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ABSTRACT

Performance of employees in health sector has been a significant concern in many government particularly in sub-Saharan countries. Present study aims to investigate the impact of motivational factors on employee’ performance in health sector. Cross sectional design was adopted as the study design whereas questionnaire and interview were employed as data collection instruments. Further, research instruments were distributed and administered to 150 employees whom were randomly selected. On the other hand, both qualitative and quantitative approaches including descriptive, inferential, and thematic analysis were employed to analyse collected data. Result identified five significant motivational factors which were employed in health sector included recognition, rewards, health insurance, promotion, and salary increment. Moreover, employee’ performance was revealed to drop within past three years in terms of number of served patients. However, most of the employees were observed to develop their career within that respective period. On the other hand, results evince significant positive relationship between motivational factors and employee’ performance. The study concluded that, effective motivational strategies influences good performance of the employees in health sector. In addition, the study recommends government to impose policies that aims to improve existing motivational strategies in health institutions as well as regular implementation of training.

Keywords: Employee’ Performance, Motivational Factors & Motivation. 
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1 CHAPTER ONE

INTRODUCTION

1.1 Overview

This chapter covers background information, statement of the research problem, research objectives and research questions. It further presents the significance of the study, limitation and delimitation of the study.
1.2 Background of the Study

Recently, accomplishment of objectives and goals among numerous organizations relies upon performances of the employees. Employees are ascertained as primary strength due to their significant role that results into fruitful action by driving organization’s decisions (Khan et al, 2017). However, in most scenario the performance of employees have been evidently influenced by motivational strategy applied by the particular organization (Kearney, 2018). Efficient management on motivational strategy is advantageous to both employees and the organization in terms of firm’s success and career development of the employees (Tanchaisak, 2018).
From the perspectives of Baloch and Shafi (2018), motivation at work place can be experienced through two different manners. Their first approach ascribe how workers attains self-motivation through job satisfaction especially when the job is oriented to their goals achievements. Secondly, employees can be motivated through organization management practices such as promotion, pay, recognition, as well as praise. Ngima and Kyongo (2013) claims that, employees often do not quit their job but they quit their supervisors or managers by parting the organization.
Various scholars around the world have recently articulated the relationship between motivation and employee performance to be significantly positive at different aspects. For example in Romania, Tampu and Cochina (2015) found intrinsic and extrinsic motivational characteristics were correlated to performance of the multinational employee in terms of emotional and material incentives. Likewise, Nizam and Bao (2015) investigated effect of motivation on electronics industry employees in China. They employed training and development, authority and delegation, and recognition and rewards as determinants of motivation. It was found all the determinants has significant relationship with motivation. 
Consequently, these determinants were evidently revealed to positively influence performance of the employees. Another study was carried out by Nabi et al (2017) in Bangladesh indicated motivation enhanced positively employees’ performances in various context including the improvement of proficiency and effectiveness in accomplishing organizational objectives. However, most of the literature findings shows the issue of motivation and satisfaction among workers at any working place is likely to be affected by division of labour, poor physical infrastructure, and poor management decision implying low possibilities for employees to be involved in decision making (Tampu and Cochina, 2015;Nizam and Bao, 2015; Nabi et al., 2017). On the other hand, lack of promotion in some organizations is also subjected to demotivation (Rabbani, et al., 2016).
Despite the remarkable development of health services facilities in developing countries particularly sub-Saharan countries, yet there is plenty of room for services improvement to achieving healthy-related millennium development goals (MDG’s) (Thu et al., 2015). One of the most significant reason that has been revealed to jeopardize substantial growth and level of workforce among health services facilities, comprehends employee motivation (Shapovalova et al., 2015). On the other hand, Roh et al. (2016) stresses that, poor motivation of the health workers is directly related to their poor performances and same to the vice versa. The more the health employees are motivated the more their performance in terms of service quality, service delivery, and efficiency due their positive will in resource mobilization during task handling (Batterham et al., 2016). 
Study conducted by Orasa (2014) to assess effect of motivational factors that influence health facilities employee performance in Mwanza, Tanzania, showed performance of workers was motivated by job security indicating there is positive relationship between motivation and employee performance. Majority of the recent studies carried out to ascribe this scenario in developing countries particularly Tanzania, did not investigate motivational factors impact on employee performance in health sector. Therefore,present study aims to fill this gap by investigating the significant relationship between motivation and performance among Mnazi Mmoja hospital employees. 
1.3 Statement of the Problem

Globally, health care industry is notably one of the vital sector in every country. Performance of the sector has been a significant concern of policy makers in different governments (Ozcan, 2014).Many countries have introduced reforms explicitly to support and enhancing health system performance for instance, in America 13.6% of the total governmental expenditure was devoted to health care sector, while in Mediterranean region an average of 8.8% was spend in 2014 (WHO, 2017).Tanzania expenditure on health care sector has risen from 3.0% in 1995 to 5.6% in 2014, while experiencing tremendous expenditure growth in 2006 (WB, 2017). 
Despite substantial expenditure of national GDP on health sector still there are reports showing deteriorating standards in terms of poor services and professional performances (Orasa, 2014). On the other hand, Orassa (2014) stresses that, one of the major observed challenges facing performance of the sector is associated with poor motivation among employees. Most of the employees particularly in public hospitals are performing poorly due to low salary and inconvenient working environments. Study carried out by Shemdoe et al. (2016) revealed Tanzania is currently experiencing shortage of health workers (56%), for example 13% of the employees in rural areas performed poorly to the extent of leaving their jobdue to various motivational factors including unsatisfactory working conditions, poor incentives, limited trainings, workplace safety, and poor living environments. 
However, few studies have been conducted to investigate the role of motivation on employee performance in health sector particularly in Tanzania urban health care facilities. Mnazi Mmoja hospital is one of the major hospital in the country located in Dar es Salaam. The hospital is serving approximately 634,924 outpatients and an estimate of 300 to 360 deliveries per month (CSIS, 2015). This study aims to assess the effectiveness of motivational factors on the employees’ performance of the hospital since it comprises large number of employees and serving substantial number of patients.

1.4 Objectives of the Study

1.4.1 General Objectives

The general objective of this study is to examine the relationship between motivational factors and employee performance at  Mnazi mmoja hospital in Dar es Salaam.

1.4.2 Specific Objectives

i. To identify key strategies used to motivate employees at Mnazi mmoja hospital.

ii. To assess level of employee performance among employees at Mnazi Mmoja hospital

iii. To establish relationship between motivational factors and employees’ performances.
1.5 Research Questions

i. What are the key strategies used to motivate employees at Mnazi Mmoja hospital?

ii. To what extent do employees performs at Mnazi Mmoja hospital?

iii. What is the significant relationship between motivational factors and employees’ performances?
1.6 Significance of the Study

Findings of this study provide insights and enable organisational management to ascribe and look in details what motivational strategies are suitable for implementing to their employees at the work place. On the other hand, this study come to fill the gap in the context of employee satisfaction, findings inspires employees to be satisfied with what they are doing and with what have been introduced and implemented based on their job environment for the betterment of their organisation and carrier development. This study also adds value to the knowledge in the area of motivation and performance of the employees particularly in health sector. Therefore, other researchers will employ it as a guide for further analysis when conducting relevant studies. Government on the other hand will benefit from the findings of the present study since it identifies what kinds of motivational support they may provide to public workers in order to enhance their performances particularly in health sector.
1.7 Limitation of the Study

Researcher identifies limitation of the present study basing on study design, data collection instruments, sample size, and time constraints. This study adopts cross-sectional design; a common design for investigating situation or phenomenon. The design is criticised for its failure to measure change (Kumar, 2014). To overcome this limiting factor, researcher conducted data collection at two different point of the population of interest as technique for measuring change suggested by Yin (2017). Another limiting factor is sample size, researcher involve health workers from Mnazi 
Mmoja hospital as population size; it was difficulty to collect data from all workers due to their substantial large number with respect to time scope. Thus, researcher adopted simple random sampling technique during sample size selection to bypass such a limitation. Data collection instrument is also likely to be a limiting factor since questionnaire was adopted. Questionnaire is criticised for its limitation to measure emotional feelings and sensation of the respondents. As suggested by Hickson (2016), researcher prepared close-ended questions to overcome this limitation.
1.8 Delimitation of the Study

Delimitation of the research can be defined as features which are within researcher capability and study scope (Marilyn & Goes, 2013). Delimiting factors of the current study are identified from the research objectives, study population, and diagnostic model technique. Research objectives of this study clearly sets out what is intended to be investigated and it is within researcher ability for instance, motivational factors to be identified are measurable and are common since literature from the relevant studies and supporting theories has already articulated them. 
Study population can also be considered as delimitation since the study involves employees from Mnazi Mmoja hospital. Geographical location of the hospital is easily accessed and the employees are reachable. Moreover, multiple linear regression adopted to measure relationship between the dependent and independent variables. The technique is powerful and precise for determining strength and direction of variables relationship as recommended by various scholars (i.e. Waters & Osborne, 2002). 

2 CHAPTER TWO

LITERATURE REVIEW
2.1 Overview

This chapter present various literature study approaches. It comprises of five sections, which include definition of the key terms, theoretical framework, empirical literature review, research gap and conceptual framework of the study.
2.2 Definition of Conceptual Key Terms

2.2.1 Motivation

Internal and external  factors  that stimulate desire  and energy in people  to be continually  interested and committed  to a job , role  or subject  or to make an effort  to attain a goal (Rakes &Dunn,2010).Motivation is generally understood to denote the strength of a person desire to attain a goal (Schmidt et al., 2010). According to Loahavilai et al., (2016), motivation is a general inspiration process which get the employees to pull their weight effectively, to give their loyalty to the  organization, to carry out properly the tasks they have accepted, and generally play an effective part in the job that employee has undertaken. 
2.2.2 Employee Performance

This term refers to all aspects that relates and affect employees work either directly or indirectly in an organization or a firm or a company. Satisfied and happy employees are considered as higher performers and management of organization or firm find it easy to motivate them in attaining firm goals (Khan et al., 2017).
2.3 Theoretical Framework

This study adopts two literature theories to formulate the theoretical framework between motivational factors and performance of the employees. These comprehend the hierarchy of need theory and Herzberg two factor theories.
2.3.1 The Hierarchy of Need Theory

This theory was primarily proposed by Maslow (1954). The theory conceptualise hierarchy of needs as the fundamentals of personality. These needs includes physiological, safety, social fulfilment, satisfaction of the ego and self-actualization. People always have needs, and as soon as one need is satisfied, another need takes its place (Nel et al., 2004; Nnenna & Ukpere, 2011).  Maslow (1954) claims, there are major five needs categories that can be applied to people in general, these comprises fundamental physiological needs, a hierarchy of safety, social and esteem needs, and the need for self-fulfilment. Maslow‘s hierarchy is as follows;
 Physiological: the need for oxygen, food, water and sex; these needs are literal requirements for human survival. Air, food and water are metabolic requirements for survival for all humans. An individual to satisfy these psychological needs is greater than the drive to satisfy any other type of need. This needs are satisfied through the wages and salaries paid by an organization (Maslow, 1954)
Safety: the need for protection against danger and the deprivation of physiological needs. With the satisfaction of physical needs the individual’s safety needs take precedence and dominate behaviour. 

Social: the need for love, affection and acceptance as belonging to a group. Human need to feel sense of belonging and acceptance, weather it comes from a large social group, such as clubs, office culture, professional organizations, sport teams or small connections (family members, inmate partners, mentors, confidents). They need to love and be loved by others (Maslow, 1954).
Esteem: the need to have a stable, firmly based, high evaluation of oneself (self-esteem) and to have the respect of others (prestige). These needs may be classified into two subsidiary sets: first, the desire for achievement, for adequacy, for confidence in the face of the world, and for independence and freedom, and, second, the desire for reputation or status defined as respect or esteem from other people, and manifested by recognition, attention, importance, or appreciation. Self-fulfilment (self-actualization); the need to develop potentialities and skills, to become what one believes one is capable of becoming (Armstrong, 2006).
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Figure 2.1: Hierarchy of Need theory. Maslow (1954)
Source: Researcher, (2018)
One of the implications of Maslow’s theory is that the higher-order needs for esteem and self-fulfilment provide the greatest impetus to motivation – they grow in strength when they are satisfied, while the lower needs decline in strength on satisfaction. But the jobs people do will not necessarily satisfy their needs, especially when they are routine or deskilled. Maslow’s needs hierarchy has an intuitive appeal and has been very influential. But this has not been verified by empirical research and it has been criticized for its apparent rigidity – different people may have different priorities and it is difficult to accept that people’s needs progress steadily up the hierarchy. In fact, Maslow himself expressed doubts about the validity of a strictly ordered hierarchy (Armstrong, 2006 p. 258).
The Hierarchy of need theory guides this study as it scrutinizes the key determinant that drives human motivation. Fulfilment of these needs on the other hand articulates enhancement of employees’ performance. Employees are likely to experience high performance when their physiological, social, and safety needs are fulfilled. Several researchers adopted this theory to describe motivation and performance scenario including Nabi, et al. (2017); Ngima & Kyongo (2013); Richard (2013); Waiyaki, (2017); Obiekwe, (2016).
2.4 Empirical Review of Relevant Studies

2.4.1 Motivation Factors on Employees’ Performance

In Romania, Tampu & Cochina (2015) investigated motivational incentives that can increase performance of the multinational company employees through motivation. Survey was used to gather data from 626 employees distributed with questionnaires. Using descriptive and correlation results indicated both intrinsic and extrinsic motivational factors influenced the performance of the employees. An interesting job and high salary were revealed as the best incentives that enhance employees’ performances. Robescu & Iancu (2016) similarly assessed effect of motivational factors on the performance of the human resource in Romanian organisations. The study was an empirical in its nature adopting a survey which involved 1002 employees. Their result indicated although money was considered priority as motivational incentive, leadership language and style influenced greatly performance of the employees.
Another peer study was conducted by Nizam & Bao (2015) in China to assess motivational impacts on employees’ performance in an electronic company. Questionnaires were administered to 100 randomly selected employees. Regression and correlation analysis showed significant relationship between motivational factors and performance of the employees. Motivational factors which were revealed to positively influence performances include training and development, recognition, rewards, and authority delegation. Also, Nabi et al (2017) carried similar study in 5 Bangladesh Banks. Interview and questionnaire were adopted to collect data from 130 respondents. Descriptive analysis of findings revealed motivation enhances performances of the employees in terms of effectiveness and proficiency improvement to accomplish organisational objectives. 
However, most of the recent reviewed studies in Europe and Middle East did not articulate the role of motivational factors in the context of health sector in which the present study investigates. In Pakistan, Ali et al (2016) investigated significance of motivational factors on IT park company employees’ performances. Questionnaires were administered to 200 employees who were conveniently sampled. Correlation and regression analysis showed performance of the employees was influenced by motivational factors. Consequently, reasonable salary and wages, job security and enlargement, supplementary financial, and incentives were revealed as key determinants of employee motivation and stimulated job satisfaction.
Similarly, Khan et al (2017) assessed factors influencing employees’ motivation in the context of performance in Pakistan Banks. Close-ended questionnaires were employed as primarily employed to collect data from 302 employees. Findings using multi regression showed strong link between motivation and employees’ performances. Motivational level was observed to be increased by number of factors including recognition, rewards, empowerment, job environment, and benefits. Likewise, Al Doghan & Albar (2015) determined role of motivation on private schools employees in Saudi Arabia. Questionnaire was adopted to collect data from 150 employees. Analysis using descriptive statistics showed all motivational factors positively influenced performance of the employees including leadership style and salary.
Notwithstanding, majority of the literature in Asia focused to investigate the relationship between motivation and employee performance, and to identify the key elements of motivations. However, few or no recent study articulates type of performances influenced by motivational factors in which the present study aims to investigate. On the other hand, little literature investigated the similar scenario in health sector. In Kenya, Waiyaki (2017) examined role of motivation on employee performance in Golding properties organization. Structured questionnaires were distributed to 50 employees who were randomly sampled. Results showed poor salary deteriorated performances of the employees. Conversely, goal-setting was revealed as motivational technique employed by the organization in which it had less significance on employees’ performances. 
Also, Ali et al (2016) studied the influence of motivation on performance of public sectors employees in Kenya. The researcher used a random sampling procedure to get respondents from regular police affairs and the sample was supplied with the questionnaires. The study was designed to be descriptive. Inferential statistics was used to analyse data through correlation and regression techniques. The findings show the positive correlation between motivation and employee’s performance. However, the study failed to show the awareness of antecedent factors of motivation and how they impact on performance in order to embrace positive change. 
In Tanzania, Swalehe (2016) examined the impact of motivation on regional commissioner office employees’ performance. Simple random sampling was chosen to select 100 workers. The study revealed both intrinsic and extrinsic motivational factors have positive relation on workers performance. These factors comprehends, good working conditions, promotion, training, rewards, meals allowance and procedures. Similarly, Orassa (2014) investigated motivational factors impact on the performance of health facilities in Mwanza, Tanzania. 52 health workers were involved in survey employing questionnaire and in-depth interviews to collect data. Findings revealed job security was a significant motivational factor that influenced performances of employees.
2.5 Research Gap

Peer reviewed studies have articulated the significance and impact of motivational factors on performances of employees in various aspects. Both intrinsic and extrinsic motivational factors were subjected to catalyse performances of workers. Several key motivational determinants have been primarily ascertained by most of the scholars as accelerators of employee performances including rewards, recognition, salary and wages, and leadership style (i.e. Tampu & Cochina, 2015; Robescu& Iancu, 2016; Nizam & Bao, 2015; Nabi et al., 2017; Khan et al., 2017). Nevertheless, majority of studies carried out globally particularly Europe, Asia, and Africa shows there is an evidence of strong link between motivation and performance of employees regardless of the type of organization or sector. Motivational factors also can be associated with job satisfaction as postulated by some of the scholars such as Ali et al (2016); Al Doghan & Albar (2015); Swalehe (2016). 
However, majority of the reviewed relevant literatures did not investigate the resulting performances that can be influenced by motivational factors particularly in African context. Furthermore, few or no recent study has examined the impact of motivation on health care facilities employee performance particularly in Tanzania. Few studies that have been carried out recently in Tanzania focused on public and private sector for instance Swalehe (2016). Therefore, it calls for an evidence to ascribe this scenario in health sector since the sector plays significant role on government expenditure.
2.6 Conceptual Framework

Conceptual framework of this study is developed from the perspectives and conception of literature review and theoretical framework (See figure 2.2). Five motivational factors were taken into account including salary increment, recognition, promotion, reward, and health insurance. These factors can be conceptualised from theory of hierarchy of need where salary and reward corresponds to physiological need while recognition is associated with self-esteem need, and health insurance on safety need. Motivational factors on the other hand are referred as independent variables while employee performances are treated as dependent variable. Productivity and carrier development were measured as performances variables thus acted as an outcome of the study. However, multiple regression modelling technique was adopted to analyse the relationship and explain the variation of the predictors on dependent variable.



Figure 2.2: Conceptual Framework
3 CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Overview
This chapter presents the methodology part of the study. It discusses procedures to be used while conducting the study. The chapter also covers research designs, study population, sampling procedures, study sample, data collection methods and data analysis procedures.
3.2 Research Philosophy
This study adopts the positivism type of research philosophy. The positivism research philosophy is premised on the thought that knowledge is only derived from factual observations from which hypotheses are developed to explain a phenomena based on collection and interpretation of data in an objective way especially where the findings are observable and quantifiable (Cohen et al., 2000).
3.3 Research Design
Research design is a special part concerning with the arrangement for collection and analysis of data in order to combine relevance with the research purpose (Kombo and Tromp, 2006). According to Nguyen and Van (2013), research design is a plan or special structure for selecting the sources and types of information needed to answer the research questions. Also, Bryman (2008) mentioned that, research design is a framework or blue print for conducting any research project because it providing detailed compulsory steps for achieving the required information to structure and to solve the research problems. In the review of the literature, there are several categories of research designs namely exploratory, explanatory, case study and descriptive (Singh, Kagalwala, Parker-Thornburg, Adams, and Majumder, 2010). According to Kothari (2004), the study, which shows the relationship between variables, should be explanatory in terms of design. Therefore, in this case, this study adopted explanatory design because it is concerned with how and why there is the relationship between variables. Its purpose is to examine the relationship between motivations on employee performance. 
3.4 Population
Population refers to the total of all cases that are following to some selected set of conditions to the whole set of important units of analysis or data (Kothari, 2004). A population may be a group of people, organizations, houses, records, legislators, and so on (Osabiya, 2015). It is the entire set of people, events or objects which will be used by the researcher to determine some features and characteristics (Kinash, 2006). It is that aggregation from which the sample is actually selected (Kothari, 2004). The specific nature of the population depends on the purpose of investigation (Geary and Flinn, 2002). The target population for this study was secondary hospital staff. The researcher used purposive sampling to choose them because generally the patient’s responses on the standard of healthcare in Tanzania have recently been very poor. 
3.5 Sample Size
The sample size is the optimum and satisfied requirements of efficiency to represent the validity, reliability and flexibility of the study (Kothari, 2004). According to Rind et al. (2001), the sample determination depends on how precisely statistical estimation is needed by researcher and the number of variables analysed in a study. However, the larger sample sizes to be preferred, does not mean the better, but it depends on due to the limitation of time and cost (Deci et al., 2001). This refers to the number of elements selected from a given population. This means, the large a sample presented is expressing how much variation in the population parameters used in the study and also expressing the estimating precision needed by the researcher. 
There are principles to influence sample size whereby some of them include: the large the dispersion or variance within the population, the greater the sample must be to insure estimation of the precision, the large the desired precision to estimate population, the greater the sample must be presented, the small the interval range, the greater the sample must be, the larger the confidence level to estimate population, the greater the sample must be (Njambi, 2014). Following Slovin (1967) formula which states that, for any given population the sample size is given by;
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Equation 3‑1: Sampling Equation

Where,

n= the required sample size

N= the known population size

e= the level of significance which was fixed to 0.05 when the population is known

N= 500

n=?

e= 0.05

Hence,

The sample size was 150.

Therefore, the sample size in this study was 150 including administrative staff, clinical officers, nurses and doctors, whereas all of them need to participate fully in order to verify the amount of dispersion or variance through precision.
3.6 Sampling Techniques
It is the selection process of a sample from the target population in order to represent the population (Kothari, 2004). According to Scott (2014), a sample technique is the listing of all units in the population from which a sample is selected. It might be probability or non-probability sampling. According to Kothari, (2004), probability-sampling technique is that technique in which the subject of the population gets an equal opportunity to be selected as a representative sample, while non-probability sampling is that one which is not known that which individual from population will be selected as a sample. 
One among the probability sampling technique is stratified random sampling technique. Stratified random sampling has three main benefits, it: increases a sample’s statistical efficiency, provides adequate data for analysing the various subpopulations and enables different research methods and procedures to be used in different strata (Cooper and Schindler, 2001). The stratified random sampling is the technique in which population can be segregated into different mutually exclusive sub groups, or strata (Njambi, 2014). 
The study population adopted stratified random sampling whereas a sample was segmented on the basis of role in the provision of medical services. This ensures representation of sample across the various levels of staffing therefore proportionate stratified sampling approach was used.
3.7 Data Collection Procedures
Data Collection Procedures are the process of gathering data after the researcher has identified the types of information needed (Cooper and Schindler, 2011). It is actually an investigative questions the researcher must prepare to, identified the desired data type (nominal, ordinal, interval, or ratio) for which the researcher should ascertained the characteristics of the sample unit that is, whether a participant can articulate his or her ideas, thoughts, and experiences. 
This study focused on the use of primary data which were collected through structured questionnaires prepared by using Likert five point scale ranging from “Strongly agree to Strongly disagree” to avoid biasness and interview. Both tools were used to collect data from the target sample. Sample size was 150 respondents whereby 100 were administrative staff whom were given questionnaires and 50 respondents were medical professionals whom all had a chance to be interviewed. Questionnaires were developed based on literature from various scholars on the subject related to the role of motivational factors on employee performance in the organization. The questionnaire was divided into two sections: 
The first part was designed to analyse demographic data, which focused on collecting the respondent’s personality characteristics deemed to contribute to the factors that influence employee motivation and how it impacts on the employee performance. The second part looked at variables which then divided into four factors that influence the level of employee motivation and also employee performance per itself. The other tool which is interview comprised of the set of questions which presented an idea on general concept about how motivational factors can play a positive role towards employees’ performance. 
3.8 Validity and Reliability of the Study
3.8.1 Validity

Johnson et al. (2014) defined validity as the correctness or truthfulness of data. Validity is the instruments of measuring the extent, which looks at, or the logic available on the relationship between variables. There are three ways of measuring validity, Construct, content and criterion validity. To measure validity contently the researcher must be sure of the kind of the questions to be asked according to the objectives of the study. This is depend on how the researcher provide the questions to the questionnaires, which represent the exact factors used, and reflect directly to the objective of the study. 
To measure construct validity the respondent gave an answers accordingly to show up the factors concerning the study’s variables that are confirm the results and bring the new idea or concept out of the present theories. While to measure the criterion validity the researcher was supposed to be precisely in two situations of concurrently and predictive data. Whereas concurrently is the comparison between the question to be asked and the answers revealed while prediction is about to estimation for the future outcomes of the results. So in this study the researcher worked on the comparison between those questions to be asked and the elicited answers from respondents. The researcher  used content validity to measure the validity of the data by developing four to five questions to each factor as they presents the objectives as well, which are finally the answers of those five questions generated the accuracy of the concerned objective.
3.8.2 Reliability

According to Rosnow and Rosenthal (2009), reliability is a means to examine the observations’ degree of consistency, stability, or repeatability of the results of a study. In addition, other authors define reliability as the extent to which a measure of a concept is stable (Bryman and Bell, 2015). If the same study has to be conducted several times and yield the same outcomes, then those data are said to be reliable. In other words, reliability was applied in this research in order to create mutually consistency and stability of the research instruments. 
In this study the researcher used the Cronbach’s alpha type of reliability test as depicted on Table 3.1.The test is used to measure the internal consistency that show how closely related a set of items are as group. The Cronbach’s Alpha method used to compute the internal consistency of the reliability of the study by measures of the variables of the study. Cronbach’s alpha of above 0.7 explains that the factors were sufficiently reliable for the measurement (Heo et al., 2015). Therefore, with regards to Table 3.1, the data collection instruments were statistically high reliable.
Table 3.1: Reliability Test Results
	Cronbach's Alpha
	Cronbach's Alpha Based on Standardized Items
	N of Items

	.894
	.907
	51


Source: Research Data, 2017
3.9 Data Analysis
Data collected from the primary sources were cleaned, arranged and coded to assure that correlating data are sorted together for easy interpretation. The descriptive statistics  calculated for the sample were presented in chapter four of the study  as collected by the three measuring instruments employed  which were summarized through graphic representations  and calculation of descriptive. The first and second objective were analysed using frequency and percentage whereas third objective employed to determine relationship between motivational factors and employee’ performance. The research data were statistically analysed by means of the Statistical package for Social Sciences (SPSS) 23th version.
3.10 Multiple Regression Analysis

Multiple linear regression is modelling technique used to determine simultaneous relationship of several independent variables and one continuous variable (Eberly, 2007). It is used to predict the values of outcome variable Y, provided set of independent variables (x1, x2...) (Tranmer & Elliot, 2008). Researcher deployed this technique to establish association between motivational factors and employee performance. Before running the analysis, assumptions of multiple regressions were tested. 
Ignoring the assumptions may lead to wrong results of the analysis (Antonakis & Deitz, 2011). On the other hand, when assumptions are not met may results to Type I and Type II error or over-or-under estimation of the direction and strength of the relationship (Osborne & Waters, 2002). Therefore, five assumptions were tested including, Linearity, Autocorrelations, Normality, Homoscedasticity, and Multicollinearity. Regressions model was developed from regression general equations as follows;
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Where, 

Y = Employee’ Performance

SI=Salary Increment

REC= Recognition

PRO= Promotion

HI= Health Insurance

REW= Rewards

α = Constant

 ε = Standard Error

3.11 Variables and Measurement Procedures

3.11.1 Independent Variables
The independent variables can be defined as all factors that can be controlled, subjected to change or test; independent variables affect dependent variable either positively or negatively (Illness, 2015). Motivational factors were measured as independent variables in this study which include salary increment, recognition, rewards, promotion, and health insurance. All independent variables were treated in ordinal measurement since they are categorical in nature. 5-likert scale questions on each variable were prepared to ensure accuracy result and measurement of the predictors’ effect size.
3.11.2 Dependent Variables
The dependent variables can be defined as factors that are measured learn the effect of one or more independent variables (Illness, 2015). This study measured employee performance as dependent variable. Ordinal scale was set as a measurement unit. 5-Likert scale with degree of satisfaction (i.e. agree, strongly agree, neutral, disagree, and strongly disagree) were involved in data collection instrument. Multiple linear regression technique was adopted to measure the strength and direction of the relationship.
3.12 Ethical Consideration
The researcher approached the selected organization for data collection procedures. The respondents were fully informed that they have to fill the relevant information precisely and to the best of their knowledge. They were also informed that the study is for academic purposes therefore they should not bother about their identities (names and addresses) in the questionnaires. They were then being informed that they play their part effectively and willingly. Anything concerning the respondents willing and dignity of the respondents was not taken. Only after the researcher explaining the purpose of the study, the respondents were then assured of anonymity and confidentiality.

4 CHAPTER FOUR

PRESENTATION OF FINDINGS
4.1 Overview

This chapter presents analysis of findings based on the specific objectives of study. It comprises of validity and reliability analysis, demographic characteristics analysis, specific objectives analysis, and multiple regressions analysis.
4.2 Response Rate

Return rate of the data collection tools shows efficient number of responses as all tools were returned marking 100% response rate (Table 4.1). This result can be supported by Parsons and Madan (2016) that response rate over 70% indicate sufficient response rate for further analysis.
Table 4.1: Response Rate
	Research Instrument
	Frequency
	Percentage

	Questionnaire
	150
	100


Source: Research Findings, 2018
4.3 Demographic Characteristics Analysis

Table 4.2: Demographic Characteristics
	Variable
	Category
	Frequency
	Percentage

	Gender
	Female
	137
	91.3

	
	Male
	13
	8.7

	Age
	18-27
	100
	66.7

	
	28-37
	50
	33.3

	Education Level
	Certificate
	87
	68.0

	
	Diploma
	63
	32.0

	Marital Status
	Single
	75
	50.0

	
	Married
	75
	50.0


Source: Research Findings, 2018

Several characteristics were considered in the analysis of socio-demographic features of the participants including age, gender, educational level, and marital status. Results were depicted on Table 4.2.

4.3.1 Distribution by Gender

Results suggest female participants (91.3%) outnumbered male participants (8.7%) as indicated on table 4.2. This may imply that, majority of the employees at the hospital were females compared to males.  Similar findings can be supported by Ngima and Kyongo (2013) who also found female employees were many compared to males therefore even motivational strategies imposed were likely to infer gender perspective.
4.3.2 Distribution by Age

Two categories of age were identified among all participants as depicted on Table 4.2. Most of the employees were found to be youth aged between 18 and 27 (66.7%) whereas the rest were youth aged between 28 and 37 (33.3%). Large number of youth in the survey implies the domination of youth in health sector. Tampu and Cochina (2015) also were in harmony with current findings as they also revealed health sector was dominated by large number of youth.
4.3.3 Distribution by Education Level

Based on Table 4.2, most of the employees were found to acquire certificate level of education (68%) while only 32% were diploma holders. With regards to Shahzadi et al. (2014), majority of employees in health sector is dominated by employees with low education including nurses and attendants. Thus, present findings can be in line with Shahzadi et al. (2014).
4.3.4 Distribution by Marital Status

The survey also investigated marital status of the employees in order to find more evidence for generalisation of conclusion as shown on Table 4.2. Results indicate both married and single employees were equally distributed as result shows 50% per each category. This is likely to be influenced by age group of the employees.
4.4 Key Strategies used to Motivate Employees
Analysis of the motivational strategies employed by the hospital to motivate employees identified five motivational strategies that were mostly imposed in the hospital. These included salary increment, promotion, recognition, rewards, and health insurance as indicated on Table 4.3. The analysis was conducted using descriptive statistics.
Table 4.3: Motivational Factors
	Motivational Factor
	Frequency
	Percent

	
	Rewards
	7
	4.7

	
	Promotion
	31
	20.7

	
	Health Insurance
	13
	8.7

	
	Salary Increment
	81
	54.0

	
	Recognition
	18
	12.0

	
	Total
	150
	100.0


Source: Research Findings, 2018

4.4.1 Rewards

Rewards was found to be deemed less significant among strategies used to motivate employees as very few employees (4.7%) rated it high compared to other motivational strategies (Table 4.3). This can be associated with Maslow’s Hierarchy of Need theory. According to the Maslow (1954), people considers firstly things that are likely to satisfy their basic needs (physiological needs) rather than extra needs such as rewards, self-actualisation, and esteem.
4.4.2 Promotion

Promotion was also identified as one of motivational strategies as indicated on Table 4.3. However, few employees (20.7%) rated it high compared to the other factors. This is correct with Tampu and Cochina (2015); Mwangangi and Wanyoike (2016) who also revealed similar findings.
4.4.3 Health Insurance

As shown on Table 4.3, 8.7% of the employees perceived health insurance as their most motivational strategy. Mwangangi and Wanyoike (2016) claim that, employees need assurance of health services from their employers as it gives them work morale and enhance their motivation towards job.
4.4.4 Salary Increment

Majority of the employees (54%) perceived salary increment as the highest motivational strategy as indicated on Table 4.3. Maslow’s theory (1954) stresses that, physiological needs are ranked high by humans as they ensure their basic needs are fulfilled. Therefore, salary increment is rated high since it ensures fulfilment of employees’ basic needs.
4.4.5 Recognition

Table 4.3 depicts 12% of the employees perceived recognition practices such as appreciation of work done and provision of certificates. Present findings can be supported by Boamah (2014) who also revealed recognition was one of the significant employees’ motivational factors in health sector.
4.5 Level of Employee Performance
Employee performance was analysed with respect to key performance indicators as suggested in literally works (Tampu and Cochina (2015); Mwangangi and Wanyoike (2016) including number of served patients and career development. Mean and standard deviation were employed to investigate level of employee’ performance.
4.5.1 Number of Served Patients

Number of patients which were served by specific employees was investigated with regards to the trend of patients attended within the past three years (2015, 2016, and 2017) as depicted on Table 4.4.
Table 4.4: Number of Served Patients per Employee
	Number of Patients
	2015
	2016
	2017

	Increased (+)
	58(38.7%)
	82(54.7%)
	71(47.3%)

	Decreased (-)
	40(26.7%)
	68(45.3%)
	79(52.7%)

	No changes
	52(34.7%)
	-
	-


Source: Research Findings, 2018

Results indicate that, 38.7% of the employees had increased number of served customers in 2015 whereas 26.7% revealed decrease rate of serving patients, and 34.7% evinced no changes on their performance in terms serving patients in 2015. Further, some changes can be seen in 2016 as serving rate increased among 54.7% of the employees. However, the decrease rate was also revealed to raise from 26.7% in 2015 to 45.3% in 2017. In case of 2017, number of served patients per employee dropped from 54.7% to 47.3% meanwhile number of employees serving few patients increased from 45.3% to 52.7%. This implies drop of performance among employees particularly from 2016 to 2017.Similar findings are in line with Robescu and Iancu (2016) as their result also yielded significant changes in performance of employees.
4.5.2 Career Development

Employees were assessed their development with correspondence to respective careers. Their results are depicted on Table 4.5.  Results indicate 58.7% of the employees developed their careers whereas 29.4% of them did not pursue any progress in their career development. On the other hand, 12% were not aware about their career development. This is in conformity with Ali et al. (2016)’ findings as they also revealed most of the employees developed their careers however their productivity was significantly dropping.
Table 4.5: Career Development
	
	Frequency
	Percent

	
	Strongly Disagree
	31
	20.7

	
	Disagree
	13
	8.7

	
	Neutral
	18
	12.0

	
	Agree
	82
	54.7

	
	Strongly Agree
	6
	4.0

	
	Total
	150
	100.0


Source: Research Findings, 2018

4.6 Relationship between Motivational Factors and Employees’ Performances
Multiple linear regressions were employed to analyse the relationship between motivational factors and employees’ performances. However, assumptions of the regressions were tested prior the analysis. Five assumptions were considered in the analysis including linearity, normality, autocorrelations, homoscedasticity, and collinearity.
4.6.1 Assumptions of Multiple Linear Regressions
4.6.1.1 Linearity Assumption

Table 4.6: Linearity Test
	
	Recognition
	Promotion
	Health Insurance
	Salary Increment
	Employee’ Performance

	Recognition
	Pearson Correlation
	1
	
	
	
	

	
	Sig. (2-tailed)
	
	
	
	
	

	
	N
	150
	
	
	
	

	Promotion
	Pearson Correlation
	.467**
	1
	
	
	

	
	Sig. (2-tailed)
	.000
	
	
	
	

	
	N
	150
	150
	
	
	

	Health Insurance
	Pearson Correlation
	-.118
	.485**
	1
	
	

	
	Sig. (2-tailed)
	.150
	.000
	
	
	

	
	N
	150
	150
	150
	
	

	Salary Increment
	Pearson Correlation
	.727**
	.876**
	.449**
	1
	

	
	Sig. (2-tailed)
	.000
	.000
	.000
	
	

	
	N
	150
	150
	150
	150
	

	Employee’ Performance
	Pearson Correlation
	.904*
	.792**
	.735**
	.682**
	1

	
	Sig. (2-tailed)
	.012
	.000
	.000
	.000
	

	
	N
	150
	150
	150
	150
	150

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

	*. Correlation is significant at the 0.05 level (2-tailed).


Source: Research Findings, 2018

Result indicates strong positive correlation between dependent and independent variables as depicted on Table 4.5. More specifically, employee’ performance was found significantly correlate with recognition (r (150) =.904, p=0.12), promotion (r (150)=.79, p<.000), health insurance (r(150)=.74, p<.000), and salary increment (r(150)=.68, p<.000). With regards to findings, it implies the assumptions was statistically satisfied.
4.6.1.2 Normality Assumption

Table 4.7: Normality Test
	
	N
	Minimum
	Maximum
	Skewness
	Kurtosis

	
	Statistic
	Statistic
	Statistic
	Statistic
	Std. Error
	Statistic
	Std. Error

	Recognition
	150
	12.00
	15.00
	-.072
	.198
	-1.388
	.394

	Promotion
	150
	15.00
	20.00
	1.520
	.198
	.791
	.394

	Health Insurance
	150
	11.00
	14.00
	-.105
	.198
	-.747
	.394

	Salary Increment
	150
	16.00
	20.00
	.937
	.198
	-.310
	.394

	Rewards
	150
	14.00
	28.00
	.555
	.198
	-1.116
	.394


Source: Research Findings, 2018

Skewness and Kurtosis were employed to determine normal distribution of the variable as suggested by Hair et al. (2010). Table 4.7 indicate all independent variables were normally distributed as skewness-Kurtosis values were in an acceptable range. The rule of thumb for Skewness-Kurtosis is ± 2.58 as recommended by Tabacknick and Fidell (2007).

4.6.1.3 Homoscedasticity Assumption
Homoscedasticity test assumes equal variance of errors spread out among independent variables (Osborne and Waters, 2002). Scatterplot was employed to investigate presence of homoscedasticity as suggested by Stevens (2009). Figure 4.1 depicts random scatter of residuals creating uneven distributions implying equal variance errors.
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Figure 4.1: Homoscedasticity Test
Source: Research Findings, 2018

4.6.1.4 Autocorrelations Assumption

Table 4.8: Durbin-Watson Test
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.977a
	.955
	.954
	.97035
	1.588

	a. Predictors: Rewards, Recognition, Health Insurance, Promotion, Salary Increment

	b. Dependent Variable: Employee' Performance


Source: Research Findings, 2018

Autocorrelations ensures there is independence of errors among independent variables (Osborne and Waters, 2002). Durbin-Watson was employed to determine this assumption as depicted on Table 4.8. Result indicates variables were completely independent from errors as Durbin-Watson ranged within sufficient acceptable values. According to Field (2009), Durbin-Watson between 1.5 and 2.5 ensures independence of errors among variables. 
4.6.1.5 Multicollinearity Assumption

Table 4.9: Multicollinearity Assumption
	Variable
	Tolerance
	VIF

	
	(Constant)
	
	

	
	Recognition
	.957
	1.383

	
	Promotion
	.911
	1.997

	
	Health Insurance
	.933
	1.284

	
	Salary Increment
	.957
	1.446

	
	Rewards
	.905
	1.875


Source: Research Findings, 2018

Variance Inflation Factor (VIF) and Tolerance rate were calculated to test this assumption as shown on Table 4.9.Results indicates both VIF and tolerance adheres to rule of thumb implying very low collinearity among independent variables. Stevens (2009) suggest low VIF and large tolerance implies the assumption is satisfied. Tolerance rate ranges between 0 and1 whereas VIF ranges between 1 and 10 (Osborne and Waters, 2002).
4.6.2 Multiple Linear Regressions
Multiple linear regressions were conducted after satisfying all five assumptions. Results were depicted on Table 4.10 and Table 4.11.
Table 4.10: Regressions Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.977a
	.955
	.954
	.97035


Table 4.11 indicates independent variables had significantly powerful effect on dependent variables as they were found to explain 95.5% of variations of the model. This implies motivational factors have significant positive relationship with employee’ performance. Similar studies were in harmony with present findings including Orasa (2014); Khan et al. (2017); Nduka (2016) since their result revealed motivational factors explained over 50% of the employee’ performances.
Table 4.11: Regressions Coefficients
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	24.169
	2.515
	
	9.608
	.000

	
	Recognition
	2.863
	.181
	.704
	-15.801
	.000

	
	Promotion
	1.975
	.154
	.680
	12.865
	.000

	
	Health Insurance
	.884
	.188
	.172
	-4.705
	.000

	
	Salary Increment
	.767
	.240
	.235
	3.196
	.002

	
	Rewards
	.397
	.039
	.397
	10.197
	.000


Source: Research Findings, 2018

Based on Table 4.12, inspection of each independent variable indicate all variables were significant predictors of employee’ performance such that recognition (Beta=.704, p<.000), promotion (Beta=.68, p<.000), health insurance (Beta =.17, p<.000), salary increment (Beta=.24, p=.002), and rewards (Beta=.397, p<.000).Thereafter, the following regressions model equation was developed from the general multiple regressions equation.
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Where, 

Y = Employee’ Performance

SI=Salary Increment

REC= Recognition

PRO= Promotion

HI= Health Insurance

REW= Rewards

α = Constant

 ε = Standard Error

5 CHAPTER FIVE

6 DISCUSSION, CONCLUSION AND RECOMMENDATIONS

5.1 Summary of the Findings
This study aims to investigate the impact of motivational factors on employee’ performance in health sector. It involves three objectives which include; identify key strategies used to motivate employees at Mnazi mmoja hospital; to assess level of employee performance among employees at Mnazi Mmoja hospital; and to establish relationship between motivational factors and employees’ performances.
Prior to analysis, response rate and demographic characteristics were analysed as preliminary analysis. Response rate was found high sufficient since all tools were successfully returned (Table 4.1). In case of demographic characteristics, females outnumbered males implying female domination in health sector (Table 4.2). Moreover, age analysis revealed most of the participants were you aged between 18 and 27 (Table 4.2) whereas marital status showed equal ration between married and single employees (Table 4.2). With regards to educational level, majority were certificate compared to diploma holders (Table 4.2).
First objective employed descriptive statistics to identify five significant motivational factors including recognition, rewards, health insurance, promotion, and salary increment (Table 4.3). In addition, salary increment was found to be rated higher compared to other motivational strategies, followed by health insurance, promotion, and rewards. Second objective used descriptive statistics including percentage and frequency to determine level of employee’ performance. Level of performance among employees was found to drop recently in terms of serving patients with regards to the past three years (Table 4.4). However, majority showed increase in performance particularly in career development since 2015 (Table 4.5).
Third objective employed multiple linear regression to measure significant relationship between motivational factors and the performance of the employees. Before the analysis five assumptions of regressions were tested including linearity (Table 4.6), normality (Table 4.7), homoscedasticity (Figure 4.1), autocorrelations (Table 4.8) and multicollinearity (Table 4.9). All assumptions were statistically satisfied.  Thereafter, multiple regressions were calculated revealing 95.5% of the model variations (Table 4.10). Lastly, regression model equations were developed from the general equation (Table 4.11).
5.2 Discussions of the Findings
5.2.1 Key Strategies used to Motivate Employees
Motivational factors are likely to play significant role on influencing employee performance with regards to the study findings. Five strategies proved to enhance motivation of the employees in study area as far as health is concerned, these included recognition, rewards, health insurance, promotion, and salary increment. Considering present study findings, several literatures concurs and supports such scenario. For instance, Ngima and Kyongo (2013) motivational strategies accounted for both positive and negative work place behaviours and attitude. In addition their findings revealed rewards, conducive working environment, and salary increment influenced not only good employee’ performance but also employees’ retention in an organisations.

Similarly, Tampu and Cochina (2015) stresses that,  both intrinsic and extrinsic motivational factors such as work climate, flexible working hours, promotion, bonus with respect to performance, and recognition enhance significant performance of the employees. In the same manner, Tampu (2015) noted two factors that should be adhered for ensuring employee motivation regardless of the field or income level includes work climate and flexible working as these factors plays crucial role in employee motivation and life satisfaction.
Furthermore, salary increment was rated higher than the rest of motivational factors. These discourse can be supported by Maslow (1954)’ theory of Hierachy of Needs as humans often prioritise money higher for ensuring accessibility of basic needs. Similarly, Tampu and Cochina (2015) concluded that, high salary and interesting job are the best motivational strategies in any organisation.
5.2.2 Level of employee Performance
Based on the findings, results implies performance of the employees dropped within past three years particularly in 2016 and 2017 in terms of career development and number of served patients. Existing motivational strategies can be subjected to this essence since most of the employees were likely not satisfied with the existing strategies used to motivate them. Bao and Nizam (2015) suggest that, some practices such as training and authority delegation should also be considered during implementation of motivational factors as they are likely to have significant influence on performance of the employees. In addition, their findings revealed recognition and rewards, training and development positively increased performance of the employees.

Present findings can also be associated with Waiyaki (2017) as her findings revealed that, despite recognition and rewards are significant motivational factor but if they are not implementing effectively cannot influence performances of the employees. For instance, Waiyaki (2017)’ findings shows unfair and inequitable rewards and recognition system contributed for low employees’ performances. Considering an interview conducted during survey some employees claimed the absence of mentorship program as well as training and development seminars.

“We have not received training for the past two years due to lack of money syndrome in the country and for that matter would not be abreast with the current trend.”-Employee 1.

Some employees presented several factors which they experiences in their working place to the extent of feeling job dissatisfaction.

“Inadequate wages and salaries, fringe benefits, bonus, retirement benefits, poor working conditions, poor management style, lack of in interest, poor relationships with superior and peers , job security, and poor working environment.”- Employee 2.
5.2.3 Relationship Between Motivational Factors and Employees’ Performances
With regards to present findings, it evince that motivational factors directly influence employee’ performance as it was found significant relationship between the variables. All five motivational factors including recognition, rewards, health insurance, salary increment, and promotion can be considered as significant predictors of the performance of employees in health sector.
These findings are in conformity with Nduka (2016) who also reveals both intrinsic and extrinsic motivational practices influenced employee performance. His result suggest factors such as rewards, recognition working environment, and high salary contribute to the level of employee performances. On the other hand, Thu et al. (2015) noted that, regular training among employees enhanced their capability in performing their key tasks. Moreover, flexible working hours influenced better performance among employees as their result indicated that, majority of employees who had frequent night shifts performed less than employees working within regular hours. In addition, employees who had not received training for a long time evinced poor performances. 

Similarly, Asim (2013) suggest effective motivational strategies increases not employee performance but also enhance overall organisational productivity and income. Therefore, with regards to present findings and supporting literally works, it provides statistical and evident insights that motivational factors have strong link to employee’ performance in heath sector.
5.3 Conclusion of the Study

This study intended to investigate the significant effect of the motivational factors on employee performance in health sector. With a basis of the findings and peer studies, it can be confirmed that implementation of effective motivational strategies influence performance of the employees. In addition, motivational factors plays significant role on enhancing employees job morale and satisfaction. The study suggest several motivational factors including recognition, rewards, salary increment, health insurance, and promotion influence greatly employee’ performance. However, these factors differ at certain extent as some of them are mostly considered vital. For instance, results reveals salary increment is perceived as the most significant motivational factors compared to recognition, rewards, and promotion. This can also be reflected by Maslows (1954)’ theory on how humans ranks their needs particularly basic needs.
On the other hand, employee performance showed significant changes, considering few past years trend on number of serving patients and career development among employees. Most of the employees were observed to serve less number of patients compared to previous years. Despite most of the employees performed less in serving patients, their level of career development was observed to increase. This can be associated with job satisfaction and flexible working hours as claimed by peer studies. Additionally, regardless of drop rate in employee; performance in health sector, there is still strong link between motivational factors and performance of the employees. Effective use of the motivational strategies is evidently accounts for good performance among employees.
5.4 Recommendations of the Study

Findings affirm good performance of employees is likely to be influenced by effective motivational strategies. However, there are some issues which needs to be taken into account by health stakeholders and other researchers. Here are the recommendations of the study;

i. Government should re-think on improving existing motivational strategies in health sector in order to boost employees morale and job satisfaction as they are major determinants of employee’ performances

ii. Government and other health sector stakeholders should impose policies that aims to provide employees with regular trainings.

iii. Further studies should be carried out on challenges facing health sectors to implement effective motivational strategies.
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APPENDIX

QUESTIONNAIRE

SECTION A: Background information 

Tick or write answers in full where applicable. 

1. Gender of respondents 

a)Male      b) Female 



2. Marital status:  

a)Single     b) Married c) Widow (er)   d) Divorced   

3. Age bracket (years) 

a)11-20 b) 21-30   c) 31-40   d)   41 and above 

4. Highest level of education attained 

a)  Diploma 
b) certificate      c) Tertiary    d) University       

SECTION B: Motivation Practices
	Scale 
	1 
	2 
	3 
	4 
	5 

	
	Strongly  Agree 
	Agree 
	Not sure 
	Disagree 
	Strongly Disagree 


	Statement 
	1 
	2 
	3 
	4 
	5 

	1. The wages and salaries am paid motivate me. 
	
	
	
	
	

	2. Am always paid in time. 
	
	
	
	
	

	3. Mnazi mmoja hospital pays its workers according to the amount of work done. 
	
	
	
	
	

	4. The corporation provides fringe benefits to all its employees. 
	
	
	
	
	

	5. When employees meet the set targets they are paid a bonus. 
	
	
	
	
	

	6. Mnazi mmoja hospital provides training to its employees most of the times. 
	
	
	
	
	

	7. To prevent boredom, Mnazi mmoja  r hospital otates its employees within the organization. 
	
	
	
	
	

	8. I have participated in the decision making of Mnazi mmoja hospital. 
	
	
	
	
	

	9. Am given sense of responsibility at my work place. 
	
	
	
	
	

	10. The corporation makes sure at all times that my work is challenging.
	
	
	
	
	

	11. When an employee performs well consistently, they are promoted. 
	
	
	
	
	

	12. There is relatively equal treatment of employees depending on their efforts, experience and education. 
	
	
	
	
	

	13. I have good inter-personal relationship with my superiors 
	
	
	
	
	

	14. There is high supervision at Mnazi mmoja hospital.
	
	
	
	
	


SECTION C: Employee Performance 

	Statement 
	1 
	2 
	3 
	4 
	5 

	1. Motivation is the most important factor in employee performance 
	
	
	
	
	

	2. Goal clarity among the employees helps to improve their performance 
	
	
	
	
	

	3. Work conditions can greatly improve one’s performance 
	
	
	
	
	

	4. To achieve any goal, an employee must be flexible and 

suitable for the job 
	
	
	
	
	

	5. Knowledge of the structure helps an employee to know what to do in given situations and hence improve his/her 
	
	
	
	
	

	6. Feedback is key in the improvement of an individual’s performance 
	
	
	
	
	

	7. The use of modern technology triggers performance of employees 
	
	
	
	
	

	8. Ability, training and experience improve an individual’s capability to perform 
	
	
	
	
	

	9. A feeling of acceptance by the employee may improve his/her performance 
	
	
	
	
	


10. Suggest any other factors that affect your level of performance as an employee of 

NDC........................................................................................................................ 

SECTION D: Relationship between motivation and employee performance 

	Statement 
	1 
	
	2 
	3 
	4 
	5 

	1. With the help of the management, my performance has improved over time. 
	
	
	
	
	
	

	2. My performance reduces when Mnazi mmoja hospital takes long to rotate the employees 
	
	
	
	
	
	

	3. I always perform to my best when I know that am accepted at work 
	
	
	
	
	
	

	4. With the current motivation practices at Mnazi mmoja hospital, the performance of the employees is always going to reduce. 
	
	
	
	
	
	

	5. Employees often endeavor to meet the set targets to be paid a bonus 
	
	
	
	
	
	

	6. There is a strong relationship between employee performance and motivation
	
	
	
	
	
	


7. List the employee motivation tools that you believe have had the biggest impact on the level of your performance.............................................................. 

Thank you for your Participation
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