary advance and salaried loan ranked lowest by having (89.6%) and (76.6%) respectively. The Humuliza organization is currently using the two strategies to motivate the employees to work for the organization which are health insurance scheme of NHIF and the recognition culture. The study concludes that the management at Humuliza organization has to consider both intrinsic and extrinsic motivations in motivating employees. The study recommends the Humuliza organization should consider offering housing allowance, health insurance support to volunteer staff and extra work allowance to motivate the employees effectively. Keywords: Humuliza, intrinsic motivation, NHIF scheme, training opportunities, 

     employee motivation and organizational performance.
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CHAPTER ONE

1.0 INTRODUCTION
1.1 Background to the Problem 
Humuliza is a local, non – governmental and non – religious organization that offers Psycho Social Support (PSS) to Orphans and Vulnerable Children (OVC). The word “Humuliza” is Kihaya and means “Console”. The project was initiated in 1997 in Nshamba Ward, Muleba District in Kagera region, Tanzania, by terres des homes schweiz (tdhs). Kagera region is located in extreme north-western corner of Tanzania. It lies just below the equator between 10 00’ and 20 45’ south latitude. Longitudinally it lies between 30 025’ and 32 040' east of Greenwich. The region is divided in eight Districts namely Biharamulo, Muleba, Ngara, Kyerwa, Bukoba urban, Bukoba rural, Karagwe and Misenyi. It comprises shared border with Rwanda and Burundi to west, Kigoma region and Mwanza region to south, Uganda to north and Lake Victoria to East.

Muleba district is among eight districts in Kagera region. It lies between 31030’ and 3205’ longitude east of equator. It comprises shared borders, with Bukoba districts to north side, Karagwe district to west, Biharamulo district to south, Chato district to Southern West and Mwanza region to East, the district is divided into five division namely Nshamba, Muleba, Kamachumu, Kimwani and Izigo. According to Tanzania population census of 2012 the District had a population of 540,310 of whom males were 267,858 and females were 272,452. 

It was initiated after a household survey was done in the Nshamba Ward. The survey found out that the area had a high prevalence rate of HIV/AIDS. In addition, the survey discovered that due to the impact of HIV/AIDS, deaths in Kagera Region during the 1990s, a number of NGOs were established to support the fast-growing number of AIDS orphans. The support of these organizations however, covered mainly material needs. Recognizing that the loss of one or two parents has not only an impact on the material aspects of children’s’ lives but also on psychological and social wellbeing of orphaned children, the Humuliza project was established in 1997 by terre des homes Schweiz to provide psychosocial support to Orphans and Vulnerable Children (OVCs).

Since then, HUMULIZA has grown into a well-managed NGO and is currently well placed within a network of several agencies providing similar services. Humuliza Organization is a Non-Governmental Organization registered in Tanzania under the NGO Act no 24 of 2002 with certificate No. 05NGO/0586 dated 21st day of December, 2005. “We strive for an empowered and self-reliant MVCs/ youth within a supportive community”, this is the Vision statement of Humuliza. While its mission statement is: ‘’Humuliza is a registered Non-Governmental Organization (NGO) working in Muleba District of Kagera region in Tanzania to empower and enhance self-reliance within Most Vulnerable Children (MVC) and youth through Psycho Social Support (PSS)’.

An organization performance cannot move forward without committed employees (Armstrong, 2006). In the current world where organization compete to increase their productivity or attain an organization goal, the employees are key factor above technology and capital. Organization in the world that considers the employees motivation and performance are more effective (Adi, 2000). To make the organization attain its goals employees needs to be highly motivated in order that they can devote their ability to improved organization productivity (Sandhya and Kumar 2011). It is common to note that some employees show sign of dissatisfaction as they perform their duties. These dissatisfactions may be in aspect of absenteeism, labour turn over, lazyness and low commitment. As eemployees show these signs, they reflect low motivation in executing their duties. The organization leadership needs therefore to know ways to improve motivation to make an organization perform and attain its goals. To understand better the need of motivation any employees and its effect on the organization performance these is need to do research to investigate the motivation of employees in improving organization performance. 

1.2 Statement of the Research Problem 
Linh (2017) established that employee’s motivation is influenced by salary and other packages. Further the study showed that intrinsic motivation has a strong influence on the employee’s performance, these included the recognition, relationship between employees and supervisors and flexible working hours as well as balance between work and personnel life. Boamah (2014) established that the Asunafo education directorates in Ghana employees were ranking salary and other wages as low among the factors that motivate them to performance well in the organization.  Furthermore, basing on the study which was carried out on "effective of employee motivation on organizational productivity" concerning workers in Nigeria by Ajalie Stanley Nwannebuife. It is established that employee motivation be it intrinsic or extrinsic in nature has a significant effect and is a predictor of productivity levels in an organization. More to that both intrinsic and extrinsic factors of motivation appeal to employees and a right mix of both is essential in bringing out best performances from a workforce. This confirms the Herzberg two factor theory, Maslow’s hierarchy of needs theory among others. From the findings of the study one can realize that most workers perceive extrinsic motivation as generally having a larger influence on the psychological aspects of employee productivity Nwannebuife (2017). The research findings also suggested that more study similar to it, can be carried out in other organizations so as to determine the applicability of the research findings in other contexts. 
Taking Tanzania, both permanent and volunteering staff at the Humuliza organization which deals with children right and psychosocial support are given remuneration such as salary and bonus. This motivation given to staff despite of consistently being given to these staff, there noted low commitment, there noted dissatisfaction with available incentive paid to them. The dissatisfaction and low commitment is noted in absenteeism of volunteer staff from their work and the voice of employees to request the Humuliza donors to consider them good package that would make them meet the basic needs and pay for education of their children, (Humuliza annual report 2018/2019) a longrun these dissatisfactions would affect delivery of duties as per organization goals and thus affect organization efficiency. This led to undertake study to know the effects of motivation on the organizational performance, know the motivation that the employees want most and the ways the managers can improve the organization motivation at Humuliza organization. 

1.3 Objectives of the Study
1.3.1 General Objective 
The study intends to investigate the effects of employees’ motivation in improving organizational performance at Humuliza organisation.
1.3.2 Specific Objectives 

i) Determine how extrinsic motivation to employees affect the organization performance at Humuliza organization 

ii) Determine how intrinsic motivation to employees affect the organization performance at Humuliza organization 

iii) To assess which motivation (intrinsic and extrinsic) is effective in influencing the worker at Humuliza organization 

iv) To identify strategies the Humuliza organization can use to rise both intrinsic and extrinsic motivation to realize organization goals.

1.4 Research Questions 

i) How extrinsic motivation affect the organization performance at Humuliza organization? 

ii) How intrinsic motivation affect the organization performance at Humuliza organization?

iii) What type of motivation affect most the employees in accomplishing the organization goal?

iv) What strategies the Humuliza organization can use to motivate employees to improve the organization performance? 

1.5 Significances of the Study 
The study is likely to provide insight on the need of the organization to provide different types of motivation so as to boost the employee’s performance to the organization. The study expects to reveal how the motivation of employees affects the organization performance. The study is likely to provide insights on the challenges the organization faces in provision of motivation to the employees. The study is likely to reveal ways should be adopted by an organization manager to improve organization performance/attain organizational goals. 

1.6 Scope of the Study

The study intends to investigate the effects of employees’ motivation in improving organizational performance at Humuliza organisation. Therefore, it reached 80 employees from Humuliza organization in particular these are: 5 Managers, 10 Head of departments, 20 supervisors, 30 staff and 15 volunteers’ staff.

1.7 Organization of the Study

The study focused on six major chapters which are:  chapter one – introduction; chapter two reviews of related literature review; chapter three – research methodology; chapter four data presentation and analysis; chapter five discussion of findings and chapter six presents the summary of the study findings, the conclusion, implications of the findings and recommendation.

Each chapter included several sections, specifically starting with chapter one, comprised: background of the problem; statement of the research problem, objectives of the study, general objective; specific objectives; research questions; general research question; specific research questions; significance of the study; scope of the study and organization of the study. 

Chapter two also included: conceptual definitions, theoretical literature review; empirical literature review; empirical literature review worldwide; empirical literature review in Africa; empirical literature review in Tanzania; research gap; conceptual framework and theoretical framework. 

Chapter three included: research design; area of the study; population of the study sampling design and sample size; sampling design; sample size; methods of data collection; secondary data; primary data; data collection tools; reliability and validity of data; reliability of data; validity of data; data analysis and expected research findings. 

Chapter four comprised: data presentation and analysis. This chapter presents the data collected through questionnaire and interviews.
Chapter five presents the discussion of findings using the guidance of the objectives
Chapter six, this presents the summary of the study findings, the conclusion, implications of the findings and recommendation for action and area for further study.
CHAPTER TWO

2.0 LITERATURE REVIEW

2.1 Introduction

The section presents the theories of motivation and the way they explain the concept of motivation to the employees in an organization.

2.2 Conceptual Definitions
2.2.1 Motivation

The term motive is usually explained as desires, needs, emotions or impulses that push someone to do something. It is derived from the Latin word meaning to move but it is comprehensively defined as that which energizes direct and sustains human behaviour. It is a force that causes people to behave in a certain way. It is defined as a process of stimulating people to act to accomplish desired goals (Bajaj and Rao, 2004).

Mfinanga (2018) holds that motivation by definition refers to what activates, directs human behavior and how this behavior is sustained to achieve a particular goal. Also it can be defined as the set of processes that arouse, direct and maintain human behavior towards attaining some goals. Employee motivation is the level of energy, commitment, and creativity that a company's workers bring to their jobs. Whether the economy is growing or shrinking, finding ways to motivate employees is always a management concern. Competing theories stress either incentives or employee involvement (empowerment).

The current study used both definitions by Bajaj and Rao (2004) and Mfinanga (2018) definition which emphasizes that motivation is the factor that push individual to do something as well as the way motivation arouse and sustain the individuals to sustain interest to do certain behavior to attain goals. This is because they provide explanation on the heading of motivation and how they cause individuals to work in the organization.

2.2.2 Organization 

An organization is a social unit of people systematically structured and managed to meet a need or to pursue collective goals on a continuing basis. It involves determining and providing all resources that may be required in an enterprise in order to achieve its objectives (Mboma, 1997).

2.2.3 Organization Performance 
Organisation performance is the way the organisation set its goals of performance and uses some indicators to measure its success or failure for the intention of further improving the organisation performance. The organisation such as Humuliza is set to provide the psychosocial support to the needy communities’ in terms of schooling, material support, emotional support and technical support. It is said that the organisation has attained its performance if it addresses and meet with efficiency most of these goals. In this study organisation performance mean on how the organisation uses its plans and resources to meet the goals it intended to attain.

2.2.4 Types of Motivation in An Organization 

Extrinsic  motivation  is  related  to  ‘tangible’  rewards  such  as  salary  and  fringe 
benefits, security, promotion, contract of service, the work environment and conditions of work. Such tangible rewards are often determined at the organizational level and may be largely outside the control of individual managers. 

Intrinsic motivation is related to ‘psychological’ rewards such as the opportunity to use one’s ability, a sense of challenge and achievement, receiving appreciation, positive recognition, and being treated in a caring and considerate manner. The psychological rewards are those that can usually be determined by the actions and behavior of individual managers. 

2.3 Theoretical Literature Review
This section presents the theories that grounded the study, these are Maslow's hierarchy of needs, Mac Gregory X and Y and Herzberg’s Two-Factor Theory/Motivator-Hygiene. The theories are discussed and positioned to explain the issues of motivation in organization performance.

2.3.1 Maslow’s Hierarchy of Needs

According to Smith & Cronje (1992), the way Maslow’s theory is explained relies on the fact that people want to increase what they want to achieve in life and their needs are prioritized according to their importance. Deriving from the hierarchy of needs by Maslow, content theories of job satisfaction revolve around employees’ needs and the factors that bring them a reasonable degree of satisfaction (Saif et al., 2012). Based on the basic physical, biological, social and psychological needs of human beings, Maslow came up with a five-stage theory that places the needs of the individual in different categories and prioritizes their attainment. 
These categories in order of decreasing priority, are: physiological needs (food, shelter, clothing); safety and security needs (physical protection); social needs (association with others); esteem needs (receiving acknowledgement from others); and self-actualization needs (the desire for accomplishment or to leave behind a legacy).

Maslow’s hierarchy of needs forms the basis of theories that try to explain job satisfaction. Employees, like all people, have needs that have to be satisfied. Besides the basic needs for food, shelter and clothing, safety from physical, harm, and social interaction, they also need the recognition and appreciation of employers. This suggests to the management recognition and appreciation, above the basic needs, is needed if the employees need to increase their output of the organization motivation.

Motivation is very much needed for employees in an organization to be productive, and management or leadership style has an important role to play. Motivation is not always based on financial rewards, but non-financial rewards methods can also be used to derive the best out of employees. Although individuals have their expectations, it is the leadership’s responsibility to develop and align with theories that are suitable to bring job satisfaction to their employees. However, there is no single reliable theory to be used, a mixture of them can be utilized. In terms of empowering workforce, employees should be encouraged and given a platform to voice out their concerns on how they can be motivated. Rewards and promotions following performance appraisals maybe used to boost employee’s moral as well as feedback. All employees should understand the company’s vision and goals and work together towards those. In some organizations, workers perform their duties in an assembly whereby if a certain section of employees is affected it will affect the whole plant. Employees perform their duties diligently if they are inspired and motivated as the results will always be positive with efficient production. Organizations which are results oriented will go all the way to motivate their employees for them to reach their goals. It the basis of understanding that the employees need both extrinsic(salary) and intrinsic motivation (recognition) this theory was chosen to explain the motivational issues at Humuliza organization in Muleba, Kagera. 

2.3.2 Herzberg’s Two-Factor Theory/Motivator-Hygiene

Herzberg’s Two-factor theory, also known as Motivator-Hygiene, emanated from a study conducted among accounts and engineers to determine what makes an individual feel good or bad about their job (Saif et al., 2012). Regarding ‘satisfiers’, Herzberg noted that there were five features of work that bring about satisfaction, namely achievement, recognition, the job itself, responsibility and advancement. At the other end of the spectrum, Herzberg identified institutional politics, the management approach, supervision, pay, relationships at work and working conditions as factors that may demoralize employees. Golshan, et al.2011) assert that organizations are increasingly applying Herzberg’s theory to create opportunities for “personal growth, enrichment and recognition” among their employees. Employees should be promoted after completing certain stages of their career and should receive recognition for special achievements – for example, when they produce exceptional results in their subject areas; on a more basic level, they should also be given responsibility to determine how to handle tasks that relate to their jobs. The Two-factor theory has however drawn its share of criticism. Golshan et al. (2011) point out that it fails to distinguish between physical and psychological aspects and to precisely explain what motivators are and how they differ from hygiene factors; it also fails to express the degrees of satisfaction and dissatisfaction as a measure instead of using numbers. Another criticism leveled against it is that it makes assumptions that every individual will react in the same way in the similar situation. If we want to motivate people on their job, we should use Herzberg theory for remarkable outcomes. Two factor theory make a clear epitome on the effects of motivation on organizational performance in private sector like Humuliza organization.
2.3.3 McGregor’s X and Y Theories
The concept of Theory X and Theory Y was developed by social psychologist Douglas McGregor. It describes two contrasting sets of assumptions that managers make about their people: 

Theory X – people dislike work, have little ambition, and are unwilling to take responsibility. Managers with this assumption motivate their people using a rigid "carrot and stick" approach, which rewards good performance and punishes poor performance.

Theory Y – people are self-motivated and enjoy the challenge of work. Managers with this assumption have a more collaborative relationship with their people, and motivate them by allowing them to work on their own initiative, giving them responsibility, and empowering them to make decisions.

Though your assumptions about what motivates your people will likely have the biggest impact on which of these two approaches you take, your choice can also be shaped by several other factors. These include your organizational structure (tiered or flat), the type of work that your people do (repetitive or challenging), and their skill level (amateur or experienced).
McGregor’s (1960) Theory X and Y models categorize employees as belonging to one of two groups based on two sets of assumptions. Theory X assumptions take a negative perspective of people: People can have “an inherent dislike for work and avoid it if possible; because of this, they must be coerced, controlled, directed and threatened with punishment to make them work. They prefer to be directed, avoid responsibility, have little ambition, and want security” (Saif et al. 2012,). Theory Y assumptions take the opposite view: the mental and physical inputs expended at the workplace are equated and par with those rest or play. External factors or any threats from outside may not be the sole influence for exerting effort. Workers or people can exercise caution and discipline to have objectives achieved, but the hunger in their desire to commit to objectives is dependent on how big are the rewards as assigned to that kind of achievement. Under normal circumstances, people can adapt to seek responsibility and not only accept it (Saif et al., 2012.). The application of this theory is that the management should have in mind that for the organization to advance there some employees that need threat for them to work, the X employees. This theory categorizes the two groups the x and the y. The nature of the two groups must be known to the organizational mangers. For example, the X people who always see organization goals and plans are not achievable and they avoid changes to transform the organization they will never change even the management will apply motivation.
2.4 Empirical Literature Review
This section presents the reviewed literature on the effects of motivation on the organization performance; the review of this theme has considered the studies from the world wide, Africa and in Tanzania in particular. At the end of the review, the current researcher was able to open up the literature gap of the study.

2.4.1 Empirical Literature Review Worldwide
In a study on the Impact of Employee Motivation on Organizational Performance: An Empirical Study at Hayat University-Erbil/Iraq, Nadema (2015) concludes that, the significance of motivation in the routine performance of employees 'responsibilities cannot be over emphasized, particularly when it results lead to organizational growth and enhancing performance of organization. From the results of this study, it can be simply inferred that employees’ motivation method matters a lot and should be a concern of both the organization and workers. The findings obtained from the hypotheses illustrated that employees place great value on the different motivations presented to them by Hayat University. As a result, when these motivation factors are not obtained, employees have a tendency to express their dissatisfaction through poor performance and non-commitment to their actions. Consequently, it is essential for the organization to think about the feelings and needs of its employees.

Ovidiu (2013) in his study on employee motivation and organizational performance shows that employee participation and empowerment do not only enhance efficiency, growth and innovation but they also increase employee motivation and trust in the organization. If employees feel appreciated for their work and are involved in decision-making, their enhanced enthusiasm and motivation will lead to better productivity and loyalty. 
Linh (2017) holds that many researchers have shown that motivated employees perform work better than demotivated ones. Motivated employees are more innovative as they are always looking for better ways to complete a task. They are self-direct and goal-oriented. In his conclusion about the impact of motivation on the organizational effectiveness states that the motivation of employees plays one of the most vital roles in an organizations effectiveness and assertively contributes to its growth and prosperities. Therefore, it is necessary for any employer to understand what truly motivates the employees and how to maximize the overall job performance.  
(Boundless, 2017) and (Matthew et al., 2009) supports Linh (2017) school of thought by adding that employees can produce high-quality work with more or maximized efficiency and productivity which also leads to maximization of profits.  Motivated employees would also abide to the organization goal plan to ensure that the organization plan like increasing the sale of the company are attained as the result they willingly devote most of their time for realizing the better outcome of the company, this is effective use of company time and resources as the result efficiency is attained and the organization profit is realized.

2.4.2 Empirical Studies in Africa

The studies like that of Mohamed (2015): the role of motivation on employees’ performance: the case of Victoria commercial bank of Kenya indicated that if the employees are paid monitory salary or bonus, they are able to meet the basic needs thus see the need to stay with the company. The above observation is consolidated by Armstrong et al., (2005) by saying that that pay is important to people because it is instrumental in satisfying a number of their most pressing needs. Khan, Farooq and Ullah (2010) adds that pay is significant not only because of what they can buy but also a highly tangible method of recognizing their worth, thus, improving their self-esteem and gaining esteem of others.

Abiora (2013) did a study. The study assessed empirically the effect of employee's motivation on organizational performance. The research findings of the study indicate that employee motivation have positive effect on organizational performance. It is therefore recommended that organization should take the issue of employee motivation seriously to facilitate effective job delivery and performance.

Osabiya (2015) did a study. The study seeks to unravel the factors that affect construction workers’ motivation and the corresponding effect of the identified motivational factors on workers’ performance and overall productivity. The survey revealed that, among the top ten critical factors (teamwork, work based on contract, supervision based on leadership by example and provision of equipment) had great effect on motivation as well as impact on productivity. More so communication, love and belongingness, opportunity to undertake challenging task, identification with goal and overtime were among the critical factors.

Dwivedi (2017) holds that Motivation and its impact on organizational performance has always remained highly researched area and have gone through many discussions and iterations. The study focuses on the practice and observance of the two central factors, empowerment and employee recognition for enhancing employee motivation which leads to organizational performance. So organizations should design their rules, policies and organizational structures that give space to the employee to work well and appreciate them on their tasks fulfillment and achievements. Higher the motivation among employee to task accomplishment higher will be the organizational performance and success.

Robescu et al., (2016) in the study holds that society since ancient times faced with a weak involvement of human resources in organizations. Therefore, motivating employees became today an important objective for organizations that want to remain viable on the market today.  Motivation of human resources in the organization will bring extra performance to the manager that hopes to reach the organization's goal.

Boamoh (2014) holds that Motivation is something that moves the person to action and continues him the cause of action already initiated. Motivation has the role to develop and intensify the desire of every member of the organization to work effectively and efficiently in his position. The motivation for the study was prompted by the low level of concentration on employee motivation as compared to the employees of other organizations which have caused an acute shortage of qualified teachers at the basic and 2nd cycle (Senior High School) level due to high migration to another sector (GNAT Report, 2013). Motivation in Ghana Education Service is down, the workers and the government, who are responsible for implementing the national policies and programmes relating to pre-tertiary education in the country, have clashed many times in the recent years over salary and conditions of service (GNAT Report, 2013). It is against this background that the research investigated into: “The Effect of Motivation on Employees Performance: Empirical Evidence from the Brong Ahafo Education Directorate”. 
The study has revealed that promotion and opportunity for advancement are the major motivation factors and the study has also revealed that motivation level is low in the area of wages and salaries. Ghana Education appears to be paying lowest wages and salaries in the industry. It is therefore recommended that Ghana Education Service (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.
Elizabeth (2017) did a study on Kenya to  examine  the  effect  of  motivation  on  the 
performance of employees using the case of Pam Golding Properties, Nairobi. Motivation plays an integral role in all organizations, whether private or public. In order for organizations to achieve their objectives, they must motivate their employees to work towards them. It is easier for an organization to achieve its goals when its employees are motivated towards their personal, professional and organizational objectives. It is important for organizations to establish motivational programs that improve motivation and consequently, performance of both the organization and the individual employee. 
The study revealed that the management of Pam Golding Properties partially used motivational goal-setting to motivate their employees. The management allowed the employees to be involved when setting goals, although they did not find them challenging or difficult at all, despite them being specific. The study also showed that there was a lack of regular training and development for the employees to improve their key skills and knowledge and this is an area that should be addressed. Additionally, there was no mentorship program for employees either during on-boarding or to achieve their goals and this would be greatly beneficial to them. Therefore, the management should re-structure the goals they provide and implement mentorship and training programs. The study concluded that the employees at Pam Golding Properties were highly dissatisfied with the monetary package provided by the organization. The study showed that the pay received and the benefits package was not viewed by the employees as being competitive when compared to other real estate organizations. The study concluded that money was a highly motivating factor for the employees and management should look into increasing the monetary and benefits package they give. The study concluded that the company partially used recognition and reward programs but they were not effective in motivating employees to perform. The current recognition and reward programs were perceived by the employees as being inequitable and unfair, thereby making them ineffective in motivating the employees. Therefore, the study recommends that management re-evaluates and re-engineers the current recognition and reward program and therefore change the perception of the employees about it. 

Oluwayomi (2018) holds that Motivation refers to a complexity of forces that inspires a person at work to intensify his desire and willingness to use his potentialities to perform in order to achieve organizational goals or objectives. Oluwayomi's study investigated the relationship between motivation and the level of employee performance as applied to some selected insurance companies in Lagos. 
The findings revealed that motivation was the major factor that affected employee performance. Furthermore, the study showed a direct strong and positive relationship between motivation of employees and their performance. This study hereby recommends that the management teams in organizations should always carry out a thorough study on the various motivational tools that can appeal and motivate their employees. Such motivational tools can include: involvement of employees in decision making, rotation of employees, provision of fringe benefits, payment of bonuses to workers, and promotion of deserved staff to higher positions of authority.

2.4.3 Empirical Studies in Tanzania 

Furaha (2016)  conducted  a  study  on  the  impact  of  employee motivation on work 
performance in private sector organizations with three specific objectives using the Venture Risk Management in Dar es Salaam Region as a case for study.
Relevant findings of the study have indicated that motivational factors used in private sector organizations to be good paying, positive reception of the work done, job security, promotion, interesting work, company loyalty to employees, good working conditions, tactful discipline, recognition and kindly help with personal problems. 
According to Respondents of this study, the following impacts of motivation towards employees’ performance were indicated; increase in productivity, employee’s incentives increases and good moral and workers’ management relationship. Also from this study the employees of private sector organizations had indicated best ways to motivate employees to be; creating positive and interesting working environment, good communications, morale boosting activities, and care to off work life. This study concluded by giving recommends in improving workers and organizations.

Kahungya (2016) did a study on the effects of motivation on the employee’s performance. Kahungya used data collected at Vice President’s Office (VPO) in Dar es Salaam. The findings suggest enhancement of current motivation package by incorporating both intrinsic such as promotion, recognition, support for carrier achievement and extrinsic motivation factors such as salary, extra duty allowance, transport allowance, medical benefits will help optimum utilization of human resources as well as increasing employees’ performance. Furthermore, there is pressing need to develop organisation motivation policy that will help the VPO management properly handling motivation function.
Mpume (2017) did a study, the objective of the study was to assess the impact of employees’ motivation on organizational performance in Igunga District Council Hospital.  The study revealed that despite the low or high salary received by employees, employees working at Igunga District Council hospital consider monthly salary as the most motivating factor as it tries to solve their family problems timely as compared to other allowances. Furthermore, the study revealed that, late promotion emerged as the most challenge that employees face regarding to the motivation practices. Besides, timely promotion of employees provided, was the most possible solution towards challenges facing employees’ motivation at workplace. The study also revealed that there was a need to make motivation structure in most hospitals in District councils so as to run into motivation requisites of employees working in those hospitals currently. That would help improve performance.
Gillian (2017) conducted a study, the study explored the factors that motivate employees in public organizations. The study was conducted at Muhimbili Orthopeadic Institute. It was set to explore whether at MOI motivation schemes are practiced, exploring if motivation polices are in place, exploring the factors that motivate employees and exploring the factors that affect motivation practices at Muhimbili Orthopeadic Institute. Findings of the study show that the main motivation at MOI are attractive remuneration, medical assistance, provision of loans, career development, working environment and promotion. Also, the study shows that, there are various motivation policies at MOI such as medical assistance, training policy, leave allowance policy, recruitment policy, promotion policy, remuneration policy and demotion policy. As for the factors that hinder the organization to design and implement a desirable employee motivation, the study revealed budgetary constraints, complexity of human needs and economic fluctuations. 

The study recommends that the authority should have a proper way of rewarding its employees in accordance with one’s actual performance, make change in motivating employees according to their needs, should improve leave allowances to its employees, should present proper budget to the government in order to practice motivation to its employees in a good way.
Masallu (2015) did a study that assessed impact of motivation on employee performance in Tanzania. Therefore, the objective of the study was to assess the impact of motivation on employee performance especially at Tanesco Tabora Regional office, to identify and describe motivation packages available in the study area as well as finding out how PDP bonuses influencing employee’s performance in the study area. The findings of the study revealed that, 10 (33%) of the respondents mentioned transport allowance as one among the motivation packages influencing them because such allowances assisted them in fulfilling their economic activities, while 12 of the respondents’ equivalent to (40%) said that they are given housing allowances to foster them to perform their work and the remaining 8 respondents’ equivalent to 27% respondents said that they have been awarded performance development programme (PDP) and encourage them to work hard. 
The study recommends that since motivation factors like attractive salary, training and good working environment to any employees is very essential, it is important for employers to value it because it motivates employees to perform their work hard with efficiency and effectiveness.

Buberwa (2015) did a study, the study deals with the role of motivation on academic staff performance in Tanzania Public Universities whereby intrinsic and extrinsic facets of motivation were underpinned. The case study design was employed in which Moshi University College of Co-operative and Business Studies (MUCCoBS) now known as Moshi Co-operative University (MoCU) was cased. The study revealed both intrinsic and extrinsic aspects of motivation play undeniable role in boosting academic staff performance. Aspects like salary, allowances, good working conditions, recognition and career advancement emerged vividly during the cause of research and all academic staff sampled concurred to their positive role in enhancing high performance. It is concluded that provision of conducive intrinsic and extrinsic aspects of motivation will inevitably influence positively the performance of employees. 
Nonetheless, the study disclosed that deductions on employees’ salary are numerous and cause many to be de-motivated to perform highly. Hence, it is recommended that the government should reduce the P.A.Y.E that affects the salary and dwindles academic staff performance.
Fredrick (2014) did a study that examined the influence of employee motivation on organizational non-financial performance at Tanzania Revenue Authority, (TRA) Tanga City. The research was carried out at TRA Tanga City Tanzania. From the findings, the researcher concludes that extrinsic motivational factors; salary and job security were the most valued factors by employees at TRA Tanga City. 
However other factors, intrinsic motivational factors; growth opportunities and recognition were found to be next to above mentioned factors in the ranking order. The study also found that, motivation had significant influence on service quality and productivity at TRA Tanga City; but to the contrary motivation was found to have no significant influence on service delivery speed at TRA Tanga City. The study generally concludes that the management should put enough emphasize on the most valued motivational factors. Applying appropriate motivational factors will lead to the improvement in service quality, productivity and ultimately organizational performance.

Mohamedi (2013) holds that Human Resource Management is becoming more important because employees their knowledge are the most important aspect affecting productivity of the organization. Motivation is one of the most important tools of Human Resource Management. Organizations are designing motivation systems in order to encourage employees to perform as well as to attract and retain potential candidates. The main purpose of this study was to assess the impact of employee motivation on job performance in Tanzania banking sector. 
The findings indicated that salary increment, promotion and recognition were important motivational factors for employees of Tanzania Postal Bank. Majority of respondents sees money as what they worked for. The study observes that TPB does not offer any kind of housing loan scheme to its employees as well as customers since itself is a financial institution. The study recommends that managers and supervisors should avoid being bias when measuring employee’s job performance. Management of TPB should invest more on staff trainings. The study further recommends that the bank should provide/offer a housing loan scheme to its employees as one of motivating factor to their job performance. Moreover, the study recommends that in order to motivate and show consideration to its staffs the management should lower bank charges to its staffs transfer services. The bank can use also an updated performances measurement tools like Balance Score cards.

All eight studies reviewed above from Tanzania context on the impact of motivation on the organizational performance indicate that the motivation factors have been changing across the institutions. However, despite these changes, there is one important motivation factor, which is salary or money that has been used to motivate the employees to perform better in their duties and rise the productivity of the organization. This has been observed in MOI, Tanesco, Muccobs and TRA. The motivation policies have been also identified in the reviews. This indicates that the organization are having in places the motivation policies like transport policy, remuneration policy, health policy and promotion policy. These policies are good in directing and controlling the action of employers to do the right decision on motivating the employees. Since the motivation changes across the need of the employees in the organization, there is need to do investigation to determine which motivation is suitable for the current investigated organization that is   Humuliza.

2.5  Research Gaps 

The studies on the effects of motivation on the improving organizational performance have been reviewed across literature in Ghana, Nigeria, Kenya, South Africa, and even Tanzania (Mpume, 2017, Kahungya, 2016, Furaha, 2016), Gillian 2017, Buberwa 2015, Fredrick 2014, Masallu 2015, Mohamedi 2013).Though money seemed to be most dominating motivating factor to the employees in those organization, this cannot be concluded to the current organization, therefore fresh investigation is needed. Further, in the review accessed there were scanty evidences that showed the investigation have been made to determine the effects of motivation on the organisational performance in Humuliza. The current study intends to address these gaps.
2.6 Conceptual Framework
Employees motivation on organization performance

Figure 2.1: Conceptual framework
Source: Literature Review Source (2019)
2.7 Theoretical Framework
The conceptual framework for this study hinges on the fact that in order to understand the organisational performance the organization needs to understand the nature of the human resources that work to attain goals of the organisation. The manager must therefore understand the need and motivation that stimulate the human, employees to work at their maximum level to accomplish the organisation goals. The needs there fore for the manager to know specifically the intrinsic and extrinsic motivation is of important.
The literature review (Gillian,2017), Buberwa (2013), Masallu (2014) have shown that the motivation like salary, promotion, good working environment, transport allowance, recognition culture, house allowance, medical support policy and training policy, have great impact on the motivating the employees to perform better on the organization. It is therefore by consideration of these variables the organisation can attain efficiency in delivery of organisation services, productivity, attaining organization goal (provide services), reputation, positive working environment, low labour turns over low and employees satisfaction.

CHAPTER THREE

3.0 RESEARCH METHODOLOGY

3.1 Introduction 

The chapter presents the research methodology used in the study. The chapter covers the area of the study, approach of the study, research design, population, sample size and sampling techniques used in the study. Further the chapter presents the data collection methods and data analysis plan.
3.2 Research Paradigm

Patton (2009) has explained that a paradigm is a list of belief and procedures on how the research is conducted. Basically, there many types of paradigms but the two dominate. The first is the quantitative research paradigm. This assumes that there is knowledge out there and that knowledge needs to be tested. The paradigm uses mathematical relationship to test the variable and develop conclusion. It lays down it's assumption and hypothesis and testing of significance relationship of variables. Qualitative research paradigm this a paradigm that assumes that the knowledge does not exist, but it is created after the researcher interacts with the people. The paradigm uses the research questions to lead investigation and generate knowledge from people experience and counts. It uses discourses to generate meaning and the people are the ones creating knowledge. It is interested in deep personal experiences than volume of numerical indices. The way this study was conducted falled under the assumption that there was some knowledge about effects of motivation on the organization performance in the field. So, the questionnaires were developed to test that knowledge. It was also established that the study sought to see the effects of motivation on the organization performance. In deed it is this paradigm that lead to choose of survey design that fall under quantitative procedures.
3.3 Research Design 

Research Design is the design on how the study will be conducted, how data will be collected and how results will be presented. (Bogdan et al., 1998). The current study employed survey design. The design is associated with large sample and scattered respondents. The design has advantage of reducing costs and it can caver large area over short time (Silverman, 1997). Given the nature of Humuliza organization where their employees who are spread over the region of Kagera, their inclusion in the study was rationally to be covered by questionnaire. 
3.4 Area of Study 

The research was carried out in Kagera Region Muleba District where the organization is based. The Humuliza organization being based in Muleba where is functioning to ensure children safety and security and providing support for at risk children. The Organization being located in Muleba, it was so rational so to hold the study in Muleba for interacting with employees which serve the organization. 

3.5 Population of the Study

Kothari (2004) holds that population is the entire group upon which the researcher decides to select few individuals for doing research. The current study used 713 employees of the Humuliza who are both permanent and volunteers in the organisation.

3.6 Sampling Design and Sample Size
3.6.1 Sampling Design
Kothari (2004) explains that sample is the representation of the population which are used to inform the study. The study used simple random sampling method as suggested by Silverman (1997). Simple random sampling is the sampling technique used in research where the individuals have almost similar characteristics in the population. It was thus sought that behaviour of employees are having no difference in understanding their right towards motivation thus use of random sampling was rational. 
3.6.2 Sample Size
According to (Bartlett et al 2001), the sample size refers to the act of choosing the number of observations or replicates to include in a statistical sample. The researcher used simple random sampling method to get the samples to be used in this study. The researcher used the actual sample of 80 respondents for collecting primary data. The study used 60 respondents when administering questionnaire to obtain data on the opinion the respondents have over the effect of motivation on the organization performance. This is indeed a large sample. Silverman (1997) recommends on the large sample so as to get opinion from the respondents that will allow generalizability of the results. This is opposed to the Patton’s (2009) idea that small sample is recommended to the quantitative study and the sample are just in few numbers but the way the questions of why and how are asked to the respondents, and followed by probe question, is what generate thick deep descriptions to conform the study. Therefore, sample size for the study is 80 employees of various cadres from the manager to the support staff as it shown in the table below.
Table 3.1: Sample size

	Sn
	Type of respondent
	Frequency
	Percentage
	Data collection tools

	1
	Managers
	5
	6.2
	Interview

	2
	Head of departments 
	10
	12.5
	questionnaire

	3
	Supervisors
	20
	25
	questionnaire

	4
	Staff
	30
	37.5
	questionnaire

	5
	Volunteer staff
	15
	18.7
	Interview

	
	Total
	80
	100
	


3.7 Methods of Data Collection 
3.7.1 Secondary Data Collection 
Documents are good source of data. They reveal the actual data available about the phenomena. The advantage of documents is that the data is already in existence. The documents of salary slip, pay roll, recognition letter and annual bonus were reviewed to show what type of remuneration employees get. 
3.7.2 Primary Data Collection 
The study is guided by the survey descriptive design. Silverman (1997) holds that the survey usually uses large sample to collect opinion to make conclusion on the study findings. This study therefore distributed 60 questionnaires to head of departments, supervisors and staff of Humuliza to seek opinion on the topic under investigation. Furthermore, the study conducted interviews to volunteer staff and managers to seek their experience related to motivations at Humuliza organization. The interviews were done to twenty respondents. This is to abide to the Patton’s (2009) idea on the sample to be small but the questioning of why and how questions are the ones producing rich case experience.
3.8 Data Collection Tools
The study used questionnaire to collect data, the questionnaire was coded, develop the frequency and percentage using excel programme. The interview was analyzed by thematic approach to show the content presented objective wise. 

3.8.1 Questionnaire

The Questionnaire is a method where questions are developed and respondents respond by writing responses. The results are made to development improvement of the programme. The study develop questionnaire to guide study. The topic to be covered include: the intrinsic motivation effect on the organization performance, the extrinsic motivation on the organizational performance, the type of motivation that affect the employees to work at the organization and the strategies the organization can use to rise organization performance. The study used sixty (60) respondents to inform the current study. Silverman (1997) holds that the quantitative study usually employs large sample in order to get bulk information, so as the study can use the findings to do generalization of the results. In line with this school of thought, the current study also implies large sample of 60 respondents to elicit opinion from the respondents on the effects of motivation on the organization performance in Humuliza organization of Kagera. 
Furthermore, the questionnaire was selected to be used to the 60 respondents because they have power to collect information from respondents more quickly and at lower cost as the questionnaire can be scored quickly and intended information obtained unlike long and tedious administration of interviews, Silverman (1997).

3.8.2 Interviews 

The interviews are conversation between the interviewer and interviewee ((Patton, 2009). The current study adopted interview method. This was because, it allows experience from   individuals. In this sense the interviews are used to seek experience of the employees over the motivation they get in improving the organization performance. The interviews have strong ability to collect which data and deep experience because they use probe question. (Patton, 2009). (Silverman, 1997). The study employed and interview only twenty respondents (20). Patton (2009) recommends and argues that the number of respondents does not matter to a qualitative study, what matters is how the researcher has the ability to use why and how question followed by probe question to generate thick in-depth information to inform the study. With this line of thinking, the current study sought to use also small sample to elicit in depth information on the effect of motivation on the organization performance from the Humuliza staff. 
Furthermore, the current researcher sought that their respondents who are more comfortable in narration and giving their experience and feeling about the way the organization treats them when it comes to motivation issues. The current researcher thought that by interviewing some of Humuliza staff would provide in-depth experiences on the effects of motivation on the organization performance. Hence, interviewing these twenty respondents.
3.8.3 Recording of Interviews 

The interviews were managed by using smart phone where the respondents were asked to be recorded. The researcher used these sounds to reflect on the key themes that emerged from the interviews. The interviews records were given number and dates to avoid them being misplaced.

3.9 Reliability and Validity of Data
3.9.1 Reliability of Data
Reliability is essential synonym for consistency, stability, and replication of an instrument over a group of respondents, according to (Joppe et al, 2000) reliability is the extent to which results are consistent over time and an accurate representation of the total population under study is referred to as reliability and if the results of a study can be reproduced under a similar methodology then the research instrument will be considered to be reliable. Achieving the reliability of the research is important for the sound credible research result. The current research used triangulation as recommended by Patton (2009). The first step will involve triangulation of methods. The study expects to use more than one method to attain reliability of the research as the use of questionnaire and interviews will improve the reliability of data, hence results are more reliable. The study used triangulation of sites, this made comparing of responses over locations possible hence make the data richer and more reliable as against only one site could be used in data collection.

3.9.2 Validity of Data
Validity  is  the  ability  of  a  particular  instrument  to  measure  what is supposed to 
measure. According to Cohen et al (2000) validation of instrument is the process of establishing document evidences which provides a high degree of accuracy that specific process. Validity of the research result was attained by piloting the study. For example, trying the tools and seeing if the questionnaire composed would produce the same meaning and the questionnaire and interviews are clear to respondents. The errors were collected accordingly. 
3.10 Data Analysis
According to (Creswell et al., 2010) data analysis is the systematic organization and synthesis of the research data and the testing of research hypotheses, using those data. Data analysis also entails categorizing, ordering, manipulating and summarizing the data and describing them in meaningful terms. All data collected were analyzed through excel. The interviews were analyzed by thematic approach to show the content presented objective wise.
3.11 Research Ethics 

The current researcher observed research ethics for this study. First the current researcher obtained the research clearance letter from the open university of Tanzania. The letter introduced her to the Regional Administrative Secretary (RAS) in Kagera. The RAS further introduced the researcher to District Administrative Secretary (DAS). The DAS allowed the researcher to access the Humuliza organization for rata collection. In one of the planning meetings, the current researcher asked permission from the Humuliza Director to talk to the staff who were potential for research. The day of interview the researcher asked consent to involve the respondents to participate in interviews for data collection. The potential respondents who agreed were not disclosed (anonymity) in the report this was to protect their identity and avoid any harm that could be anticipated as a result of critical responses during interviews. Confidentiality was observed too, where all responses were to be used for research purpose only. Basically, the interviews were done for those willing and no one was forced to participate.
CHAPTER FOUR

4.0 DATA PRESENTATION AND ANALYSIS
4.1 Introduction 

The chapter presents the data collected through questionnaire and interviews. The presentation starts with background information. The presentation is guided by three research objectives themes namely, the effects of intrinsic motivation on the organizational performance, the effects of extrinsic motivation on the organizational performance, the most motivating factors in influencing organizational performance and the strategies that Humuliza organization can use improve employee’s motivation.
4.2 Background Information 

Table 4.1: Age of the respondents

	Sn
	Background information 
	Interval/ group
	Frequencies 
	Percentage 

	1
	Age
	25 -40
	58
	72.5

	
	
	41-50
	10
	12.5

	
	
	51-60
	12
	15

	
	
	60+
	00
	00

	
	
	Total
	80
	100

	
	Gender
	Male
	48
	60

	
	
	Female
	32
	40

	
	
	Total
	80
	100

	3
	Education background 
	Primary 
	00
	00

	
	
	Secondary 
	28
	35

	
	
	Degree 
	52
	65

	
	
	Others 
	00
	00

	
	
	Total
	80
	100

	4
	Work experience 
	Less than 1year
	27
	33.7

	
	
	2 -3 years 
	3
	3.75

	
	
	4-6 years
	47
	58.75

	
	
	6 above
	03
	3.7

	
	
	Total 
	80
	100


Age: The table 4.1 indicates the age of the respondents at Humuliza organization are characterized by high percent of the young employees aged 25-40 which carries 72.5 percent. Given the nature of the organization which is to provide social support to people affected by HIV and AIDS, the employees are to move to the fields to train people or young people to know the disease, guide them prevention measure and other supportive trainings, this requires personnel who are young and energetic to meet the job requirements. 
Gender: The data in the Table 4.1 on the sex reflects some issues like equality in employment policy where the number of sexes balances although not fifty to fifty percent
Education background: Table 4.1 on the education background indicates that the organization education profile sounds good in terms of the management of the society support projects on HIV and AIDS as the employees have highest level of education such as 35 percent are secondary education and 65 percent degree. The profile on the education speaks that many of these employees can translate the organization goals by planning, coordinating and evaluating the projects in a way to serve people with social problems.
Work experience: Referring Table 4.1 above, since the organization has also volunteers, those seen in number under experience of one year may be of this category. However, it seems that the organization has the experience employees who have worked for above six years. This allows the experienced employees to support new employees in the process of learning work requirement and they act as mentors.
4.3 Effects of Intrinsic Motivation to Employee Motivation in Improving Organization Performance (Interviews)
4.3.1 Promotion

The interview held with programme manager showed that once the staff is promoted, he feels respected by the organization and he add more effort to deliver at his level best. The respondent said in the interview:

“I was a staff at lower level, my hard work made me promoted to the programme manager dealing with HIV in Kyerwa District. I continue to ensure I work hard till I become coordinator of the programmer”

4.3.2 Recognition

In the interview held between the current researcher and respondent reflected that the staff have been rewarded and motivated by recognition method, as one of the interviewees said:

“The year 2018 I was recognized as the best worker, I was given prize, the prize has motivated me to put more effort to the organization, I was a best worker of the year”

4.2.3 Training 
In the interview held at Humuliza between the researcher and the interviewee, revealed the following with the intrinsic motivation offered by the organization and the way it helps them to improve performance:  The volunteer employee at Humuliza responded the following during interview:
“The training I attended was on psychosocial support. The training enabled me to know various ways of handling children and community in particular those being stressed”
Further the volunteer said he attended training on how to start a community radio, later he came back and advised the coordinator at Humuliza to start a Humuliza FM radio to serve the needs of the community. So, he claimed the training is important because the training helps the employees to add skills that make the staff apply them in the development of the organization.
Table 4.2:
Effects of intrinsic motivation on organization performance at Humuliza (questionnaire)

	SN
	Statement
	SA
	A
	U
	D
	SD

	1
	Recognition culture motivate to work for the organization 
	46

(76.6%)
	13

(21.6%)
	1

(1.6%)
	00

(0%)
	00

(0%)

	2
	Training opportunity motivates me by add skill that add value to organizational goal (work) 
	35

(58.3%)
	25

(41.6%)
	00

(0%)
	00

(0%)
	00

(0%)

	3
	Good supervision/ communication encourages me work cooperatively in the organization 
	48

(80%)
	8

(13.3%)
	00

00
	2

(3.3%)
	2

(3.3%)

	4
	Challenging goal encourages me and kept working for accomplishing, organizational goals 
	25

(41.6%)
	20

(33.3%)
	00

(0%)
	10

(66%)
	5

(66%)

	5
	Happy hour/retreat enable to release stress and come strong in the next session of work 
	46

(76.6%)
	10

(16.6%)
	00

00
	2

(3.3%)
	2

(3.3%)

	6
	Promotion increase my confidence to work better for the organization 
	26

(43%)
	27

(45%)
	01

(1.6%)
	3

(5%)
	3

(5%)


 Scale: 
SA-Strongly agree, A-Agree, U-undecided, D-Disagree and SD-Strongly disagree
Table 4.2 showed that respondents agreed more on the recognition culture, training opportunities, good supervision at work, retreats and promotion to be intrinsic motivation at Humuliza organization. Challenging work environment was lowly rated as intrinsic motivation among the Humuliza organization employees.
4.4 Effects of Extrinsic Motion to Employee to Improve Organizational Performance (Interviews)
4.4.1 Salary, Bonus, Overtime Allowance 
The interview held with staff at Humuliza indicated that the salary they were paid is good. They said that it is this good package that enables them stay and work for the organization. One of the staff said that 
“I am here at Humuliza because the package is attractive. I pay for tuition fee for my kids, I meet basic needs. It is salary which encourages staying and working dedicatedly to organization”.

In the interview the respondent indicated that they were paid double salary (thirteenth salary) at the end of this year. They were also paid bonus and overtime allowance all these make them to meet paying for their school fees, pay bills and house rent and avoid staying low residence like slams. It is this stability makes them stable and be productive to attain organization goals. 
4.4.2 Double Salary (13th Salary) At the End of the Year
This programme manager said during interview they have a culture of awarding employee double salary at the end of the year. This money makes the staff ensure they write their report complete their task set before they are clear and do not miss the reward/ motivation.
Table 4.3 indicates the questionnaire on extrinsic motivation that were agreed with high percentage to motivate the employees to perform better at Humuliza organization were: good salary package, promotions, health insurance support on NHIF, extra duties allowance and housing allowance.
Table 4.3:
Effects of extrinsic motivation on organization performance at Humuliza organization (Questionnaire)
	No.
	Statement 
	SA
	A
	U
	D
	SD

	1
	I feel that salary encourages me to work better 
	36

(60%)
	24
(40%)
	00

00
	00

00
	00

00

	2
	Humuliza organization promotion increases my salary thus I am happy 
	30

(50%)
	20

(33.3%)
	00

00
	5

(8.3%)
	5

(8.3%)

	3
	Health insurance ensures security of my health to work productively for my organization 
	47

(78.3%)
	13

(21.3%)
	00

00
	00

00
	00

00

	4
	Extra duties allowances increase my work morale to work for the organization 
	29

(48.3%)
	29

(48.3)
	01

(1.6%)
	01

(1.6%)
	00

	5
	House allowance allows me to settle with house bills and avoid living in slums 
	30

(50%)
	18

(30%)
	05

(8.3%)
	7

(11.6%)
	00


Scale: 
SA-Strongly agree, A-Agree, U-undecided, D-Disagree and SD-Strongly disagree
4.5 Motivating Factors at Humuliza Organization 

The table 4.4 covers the opinion of the respondents that was captured by using questionnaire on the most motivating factor that motivate the Humuliza employees to perform their duties to realize the organizational goals. 
Table 4.4 indicates that training opportunity (100%), health insurance (100%) effective communication (99.9%), recognition (100%), bonus (100%), transport allowance (93%) and salary (96.6%) were the most motivating factors to the Humuliza organization employees. Salary advance (89.6%) and salary loan (76%) were least opted to be the motivating factors at Humuliza organization. Here there could be very interesting observation that staff least opt for the salary loan because of long bureaucratic banks procedures of acquiring loans such as having fixed assets and stable collateral such as land, house and farms which most of the employees are not having, as they are still struggling to acquire wealth, this may be the reason that caused the employees not seeing the salary loans as motivating factor. But still, the employees value most their health that is why they have placed Health insurance the most motivating factor at Humuliza organization. 
Table 4.4: Motivation factors at Humuliza (questionnaire)
	No.
	Statement 
	SA
	A
	U
	D
	SD

	1
	Training opportunity 
	52
(86.6)
	8

(13.3%)
	00
	00
	00

	2
	Health insurance 
	53
(88.3%)
	7

(11.6%)
	00
	00
	00

	3
	Effective communication
	52

(86.6%)
	7

(11.6%)
	00
	00
	01

(1.6%)

	4
	Recognition culture 
	51

(85%)
	9
(15%)
	00
	00
	00

	5
	Bonus  
	35

(58.3%)
	25

(41.6%)
	00
	00
	00

	6
	Transport allowance 
	50

(83%)
	6

(10%)
	01

(1.6%)
	02
(3.2)
	01

(1.6%)

	7
	Salary 
	30

(50%)
	28

(46.6%)
	01

(1.6%)
	00

(00)
	01

(1.6%)

	8
	Salary advance 
	26

(43%)
	28

(46.6%)
	00

(00%)
	04

(6.6%)
	02

(3.3%)

	9
	Salary loan 
	18

(30%)
	28

(46.6%)
	14

(23.3%)
	00
	00


Scale: 
SA-Strongly agree, A-Agree, U-undecided, D-Disagree and SD-Strongly disagree
4.6 Strategies the Humiliza Organization Can Use to Rise Both Intrinsic and Extrinsic Motivation to Realize Organization Goals

The interview held with the programme manager at Humuliza reflected that the Humuliza organization do have in place, some strategies both related to intrinsic and extrinsic motivations which are used to motivate the employees to work better to realize organization goals.

“We have one thing we call double salary. We offer this at the end of the year. We offer this double salary to motivate our employees to feel they belong to the organization and the amount is used well for personal needs by our staff. Once staff feels they are cared through financial support they dedicate their efforts towards the organization goals which is primarily to provide support to children and community living with HIV”.

The interview further showed that the organization has the culture of sending the employees to retreat, for refreshing mind. This makes the employees feel the sense of belongings and they work hard in their duties.

“We planned and went with the staff to Uganda. We enjoyed and thus made every one refresh mind and be fresh for work in the next session”.

The interview held with the programme manager of Kizazi Kipya, indicated that the employees at Humuliza are encouraged to stay because of good salary. The interview showed that the package given to the most of the employees are satisfactory. This was used as retention strategy and thus reduced stress of meeting basic needs such as a food, paying school fees for their kids and paying for house rent. In another interview with staff at Humuliza they indicated the staff can be motivated by being given bonus. The interview indicated that at Humuliza  the terms of payment are well outlined, including the bonus, so implementing that category of payment would be good to staff.
In the interview, the programme manager indicated that though they have not started to offer house allowance for the staff, but they are planning to start paying house allowance, so that the staff can reduce stress of using their salary to pay rent or house or house bills and avoid to have in slams.

Last the interview with the staff indicated that the Humuliza should include all staff to health scheme that is NHIF. This was claimed to bring security to all employees (both permanent and volunteers). It is the staff stable health that will make employee stable and productive for the organization of Humuliza. 

Table 4.5: Strategies to improve motivation at Humuliza organization (Questionnaire)

	No. 
	Statement 
	SA
	A
	U
	D
	SD

	1. 
	Involving staff in decision making process 
	58

(96%)
	02

(4%)
	0

00
	00

00
	00

00

	2.
	Bonus for hard workers 
	57

(95%)
	03

(5%)
	00

00
	00

00
	00
00

	3.
	Prize giving for special day 
	57

(95%)
	02

(3.3%)
	1

(1.6%)
	00

00
	00

00

	4.
	Health insurance 
	56

(93.3%)
	04

(6.6%)
	00

00
	00

00
	00

00

	5.
	Promotion on time 
	55

(91.6%)
	4

(6.6%)
	01

(1.6%)
	00
	00

	6. 
	Development recognition culture 
	53

(88.3%)
	02

(3.3%)
	00

00
	04
6.6
	01

(1.6%)

	7.
	Regular staff meeting 
	47

(78.3%)
	10

(16.6%)
	3

(5%)
	00

00
	00

00

	8.
	House & allowance 
	36

(66%)
	17

(28.3%)
	5

(8.3%)
	01

(1.6%)
	01

(1.6%)

	9. 
	Salaried loan 
	28

(46.6%)
	28

(46.6%)
	03

(5%)
	01

(1.6)
	00

00


Scale: 
SA-Strongly agree, A-Agree, U-undecided, D-Disagree and SD-Strongly disagree
The data under table 4.5 shows that list of the strategies the Humuliza can use to improve the staff motivation. Generally, the data indicated that involving employee’s decision making, bonus for hard workers, prize giving, health insurance, promotion, recognition culture, regular staff meeting, house allowance and staff loans were suggested to be strategies for improving motivation among employees to improve organization performance.
CHAPTER FIVE
5.0 DISCUSSION OF FINDINGS

5.1 Introduction

The chapter presents the discussion of findings using the guidance of four objectives: effects of intrinsic motivation on improving organization performance, effects of extrinsic motivation to employees to improve the organization performance, most motivating factors at Humuliza organization and strategies to improve organization performance at Humuliza organization
5.2 The Effects of Intrinsic Motivation on Improving Organization Performance
5.2.1 Recognition Culture Increases Motivation to Work

Result shows that Humuliza organization is very considerate by offering motivation by recognizing its staff in various ways for those who did well in performing their duties. This was supported by the questionnaire results in Table 4.2, where the respondents agreed by (98 percent) that recognition motivates the employees to work. Further interview results showed that employees who perform well their duties they are rewarded and motivated by the Humuliza organization either by complement or certificate of recognition. These findings are in line with Buberwa (2015) who maintains that aspects like salary, allowances, good working conditions, recognition and career advancement emerged vividly during the cause of research and all academic staff sampled at Moshi University College (MoCU) concurred to their positive role in enhancing high performance in the organization. 

5.2.2 Trainings Add Skills for Improving Work

Table 4.2 showed that Humuliza employees agreed by (99.9 percent) that training opportunities motivate then to add skills that add value to the organization work. This finding was further echoed in the interviews where one of the interviewees stated that the training, he received outside Humuliza made him to come with the idea of starting a FM radio which is now serving the community of Kagera on the key issues including the HIV &AIDS. These findings are in line with Buberwa (2015) who maintains that aspects like salary, allowances, good working conditions, recognition and career advancement emerged vividly during the cause of research and all academic staff sampled at Moshi University College (MoCU) concurred to their positive role in enhancing high performance in the organization. 

5.2.3 Good Supervision Creates Better Work Environment

The result in Table 4.2 showed that good supervision encourages the staff to work corporately in the organization. This statement was supported by (93.3 percent) of the respondents in the questionnaire. Human being needs are satisfied in order as per Maslow hierarchy of needs. The human being starts to be satisfied with basic needs to safety need and then self-actualization, Humuliza personnel, therefore, automatically falls in this group that recognizes the safety and good supervision as motivation factor to them to work well in the organization. The current study is in line with the study done by Osabiya (2015) who revealed that, among the top ten critical factors (teamwork, work based on contract, supervision based on leadership by example and provision of equipment) had great effect on motivation as well as impact on productivity. More so communication, love and belongingness, opportunity to undertake challenging task, identification with goal and overtime were among the critical factors in motivating employees.

5.2.4 Promotion Increases the Confidence of Employees

Table 4.2 indicates that (88percent) of the respondents agreed that promotion increases confidence of employees to work better in the organization. The interviews reflected that Humuliza organization has the policy to promote staff who performs well in their work. The statement was reflected   by one of the staff who said that he is working as the programme manager of the HIV & AIDS in Kyerwa; and he was promoted to that position last year and it is his dream to reach the position of the programme coordinator. The interviewee showing the role of the motivation said that, promotion gives me the force to work and attain the organization goal, for my case is to ensure I serve the children and youths living with HIV & AIDS in Kyerwa district. 
These findings are in line with the study findings of (Kahungya, 2016) who confirmed that enhancement of current motivation package by incorporating intrinsic such as promotion, recognition, and support for carrier achievement will help optimum utilization of human resources as well as increasing employees’ performance, and thus rise the organizational performance. Mohamedi (2013) is in support of the study findings when established that salary increment, promotion and recognition were important motivational factors for employees of Tanzania Postal Bank.

5.3 Effects of Extrinsic Motivation to Employees to Improve the Organization Performance

5.3.1 Salary as a Retention Strategy

The Table 4.3 shows that the respondent at Humuliza agreed by (100 percent) that the salary paid to them was satisfactory. These finding were reflected in the interviews that indicated that the payment of the salary was good and it made them able to meet that basic needs like sending their children to school, buy food and clothes. The interviews further indicated that the pay was so good and it was the reason why the employees stay and work for the organization. The current study is in line with the study findings established by Mpume (2017) who established that the Igunga district hospital employees were motivated to work towards the organization despite of the meager amount salary they were given by the employer.
5.3.2 Double Salary at the End of the Year (13th Salary) Motivate Employees Finish Their Work on Time
Interview indicated that the employees at Humuliza organization are given double salary at the end of the year. This was used by the organization management as the way to motivate the employees to ensure that every activity of that particular year was done before that date of the prize.

Mpume (2017) was in line with above finding on salary as postulated that despite the low or high salary received by employees, employees working at Igunga District Council hospital consider monthly salary as the most motivating factor as it tries to solve their family problems timely as compared to other allowances.
5.3.3 Health Insurance Increase Employees Security

Table 4.3 showed that (96.6 percent) of Humuliza employees were externally motivated by the Health Insurance Scheme (NHIF). In the interview the staff indicated that NHIF services give them security of their health and once they are sick, they do not use their own money from the salary but just contributions that they have made in the scheme. The interview showed that the scheme could also be extended to the volunteer staff. The current study where the employees value their security and being motivated to work because they have the medical support was established by Gillian in (2017) where the MOI employees were seen to be motivated toward the work at the hospital because of the medical support they received from the employer.
5.3.4 Extra Work Allowance and Housing Allowance

The interview data showed that the employees were asking for more of this allowance once they do the work outside the work hours. The interview indicated that thought the staffs are sometimes working for the organization outside the work hour, but the organization has no culture of warding them the extra duties allowance. The interview indicated further that they are also not given the housing allowance and if given, they will be happy and that will not use salaries to pay for the house rent or live in slams. The above finding confirms the Masallu’s study (2015) observation where it showed that the Tabora TANESCO employees were happy and motivated because the organization offered them transport and housing       allowance.

5.4 Motivating Factors at Humuliza Organization

Table 4.4 showed that the most ranking factors in motivating employees at Humuliza organization were training opportunities (99.8%), NHIF scheme (99.9%), recognition (99.00%), bonus (99.9%) and transport allowance (99.00%). Salary advance and salaried loan ranked lowest by having (89.6%) and (76.6%) respectively.  The implication of the result is that the motivation that stimulates the employees to work for the organization may not be necessarily money, but the motivation that is related to personal growth (gain skills from training) and motivation related to safety (NHIF). This means the organizational managers have to equally consider all types of motivation to encourage employees to work for the organization such as health (NHIF), training opportunities and recognition culture. The findings established by Mpume (2017) indicated that the employees at Igunga district hospital ranked high the salary to be the most motivating factor among the employees. The Mpume's observation on the most motivating factor in the organization differs with those established by the current study where health support and recognition were seen to be most highly ranked by the respondents at Humuliza organization.
5.5 Strategies to Improve Organization Performance at Humuliza Organization
5.5.1 Health Insurance

Table 4.5 indicated that health insurance was among the highest strategy agreed by respondents by (99.9 percent) to improve motivation at the organization. This is because the employees are assured of their health with their families. This does not force them to use their salaries for medical expenses. These findings were echoed in the interview which indicated that the employees were very happy to get the health support from NHIF. They said that this made their health be stable and continued to work for the organization. They were of the opinion however, that the NHIF scheme could be extended to other staff of the volunteering category. Gillian (2017) established that the MOI hospital in Dares salaam employees were highly motivated because the organization has in place the medical support policy for all of its staff with their families.
5.5.2 House Allowance

Table 4.5 showed that house allowance was agreed by (74.3 percent) by the respondent of Humuliza to be the strategy that could improve the motivation to them. The interview held indicated that however the house allowance was so important if given to the employees as they could reduce the stress of house bills and avoid them to live in slums. The interview with one of the top mangers indicated that the organization does not offer the house allowance however they are planning to start offering the housing allowance in the next financial year 2020/2021. Masallu (2015) providing experience of the motivation strategy to the TANESCO employees in Tabora holds that the company has been giving house allowance to staff to foster the work efficiency of the organization.
5.5.3 Recognition Culture
Table 4.5 indicated that recognition culture was agreed by (91.6 percent) by the respondents at the Humuliza organization to be a motivating strategy. This means that this can be used as the strategy to motivate the employees at Humuliza organization. This finding is reflected in the interviews where one of the top managers said that they have the culture of recognizing the contribution played by the employees so they usually take time to exposé them to leisure and recreation so that they can reduce the life stress and once they return to work they are energetic and committed as they see that the organization recognizes them and their contributions. A trip planned in 2018 where the employees were taken to Uganda for three days was among the retreats that showed the organization uses recognition culture to motivate its employees.

The above finding is in line with Mohamedi (2013) who established that Tanzania Postal bank (TPB) though does not offer housing allowance to its employees, but it recognizes the use of recognition culture to motivate its employees to keep working spirit high. This suggests that Humuliza organization joins with high performing organization (TPB) in the process of improving the employee’s performance by using recognition strategy.
CHAPTER SIX

6.0 SUMMARY, CONCLUSSION AND RECOMMENDATIONS

6.1 Introduction 
The chapter presents the summary of the study findings, the conclusion, implications of the findings and recommendation for action and area for further study.

6.2 Summary of the Main Findings

The study focused on the motivation of the employees on the organization performance. The study was guided by four objectives: determine how extrinsic motivation to employees affect the organization performance at Humuliza organization; determine how intrinsic motivation to employees affect the organization performance at Humuliza organization; to assess which motivation (intrinsic and extrinsic) is effective in influencing the worker at Humuliza organization and to identify strategies the Humuliza organization can use to rise both intrinsic and extrinsic motivation to realize organization goals. The study used survey design complemented by qualitative design to assess the motivation of employees on the organization performance. The data collection methods used were questionnaire, and interviews. The sample involved 80 respondents where, 60 were involved in the questionnaire and 20 in the interviews. 

The first research question inquired on the how extrinsic motivations affect the organization performance at Humuliza organization. The findings showed that the Humuliza organization offer intrinsic motivation such as recognition, training opportunities and good work environment. These motivations all together have enable to increase the skill to work for the organization (training opportunity), increase the morale for work (recognition) and feel secure at work (good supervision) thus improve the organization performance which are mainly to serve the people of the Kagera affected by HIV/AIDS and provide them with psycho social support in general. Specifically, the promotions that have been offered to the employees improved the confidences of the employees and they felt that they are having high spirit and morale to work and thus improve the organization performance of Humuliza.
The second research question inquired on how extrinsic motivations affect the organization performance at Humuliza organization? Three extrinsic motivation were identifying to be offered by the Humuliza organization; the salary, double salary and medical support using NHIF scheme. The results indicated that the employees were happy with the salary they received at the organization; this enabled them to meet basic needs like clothes, food and housing. They revealed that the package is good and it the salary that motivate them to work for the organization. Given the salary meeting the basic needs, employees were motivated to work because they are free and not getting disturbance from the house owners or thinking of where to get money. This made the employees to have peace of mind and performed for the organization.
The third research question inquired on types of motivation affect most the employees in accomplishing the organization goal? Most ranking factors in motivating employees at Humuliza organization were training opportunities (99.8%), NHIF scheme (99.9%), recognition (99.00%), bonus (99.9%) and transport allowance (99.00%). Salary advance and salaried loan ranked lowest by having (89.6%) and (76.6%) respectively.

The last fourth research question asked on strategies the Humuliza organization can use to motivate employees to improve the organization performance. The Humuliza organization is currently using the two strategies to motivate the employees to work for the organization. The first is the health insurance scheme of NHIF. This has been as useful as it maintains high level of the employees’ health and thus the employees are not using their money to meet the medical bills. The second strategy that is used by the Humuliza management to motivate the employees is recognition culture. The discussion has revealed that the Humuliza management has the culture of sending the employees to retreat so that they recreate and once they are fresh, they return to work with high morale. 
The study further more established that the organization has already realize that the housing allowance could motivate the employees so they are planning to offer the allowance starting next financial years 2021/ 2022 basing on the availability of fund.

6.3 Implications of the Findings
Training can be useful motivation to employees as motivation but as a way to improve the organization performance as the employee attend training that later they 
can apply skills to bring new innovations to the organization. 

The organization may be at easy thinking that it provides the most and best motivation to its employees, but this may not be true as some of the staff were requesting some allowances due to the services they render to the organization, overtime. The organization can hear more from employees needs if it conducts employee’s satisfaction survey to determine the entire needs of the employees.

Work and living must correlate, the employees can improve their performance if they are given support to pay house rents thus there is need of the Humuliza organization to introduce housing allowance to its employees. The study implies also that the organization of Humuliza has to review its policy on health to cover the volunteer staff.
6.4 Conclusion

In regards with the study and findings established above the study concludes that intrinsic motivation motivating employees at Humuliza organization were supply of double salary to staff, recognition culture and training opportunities to employees. The extrinsic motivation motivating employees to work at Humuliza organization were good salary packages and health insurance (NHIF), transport allowance and bonus. The most motivating factors at Humuliza organization were NHIF offering, recognition culture, training opportunities and transport allowance. The health support and recognition culture were strategies used by the management to motivate the Humuliza employees. The above established findings concludes that for the Humuliza organization to continue pursuing its vision and mission of servicing the population of Kagera on the education about HIV and AIDS and the development of the social support to the community, Managers must adhere to these motivation needs and even improve them further like offering Health support to excluded group and housing allowance to the entire staff at Humuliza organization.
6.5 Recommendations for the Study

i) The result has indicated that the employees at Humuliza are ready to be motivated with overtime payment as they offer their service to the organization, there is need to introduce the overtime payment to Humuliza organization.

ii) The study has discovered that the employees use part of their salary to meet the rent house bill, there is need to introduce the policy on housing that will cover the additional of certain amount to the employees’ salary to meet the house rent.

iii) The medical support is given to full employed staff at Humuliza, there is need to cover volunteer type of employees if the organization is to motivate it employees.

iv) The reality to the managers is exposed that the motivation that will stimulate the employees to work for the organization is not limited to monetary (extrinsic) only but other intrinsic motivation such as training, recognition and good work environment have the power to motivate the employees.
6.6 Limitations of the Study

The findings of this study may have not been exhaustive as the data captured were those of interviews and questionnaires, it was really difficult to collect data on the person issues from respondents like salary and promotion. This may have affected the quality of data and results. 
The limitation was overcomed by asking the coordinator of the programme dealing with Human resource to authenticate the genuity of the information the respondents were giving during interview.

6.7 Recommendation for Further Studies

The study focused on the employee’s motivation for the organization performance at Humuliza organization. There is need to do further studies to other non-government organizations performing role related to HIV and AIDs to see how employee’s motivation influence the organization performance.
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APPENDICES

APPENDIX 1: QUESTIONNAIRE

Introduction

Please be informed that I am Judith Raphael Musheshe a master student doing research on the topic of ‘the influence of motivation on the organization performance in Humuliza organization based in Muleba Kagera’. I would like your support on filling the questionnaire to enable me obtain data for this purpose.

A. Fill the information by a tick in the approximate space

Age

25-40 
(   )

41-50 
(    )

51- 60
(   )

60+
(    )

Sex

Male     
(  )

Female 
(  )

Education background

Primary school
(  )

Secondary level 
(  )

Degree level 
(  )

Others         
(   )
Work experience

Less than a year 
(     )

2- 3 years     
(     )

4 - 6 years.   
(     )

6 Above.     
(    )

B. Rate using a likert scale SA, A UD, SD and D.

B. Effects of extrinsic motivation on organization performance at Humuliza organization: Key SA -strongly Agree, A -Agree, UD undecided, SD strongly disagree, and D-Disagree

	Statement
	SA
	A
	UD
	D
	SD

	I feel that salary encourages me to work better
	
	
	
	
	

	Promotion increases my commitment at work 
	
	
	
	
	

	Bonus stimulates me to work for the organization 
	
	
	
	
	

	Transport allowance makes me punctual to attending organization duties
	
	
	
	
	

	Health insurance ensures security of my heath to perform organization duties
	
	
	
	
	

	Extra duties allowances increase my morale to work for the organization 
	
	
	
	
	

	Salaried loan motivated to work dedicatedly for organization 
	
	
	
	
	

	House allowance allows me to settle with house issues and work hard with the organization 
	
	
	
	
	


C. Effects of intrinsic motivation on the organization performance 

	Statement 
	SA
	A
	UD
	D
	SD

	Recognition culture motivate to work for the organization 
	
	
	
	
	

	Training opportunity internal motivation to work for the organization 
	
	
	
	
	

	Good supervision communication encourage me work cooperatively in the organization 
	
	
	
	
	

	Challenging goal encourages me and in keep working for the accomplishing organization goals
	
	
	
	
	


D. Motivation ranking at Humuliza organization Rank the tool

	Motivation tool
	SA
	A
	UD
	D
	SD

	Salary 
	
	
	
	
	

	Salaried loan
	
	
	
	
	

	Bonus 
	
	
	
	
	

	Salary advance 
	
	
	
	
	

	Recognition  culture
	
	
	
	
	

	Effective communication 
	
	
	
	
	

	Training opportunity 
	
	
	
	
	

	Transport allowance 
	
	
	
	
	

	Health insurance 
	
	
	
	
	


E. Strategies to improve motivation at Humuliza organization 

	Sn
	Statement 
	SA
	A
	UD
	D
	SD

	1
	Salaried loan 
	
	
	
	
	

	2
	Promotion of employees on time
	
	
	
	
	

	3
	Develop recognition culture to hard working staff 
	
	
	
	
	

	4
	Prize giving on special day
	
	
	
	
	

	5
	Health insurance 
	
	
	
	
	

	6
	Involving staff in decision making process
	
	
	
	
	

	7
	Regular  staff meeting 
	
	
	
	
	

	8
	House allowance
	
	
	
	
	

	9
	Bonus for hard workers
	
	
	
	
	


APPENDIX 2: INTERVIEW

1 How salary package affects the motivation of employees to do their work at Humuliza organization 
2 How housing allowance offered to employees affect the organization performance at Humuliza organization 
3 How promotion to employees affect the organization performance at Humuliza organization 

4 How the recognition culture to employees affect the organization performance at Humuliza organization 
5 How training opportunity offered to employees affect the organization performance at Humuliza organization 

6 What motivation type under extrinsic motivation affect more the employees to perform their duties at Humuliza organization 

7 What motivation type under intrinsic motivation affect more the employees to do their work at Humuliza organization 

8 What are strategies to motivate the employees to improve the organization performance at Humuliza related to intrinsic motivation?

9 What strategies to motivate employees to improve the organization performance at Humuliza related to extrinsic motivation? 
10 Explain strategies to motivate the employees to improve the organization performance at Humuliza related to human resources policy of the organization? 
Dependent variable: 





ORGANIZATIONAL PERFORMANCE





Independent variable: Employees’ motivation 


Intrinsic motivation


Recognition 


Promotion 


Training opportunity 


Extrinsic motivation


Salary 


Allowance transport


Bonus 


Housing allowance 


Training opportunity 


Salary increment 


Health support 












