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ABSTRACT

The study aimed at assessing the role of motivatonemployee performance in
Strategic Insurance Tanzania Limited. A descriptresearch design with a cross-
sectional survey strategy was employed. A sampl&lsf employees was selected by
simple random sampling. Questionnaires were useamltect primary data. Descriptive
statistics, correlation and regression analysidirtiegies were used to analysis data.
Results show that motivation has significant puesitiinfluence on employee
performance. Intrinsic motivation has significanbspiive influence on employee
performance. Extrinsic motivation also was found hHave positive influence on
employee performance. The study found that therehigh performance among

employees shown by most employees having moraleleside of increasing efforts.

Moreover, the study findings show that there ishhegnployee motivation in SITL .It
was recommended that the insurance companies shwuldrtake regular review of
motivational strategies particularly consideringpopunities of enhancing motivation

among employees in order to effectively increaseatedor employees.
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CHAPTER ONE

INTRODUCTION

1.1 Overview

This chapter presents the background informatiomhefstudy, statement of research
problem then outlines objectives of the study, aese questions and significance of the

study, scope and organization of the study.

1.2 Background to the Study

With the increase in competition, locally and glibpeorganizations must become more
adaptable, resilient, agile, and customer-focuseducceed. In addition, within this

change in environment, the Human Resource (HRepsnbnal has to evolve to become
a strategic partner, an employee sponsor or adwoeatl a change mentor within the
organization. In order to succeed, HR must be anbss driven function with a

thorough understanding of the organization’s bicfype and be able to influence key

decisions and policies (Armstrong, 2014).

In general, the focus of today’'s HR Manager is tmatsgic personnel retention and
talents development. Motivation is an effectivetiasient in the hands of managers for
inspiring the work force and creating confidencetinBy motivating the work force,
management creates “will to work” which is necegséor the achievement of

organizational goals (Chhabra, 2010; Cole, 2004).



The issue of employee dissatisfaction and relatétu@de towards work is assuming
alarming rate worldwide. The situation is even meegious in developing countries

where working conditions are unattractive (Chintal2009).

The fast and mounting development of science awtintdogy has brought about
significant transformation into human lives. Thisused the demand that individuals
must improve their performance, within this chatige human resource professional has
to evolve to become a strategic partner, and aggharentor within the organization, in
order to succeed, HR must understand the whole aoyngand be able to influence key
decisions and policies, in general motivation is effective tool in the hands of
managers for inspiring the work force and creatongfidence in it. By creating work
force, management creates ‘will to work’ which iscassary for the achievement of

organizational goals (Chhabra, 2010; Cole, 2004).

Moreover, the management should know that the maotive for a man to work is

economic, so as to enable him or her physiologiealds and support his or her family in
ever increasing comfort. Thus what managers netddd in order to motivate workers
is to control and apply both positive and negatexgards (Armstrong, 2014).The role of
motivation on employees work performance has beseldped throughout the world
during the era of human resource management asl avbich proposed to promote the
organization efficiency and effectiveness, motimatiplay an important factor in

employees job performance in any organization (€a{@006). As a result, employee

motivation has drawn more attentions as researgicgdofor many scholars and



practitioners (Calder, 2006). A lot of theories apgproaches have developed in order to
explain the nature of employees’ motivation in @rigations such as human resource
approach, Maslow’s hierarchy of needs theory (1943)lerfer ERG theory (1969),
Victor Vroom (1964) expectancy theory, Stacy Adaf®809) equity theory all these

founders tried to explain the nature of employeesvation.

Health insurance is an important sector in any goan it helps protect an individual or
family from financial loss for costs incurred besauof sickness or injury, health
insurance employees are the best source of deliygood services to their customer,
guality service provided by employees can creapmstive perception in the eyes of
their customers. The motivation of health insurapogployees plays a major role in
achieving high level satisfaction among employ&&saQidhary and Sharma, 2012). The
problem is that with the effects of the financiaisis private sector need today, more
than ever before practical ways that can help tdivaie their employees to be more

productive (Robbinset al.,2013).

The evolution of health care started in The AruSeclaration in 1967 which was
initiated by the president Julius Nyerere, outlgnhithhe principles of Ujamaa (Nyerere
vision of social and economic policies) to develbe national economy. It marked the
start of a series of health sector reforms withithention of increasing universal access
to social services to the poor and those livingnarginalized rural areas. Followed by
the Government banning private-for-profit medicedgtice in 1977 and took on the task

of providing health services free of charge. Sgm®vere one of the first registered



(2002) private health insurance firms in TanzaMambers of Strategies insurance are
corporate employees that they become members thrihweyr companyMrisho, et al

2009).

However, by the early 1990s, the strain of prowgdiree health care for all became
evident in the face of rising health care costs asttuggling economy. Early 1990s the
government adopted health sector reforms that d@thtige financing system from free
services to mixed financing mechanisms includingt aharing policies. Cost sharing in
the form of user fees was introduced in four phaBaase | from July 1993 to June 1994
to referral and some services in regional hospRakse Il from July 1994 to December
1994 to regional hospital; Phase Il from Janua®93lonwards to district hospital and
Phase IV introduced to health centre and Disperafey completion of introduction to

all district hospital. Exemption and waiver wer¢emgral part of the cost sharing policy

introduced in 1994 (lbid

The issue of employee dissatisfaction and relatétude towards work is assuming
alarming rate worldwide (Burton, 2009). The sitaatis worse especially in developing
countries where working condition is unattractiVéis research will highlight on how

motivation can influence employees’ job performance

The aim of this study is to assess the role of vatibn on employee’s performance in
Strategies Insurance (Tanzania) Limited, which gleaith medical insurance in

Tanzania. The role of motivation in influencing aorkers performance has been



recognized ever since the work of Frederick Winslbaylor on rational analysis and

scientific management (Taylor, 1911).

1.3  Statement of the Research Problem

Yu (1999) stipulated that for the reduction of labturnover and retention of productive
workforce, it is important for management to impronvorking conditions and motivate
the employee appropriately. Management is requicedomprehend the motivational
processes and needs of human resources in vamttuses, and they should consider

that employees are very crucial and expensive resda every organization.

In the view of Halepota (2005), motivation is theykcomponent for organizations to
function, without motivation employees will not pem well their duty and the

company’s performance will be less efficient. Mareo motivation of employees can
affect the performance of employees which in tuan affect the business, goodwill and

reputation of the company (Ross, 2005, 11).

The question remains that, what motivates peopleotd under private sector especially
in heath insurance company? And how do they paf®oDespite of the fact that,
through studies above little is known on assessnoénthe role of motivation on
employee’s performance in health insurance funcerdiore, this study will  drew
attention on assessing the role of motivation orpleyee’s performance case of

Strategies Insurance Tanzania Limited Dar es salaam



1.4  Research Objectives
1.4.1 General Objective
The general objective of the study is to assessrdlee of motivation on employee’s

performance, a case of Strategies Insurance Tamkanited (SITL) Dar es salaam.

1.4.2 Specific Objectives

The study is guided by the following specific olijees:

0] To examine the effect of intrinsic motivation on @oyee performance in

Strategies Insurance Tanzania Limited (SITL).

(i) To examine the effect of extrinsic motivation anpoyees performance at

Strategies Insurance company Ltd.

(i) To determine whether there is a relationship betw motivation and

employee performance.

15 Research questions
()  What are the effects of intrinsic motivation on déoyge’s performance at

Strategies Insurance motivated?

(i)  What are the effects of extrinsic motivation on é&gpe performance at

Strategies Insurance Company?

(i)  What is the relationship between motivation and leyge performance?



1.6  Significance of the Study

The study is beneficial for academic purposes and gractical implications.
Academically, the study is among the requiremeatstfe accomplishment of master’s
degree of business administration. However theystuidl contributes by adding the
knowledge to literature for the researchers whd bd interested to deepen on this
study. Moreover the findings of the study will issshe management on decision
making and strategy developers by taking apprapaations which will improve styles
and modality of motivating their employees, alse study will help the organizations to
restructure the motivations criteria, and be aldeconsider important factors in
motivating employees. The study will also benefitligy makers, government and

stakeholders and other beneficiaries especiallsetioé insurance companies.

1.7  Scope of the Study

The study covered Strategies Insurance Tanzanidddmwhich is located at Masaki.

Motivational issues are relevant due high concéntreof the staff. The finding of the

research will be applicable to the Insurance Congsaand various stakeholders. It is in
view of this that the study seeks to assess tleethalt motivation plays in attracting and
retaining competent staff. The study focus on oahe Insurance Fund which is

Strategies Company Limited.

1.8  Organization of the Study
The study was presented on five chapters. Chaptiisointroduction which covers the

background to the problem, statement of the rekgaimablem, objectives of the study,



scope of the study and organization of the studyapfer two comprised of conceptual
definitions, theoretical literature review, empdicliterature review, research gap,
conceptual framework and theoretical framework. fi&athree is based on research
methodology which involves research design, stutBa,apopulation of the study,
sample size and sampling procedures, data colfectiethods, data collection tools,
reliability and validity of the data, data preséimta and analysis and expected results of
the study. Chapter four covers data analysis, figgland discussions. While chapter five

focused on summary, conclusion and recommendatitrecstudy.



CHAPTER TWO
LITERATURE REVIEW

21 Overview

The purpose of this chapter is to present the we\é the previous researches that
related to this study. This is the review from st researchers which are mainly
describe and explain on the concepts, models aridgethat are relevant in the field of
motivation and necessary to facilitate a comprelrerenalysis and understanding of the
research question. It also may be useful to conedipe the term work motivation and

what it's the concepts are. A broader definitionwairk motivation as well as employee

performance will be introduced

2.2 Conceptual Definitions

2.2.1 Motivation

From the perspective of psychology, human studielseonomy, motivation is referred
to one reason or many that make an individual toeggaged in a specific behavior
(Bratton & Gold, 2007). From this context, the widual can be influenced with several
drives and fundamental needs such as food andedesia state of being or an object
can be included in this reason for motivating afividual to act in a specific manner or

to perform certain tasks.

Gupta, (2001), defined motivation as the work a agam perform in order to induce
subordinates to act in desired manner by satisfyimgjr needs and desire, thus

motivation is concerned with how behavior getststhenergized and directed.
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Porter and Lawler (1968) defines Intrinsic motigatias involves of people doing an
activity because they find it is interesting andiwke spontaneous satisfaction of the
activity itself. In contrast extrinsic motivatiaequires an instrumentality between the
activity and some separable consequences suchngglea or verbal rewards, so
satisfaction comes not only from the activity ifsddut rather from extrinsic
consequences to which activity leads. The studyesponds with the definition
stipulated based on intrinsic and extrinsic panvégch reflects with motivation-hygiene

theory.

According to Latham and Ernest (2006) motivatiorsvma the beginning of the 1900s
thought only to be monetary. However, it was digged during the 20th century that to
motivate employees, there are more factors thannpasey. In their view, employeés
satisfaction with their job is an important indimatfor a good job performance and
happy employees are productive. To them, motivaisoa psychological factor and is
affected by the workers’ mental attitude and hedltierefore, in order to be motivated,
a person needs to have certain basic needs fdlfii¢ghese needs are lacking, a person’s
self-esteem and self-actualization cannot develbgs could result in lack of interest to
progress and develop, both professionally and petlso There are several theories of

human needs, which are the foundation of motivation

2.2.2 Performance
Armstrong (2006) defines performance as the acdashipent, execution, carrying out,

working out of anything order or undertaken.
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Martin (2005) defines performance as a level ohiaement by an individual,
measured against what they would be expected tewwchUnder Martin’s definition on
performance there are some components which angisuch as skills, experiences,
abilities, qualities and quantities are the thimgsch he did not mention it, but those are

things which should be mentioned by the definition.

According to llham (2009), performance can be d=firas the act of performing; of
doing something successfully using knowledge asndigished from merely possessing
it. However; the study match with the above defom$ on performance because the
definition itemizes that performance is not onlyvdfiat people achieve but how they

achieve it.

Similarly, (Churchill et al 1987) describes thatrfpemance includes personal,
organizational, environmental, motivational, shkélel, aptitudes and role perceptions.
Performance is viewed as implementation of an mactad one’s ability. Good

performance is related with achieving the qualgyantity, cooperation, dependability
and creativity. Through mentioned definition of foemance Martin definition should be

adopted as it covers both level of achievementexmpectation of employee.

2.2.3 Intrinsic Motivation

Intrinsic motivation is defined as the doing of activity for its inherent satisfactions
rather than for some separable consequence. Whmsically motivated a person is
moved to act for the fun or challenge entailed eatthan because of external prods,

pressures, or rewards. The phenomenon of intrmsitvation was first acknowledged
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within experimental studies of animal behavior, veh& was discovered that many
organisms engage in exploratory, playful, and aityedriven behaviors even in the
absence of reinforcement or reward (White, 1958jririsic motivation has been
operationally defined in various ways, althoughré¢hieave been two measures that have
been most often used. Basic experimental researgh Deci, 1998 has rested primarily
on a behavioral measure of intrinsic motivationezhlthe “free choice” measure. In
experiments using this measure participants areose@ to a task under varying

conditions (e.g., getting a reward or not).

Following this period, the experimenter tells papants they will not be asked to work
with the target task any further, and they are tleéinalone in the experimental room
with the target task as well as various distraeidivities. They thus have a period of
“free choice” about whether to return to the ady, and it is assumed that, if there is
no extrinsic reason to do the task (e.g., no revaadi no approval), then the more time
they spend with the target task, the more intradgicmotivated they are for that task.
This measure has been the mainstay through whecldyhamics of intrinsic motivation

have been experimentally studied. The other comapproach to the measurement of
intrinsic motivation is the use of self-reportsimterest and enjoyment of the activity per
se. Experimental studies typically rely on taskesjie measures (e.g. Ryan, 1982;

Harackiewicz, 1979).
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2.2.4 Extrinsic Motivation

Extrinsic motivationis a construct that pertainsewlver an activity is done in order to
attain some separable outcome. Extrinsic motivatibns contrasts with intrinsic
motivation, which refers to doing an activity simgbr the enjoyment of the activity
itself, rather than its instrumental value (Rya898). For example, a student who does
his homework only because he fears parental sanscfar not doing it is extrinsically
motivated because he is doing the work in ordeattain the separable outcome of
avoiding sanctions (Sheldon and Kasser, 1995).|&ilyi a student who does the work
because she personally believes it is valuabldéorchosen career is also extrinsically
motivated because she too is doing it for its urental value rather than because she
finds it interesting. Both examples involve instemtalities, yet the latter case entails
personal endorsement and a feeling of choice, vasetbe former involves mere
compliance with an external control. Both represetentional behavior, but the two

types of extrinsic motivation vary in their relaiautonomy (Grolnickt al,1997).

2.2.5 Employees' work performance

Performance is defined as the attained outcometadrs with the skills of employees
who perform in some situation (Statt,2004;Prasétyeato, 2011). According to (Khan
et al 2010) as cited by (Ariest al, 2013), employee’s work performance has been
defined as work performance in terms of quantityl auality expected from each
employee while (Suhartini, 1995) describe employaesk performance as a mutual
result of effort, ability, and perception of taskdood performance is step towards the

achievement of organizational goal. Other schofarsexample, Campbell (1990)
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defines employee performance as a behavior whiclsists of directly observable

actions of a worker and also mental actions or ypetisuch as answers or

2.3  Theoretical Review
Theoretical reviews highlights and explains diféar theories based on motivation and
performance in relation to the study. The aim afththeories is to show the connection

between the study and different theories basedaivation and performance.

2.3.1 Maslow’s Hierarchy of Need Theory

One of the better known theories of motivation iadldw’s Need Hierarchy Theory.
Maslow (1954) proposed that all individuals havespescific set of needs that need to be
fulfilled over a course of lifetime. This is thedad theory on the development of human
and its application is generally considered to lhe &dult years, thus the industrial
application is that people strive to meet theirdseen a work environment. Maslow
arranged the needs in a hierarchical order andogespthat individual have five basic
set needs; Physiological needs, Safety needs, beegls, Esteem needs and Self-

actualization needs.

The need that is unsatisfied at any given timehes ieed considered to be the most
important. Initially the Maslow’s research theorysvcross-sectional design; recently
longitudinal studies have been used to supportcthes-sectional studies. Maslow’s
theory has the relationship to work motivation;igtin this longitudinal study that
examines the changing priorities of the needs lasrateeds reach an acceptable level of

satisfaction (Laundry, 1985). Work motivationalttars change over the period of time.
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Psychological need

Psychological needs are literal requirements fondru survival. Air, food and water are
metabolic requirements for survival for all humads individual to satisfy these

psychological needs is greater than the drive tisfgaany other type of need. These
needs are satisfied through the wages and salpaies by an organization Maslow

(1954).

Safety need

With their physical needs relatively satisfied, thalividual's safety needs take
precedence and dominate behavior. In the absengleysfcal safety-due to war, natural
disaster, family violence, childhood abuse etc-peopay re experience post- traumatic
stress disorder or trans generational trauma. énatteence of economic safety- due to
economic crisis and lack of work opportunity- theséety needs manifest themselves in
ways as a preference for job security, grievanoeequture for protecting the individual
from unilateral authority, insurance policies, @aable disability accommodations, etc.
Safety and security needs include: personal sgctintaincial security, health and well-

being, safety net against accidents/illness and &idwerse impacts.

Love and belonging

Human need to feel sense of belonging and acceptaveather it comes from a large

social group, such as clubs, office culture, preifesal organizations, sport teams or
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small connections (family members, inmate partn@estors, confidents). They need to

love and be loved by others (Maslow, 1954).

Esteem need

According to Maslow (1954), all humans have a neebe respected and to have self
esteem and self respect. Esteem presents the nbumens desire to be accepted and
valued by others. People need to engage themskldvgain recognition and have an
activity/ activities that give the person a senkeomtribution, to feel self valued, to be it

in a profession or hobby.

Self-actualization need

Maslow (1954), describe that what a man can donst toe, this form the basis of the
perceived need for self-actualization. Maslow diégsr this desire to become more and
more what one is, to become everything that oneapable of becoming. One can be
achieve this not enough promotions but by mastehisgher environment and setting

and achieving goals (Maslow, 1954).
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Figure 2.1: Maslow’s Hierarchy of Neews

Source Maslow (1954)

The study adapting Maslow’s theory because the fiasic set needs are the d:
human needs which can motivate a person to wortt bato demoralize the ability «
working hardin to his or her employer, no matter what the erygdave as pleasir

environment / attracting elements to assist emgsye work

2.3.2 Hygiene Theory

The theory is relevant to work redesign, accordmdHerzberg the theory is based
two factors atisfaction and motivation. (Herzberg et al) tipegposes that the prima
determinants of employee satisfaction are factairsnsic to the work that is done (i.
recognition, achievement, responsibility, advanagimeersonal growth in competenc

These are called “motivators” because they are \madido be effective in motivatir
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employees to superior effort and performance. Disfsation is seen being caused by
“hygiene-factors” that are extrinsic to the worlself examples company policies,

supervisory practices, pay plans, working condigtm

The theory specifies that a job will enhance woiwation and satisfaction only to the
degree that “motivators” are designed to the weskli. Changes that deal solely with
“hygiene” factors should not lead to increases nmpyee motivation. According to
Herzberg Hygiene factors are more important to eyge because he tried to describe
factors that can motivate a person to work serjousloreover; to have attracted
situations at work place make employees to perfofime study will address the

mentioned motivational factors.

2.3.3 Self-Determination Theory

Self Determined Theory (SDT) is based on the ditbn between autonomous
motivation and controlled motivation. According YWorkin (1988) autonomy means
endorsing one’s action at the highest level ofeeibn. Intrinsic motivation is an
example of autonomous motivation. When people em@agactivity because they find it
interesting, they are doing the activity the whollglitionally. In contrast being

controlled involves acting with sense of pressarsense of having to engage in action.

Deci (1971) postulates that autonomous and coattathotivation differ in terms of
underlying regulatory process and their accompany@xperiences, and it further
suggests that behaviors can be characterizednster which the degree to which they

are autonomous versus controlled. Autonomous mdiveand controlled motivation
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are both intentional, and together they stand mirest a motivation which involves a
lack of intention and motivation. Being autonomantsinsically motivated requires that
people identify with the value of behavior for th@wn self- selected goals. With
identified regulation people feel greater freedoma &olition because the behavior is

more congruent with their own personal goals aedtifies.

2.3.4 Vroom’s Expectance Theory

This theory was developed in 1964 by the scholdedd/room. The theory is built on
the assumption that individuals have expectatidaagiaoutcome that may manifest them
as a result of what they do. Moreover, Vroom (196é4plained that motivational
components are typically based on expectancy theshych states that production
increases when the level of motivation is increadddtivation is considered as a
predictor in job performance. In other words théedainants of job performance were

motivation, aptitudes and skill level.

In the light of Vroom (1964), three variables aredlved in motivation process.

Expectancy; this is the effort a person makes ttaioba first level outcome. It is

influenced by his/her expectancy that outcome bélrealized.

Instrumentality; in the light of this theory, reand a first level outcome may in itself
not mean anything to a person. It may however,nsgumental in reaching a second
level outcome or reward. Valence; this is the intgoce that the individual places upon

the expected outcome. For the valence to be pesithe person must prefer attaining
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the outcome to not attaining it. For example, ihgone is mainly motivated by money,

he or she might not value offers of additional tiofie (Gole, 2004: p43)

The three elements are important behind choosireg edement over another because
they are clearly defined: effort-performance expecy (E>P expectancy) and

performance-outcome expectancy (P>0 expectancy).

Thus, Vroom's expectancy theory of motivation i$ @oout self-interest in rewards but
about the associations people make towards expeatedmes and the contribution they

feel they can make towards those outcomes.

2.3.5 Situational Theories

The theory was propounded by Paul Hersey in 19 H¥éssey- Blanchard Situational
theories proposed that job satisfaction is a prodbow well an individual’s personal
characteristics matches with the organizationatadtaristics. Situational characteristics
are things such as pay, supervision, working camt promotional opportunities and
company policies that are typically consideredhmyémployee before accepting the job.
The situational occurrences are things that ocfter taking a job that may be tangible

or intangible, positive or negative.

2.3.6 Equity Theory
The theory was propounded by John Staced Adams.1868a8ms asserted that
employees seek to maintain equity between the snpad they bring to a job and

outcomes that they receive from it against the ggeed inputs and incomes of others.
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Adams (1963) there is a belief that, people vatuetfeatment which causes them to be
motivated so as to keep the fairness maintainedimwithe relationship of their co-
workers and the organization. The structure of tgyqui workplace is based on the ratio
of inputs to outcomes. According to this theoryliuduals are motivated to reduce
perceived inequity.According to Adams (1963), irptypically include time, effort,
loyalty, hard work, commitment, ability, adaptatyili tolerance, determination and
enthusiasm. The typical outcomes include job sggusalary, employee benefits, a
sense of achievement, praise and thanks. Equityrythie a straight forward it plays a

great role on explaining the importance of fairneserms of equity at work place.

2.4 Empirical Literature Review

This part is aimed at explaining the various pastiss in relation to this research.

2.4.1 Empirical Literature Review Worldwide

A motivated person have the awareness of speaif@asgmust be achieved in specific
ways; therefore he/she directs its effort to achiswch goals (Nel et al., 2001). It means
that motivated person is best fit for the goald tishe wants to achieve, as he/she is
fully aware of its assumptions. Therefore if thdesoof managers are assumed to
successfully guide employees towards the orgaoizaki agenda of achieving its
objectives, then it is very important for them tdueate and understand those
psychological processes and undertakings that caose the stimulation, direction of

destination, determination and persistence of wahyractions (Roberts, 2005).
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Mo (1992) differentiates between the terms “moveimamd motivation.” Movement

carries out the task for compensation, remunerationumans mind to act, while the
term motivation is stapled with total involvemeritao person in its tasks to carry out
with excitements and happiness. In simple wordsyament compels a person to carry
out tasks, while motivation is self-realized jubiiaand pleasing act of carrying out

specific tasks.

The researcher emphasizes on motivation which ssslfar the success because the
person involved in it is very happy and voluntargxcited not for compensation.
Motivation is reason for individuals’ accomplishn®rto carry out the project (La
Motta, 1995). There are many aspects of motivailoran organization; a person
motivated by those aspects may not necessarilyatetianother person, because there
are many different factors that affect motivaticor different level employees. On
reaching the understanding and believing that meo@mployees) are naturally
motivated, an organization simply provide the eowment for their motivation to be

enhanced improved (Baron, 1983).

It means that an organization is a better envirartraad working atmosphere provider,
it only needs to believe that the people have to&vational behavior. Lawler (2003)
noted that different theories questioning why peoptefer certain careers, why they
seek particular rewards and why they feel satisiedlissatisfied with their work and
rewards. These are some of the resonating quedtiabreate so many assumptions

and hypotheses to be researched.
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According to Butkus and Green (1999), motivatiodesived from the word “motivate”,
means to move, push or persuade to act for satgsfgi need. Baron (1983) defined
motivation in his own right. He says that “motivatiis a set of processes concerned
with a kind of force that energizes behaviour ameéats it towards achieving some
specific goals. Many writers have expressed matwaas goal directed behaviour. This
objective nature of motivation is also suggestedkisitner and Kinicki (2001) put
forward that motivation represents “those psychiclalg processes that cause the

stimulation, persistence of voluntary actions tvat goal directed”.

It is widely recognized in management circles, thativation plays a role in keeping an
employee performing his or her best in any taskgassl. Assessing La Motta and
Baron, views on the concept of motivation makes woader why incentives provided

to workers did not yield intended purpose.

This is as a result of dynamics of individual neadd humans can never be satisfy in
that, when one need is catered for responded, tinkewshifts to another need and this

then becomes a challenge hence the call for furdssarch on the issue of motivation.

2.4.2 Empirical Literature Review in Africa

A review has been made at Africa level with a stirdyn Ghana, Kenya and Tanzania.
From Ghana titled the role of motivation on emplyerformance in the Public Sector
in 2011, the study stipulates that motivation iases the level of performances of

employees and also increases their commitment enwbrkplace. This implies that
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motivating workers is very important. Job satisfact leads to job motivation.

Therefore, when workers are satisfied, they teraetanotivated to work.

Gay (2000) tried to analyze the purpose of motngatemployees. He found that it is
necessary to solve the physiological needs issuédsfm there the mind of the
employees will be free from stress and they cankwa&ffectively. The researcher
adopted the Herzberg's theory, however he expresgdemployer might be able to

apply these motivational factors unilaterally emtivorkforce.

Applying these knowledge and fashioning the empleymatmosphere to better
accommodate the motivational factors of the emmotfee employer becomes more
desirable employment destination, retaining empmeyelonger, and increasing
productivity and service at the same time (Herzp&@64). The study stipulates that
there are many reasons why people are differenttaydhave a preference for one work
motivation over another. Among of those reasons arkural backgrounds, age,
experience, gender and type of a position canalehmpact on the convention center

employee.

2.4.3 Empirical Literature Review in Tanzania

Mohamed (2013) conducted a study on the impactngbl@yee motivation on job
performance in Tanzania banking sector, he stipdlghat excellent services provided
by employees can create a positive perception aeadlasting image of the customers.
However, motivation of employees plays a major roleachieving high level of

satisfaction among its customers. His findings stwbwhat motivational packages to



25

employees of Tanzania Postal Bank (TPB) causedbdah& to perform well. Moreover
the study insisted that salary increment has amaatngn job performance, training, team
working and good working conditions are among @f fifictors that motivate employees

to work and facilitate performance.

Jagero et al.(2012) researched on the relationsbipleen on the Job Training and
Employee’s Performance in Courier Companies in [Bar Salaam, Tanzania the
objective of the study was to assess the employeafermance in courier companies in
Dar es Salaam. The study stipulates that emplogeesvery crucial and expensive
resource to any organization. The study found trahing has the direct impacts on
employees’ performance by generating benefits toh biine employees and the
organization, employees they work for through depslent of skills, knowledge,

abilities, competencies and behavior. The studyegucahat training of employees gets
new tactics on how to finish their work in time antket deadlines and acquire more
skills that will enable them to do their work bettBut according to Armstrong (2001)

sets out three specific training objectives toehgloyees. The first objective is to help

competences of employees and improve their perfocsa

Second objective was to help people grow withindtganization in order that, as far as
possible, its future needs for human resourcededrom within the organization. Third
one is to reduce the learning duration for empleystarting in new jobs on appointment,
transfer or promotion, and ensure that they becfuitg competent as quickly and

economically as possible. The study stipulates tila&ting has been recognized to help
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employees in their current jobs and meet currerfopeance requirements by focusing

on specific skills required for the current needs.

2.5 Research Gap

Different studies have researched on motivation: fstance:Nchorburo Dominic

(2013) on the role of Motivation on Performance Exhployees in public sector,

Mohamedi (2013) on the study of Impact of employesivation on job performance in

banking sector, Gay (2000) on the study of Work ivadton Factors of the Public

Sector and Private Sector, on motivation and jatlop@ance among state government
employees in Malaysia, Zanzibar, Hassan (2011lgdtithe impact of training and

development on the performance of administratiaé gt the public sector organization.

Despite of these studies, there is no researcher avtectly explores the role of

motivation on employee’s performance in privatet@eespecially in Medical Insurance
companies. Different researchers tried to relatdivaton with other variables and

majoring with different industries and institutioasd not in insurance sector. Moreover
the study opens up the wider range of candidateswith be interested on this study to

conduct a further research.

2.6 Conceptual Framework
Based on the reviewed literature related to thélpro under the study, the following

conceptualized research model is drawn as prescibEigure 2.1
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Independent Variables

Dependent Variable

Intrinsic Motivation
+ Fecognition

o Job enrichment
Emplovee Performance

» Interesting job
+ Responsibility
o Cuality
o Career development
s  Productivity

Extrinsic Motvation
* Good working condition
# Salary, wages and bonus
+ Promotion
+ Fewards
s Fairness

* Job security

Figure 2.1: Conceptual Framework

Source: Researcher’'s own construct 2019
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CHAPTER THREE

METHODOLOGY
3.1 Overview
Research methodology is the road map that actsasary for researcher to accomplish
the goals of the research journey. The chaptergamzed with sections e.g. research
design: this section shows a particular desigrhefresearch to be conducted. Area of
the study referred to a place where the study waducted. Survey population refers to
the total population where data collection was cmtedd, sampling design and sample
size, variables and measurement procedures, metfatiga collection, data processing

and analysis, reliability and validity of data, exped results of the study

3.2 Research Approach

The study based on quantitative and qualitativeaes$ approaches, content analysis
was used which encompassed with different themeali@tive research design is used
to find out how people feel or what they think abauparticular subject or institution

(Kothari 2004). Quantitative was used to deal \giestionnaire survey.

3.3 Research Design

Research design is the specification of methods pmdedures for acquiring the

information needed to structure or solve the pnob{&reen, 2000). The researcher used
Case Study design. Yin (1984:23) defines the cdsdysresearch designs “as an
empirical inquiry that investigates a contemporatyenomenon within its real-life

context; when the boundaries between phenomenorc@méxt are not clearly evident
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and in which multiple sources of evidence are uti@d,means that a case study designs
is an in-depth exploration of one particular casgation for the purpose of gaining in
depth understanding of issues being investigatée. reasons for adopting case study
are comprehensive, descriptive with analysis afasibn and flexible in data collection.
Furthermore, the study adopted the descriptivegdebecause describing, recording,
analyzing and reporting conditions that existed thavhat the study did (Kothari,2006).

The study used questionnaires and interview.

3.4 Area of the Study

The study was conducted in Dar es Salaam at Sieatégsurance (T) Limited, because

the place was convenient to the researcher in tefrgstting all required data. And also

the company is the first private insurance companlge established in Tanzania hence

was perceived to have abundant data regarding atmin

3.5 Survey Population

Population refers to individuals of more or lessnamon characteristics that are of
interest to a researcher (Creswell, 2003).The @tjon targeted for this study included
Strategies Insurance Company Limited officials @ngployees because these are key
informant in this study. Researcher selected a Eamp 115 employees out of 161
employees in the company, researcher believes tcegagugh information from the
specific group since they are the key informatienfar as the topic of the study is

concerned.
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3.6 Sampling design and procedures

The study used a survey population of 161 employfea® SITL Dar es salaam
headquarter and Zanzibar branch to obtain the ®asipk. The researcher has used
Slovins’s formula shown below to calculate an appiaie minimum sample size from
survey population.

n= N = 161 = 161 =115
1+Ne? 1+161(0.05) 1+161x0.0025

Whereby;

nis the minimum sample sizB, is survey population ane is error at 95% confidence

interval.

Based on the calculation from the formula, a mimmsample size of 115 employees

was recommended.

3.7  Variables and measurement procedures

3.7.1 Dependent variables

Dependent variable of the study was employee pedace. It was measured by using a
4-item measurement scale adopted from Kuvaas (28863hown in Table 3.2. The

perception of each item of the measurement scateewamined by having respondents
providing a rating on a five-point rating scale €Tiive-point rating scale ranged from 1
= strongly disagree (SD); 2 = disagree (DA); 3 utre (N); 4= agree (A); and 5=

strongly agree (SA).
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Table 3.2: Employee performance measurement scale

Items on the employee performance measurement scalePerception indicators

How would you rate your overall work performaricg&core from 5 point rating
compared to your peers' with the same experienaegdacale

work similar to yours?

How would you rate your overall work performarncgcore from 5 point rating
compared to your peers' with the same qualificatidoing| scale

work similar to yours?

How would you rate the quality of your work compate | Score from 5 point rating

that of your peers' doing work similar to yours? scale

How would you evaluate your productivity level comn@d| Score from 5 point rating

to that of your peers' doing work similar to yours? scale

Source:Adapted from Kuvaas (2006)

3.7.2 Independent variable
The independent variables of the study includedinsic motivation and extrinsic

motivation as detailed explained in the followingpsections.

These items were grouped into two dimensions ofivatbn; intrinsic and extrinsic

motivation.
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(@) Intrinsic motivation

According to Herzberg (1959), motivation can beinsic and extrinsic in which the
former emanates from the content of job and thierlas related to the organisation.
Therefore, Table 3.3 represents a list of itemseundtrinsic motivation. This sub-
dimension contains five items. A five-point ratiegale was used to record employees’
agreement to each of the statement, where; 1=Syréngsagree, 2=Disagree, 3=Neutral,

4=Agree, 5=Strongly Agree.

Table 3.3: Intrinsic motivation scale items

Variable Item of measurement

Recognition Management/supervisor loyalty to empés is very high
(item 1)

Responsibility | feel I am involved in my job inishorganization (item 2)

Interesting work My work in this organization igenesting (item 3)

Carrier development| | am provided with opportusitier career development in this

organization (item 4)

Job enrichment Job is enriched every time makingtitmonotonous(item 5)

Source: Constructed from Kuvach (1995)

(b) Extrinsic motivation

Extrinsic motivation was measured by using sevemd of the motivation scale. Table
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3.4 presents the list. Again, a five-point raticgls was used to capture employees’ level
of agreement with each statement where, 1=StroDgggree, 2=Disagree, 3=Neutral,

4=Agree, 5=Strongly Agree

Table 3.4: Extrinsic motivation scale items

Variable Item of measurement

Wage My organization offers me good wages (item 6)

Reward | am fully appreciated for a job well ddveze (item 7)
Promotion | am provided with opportunities for protion in this

organization (item 8)

Fairness | feel there is tactful disciplining Imst organization (item 9)

Supervisory relation| My supervisor helps me with peysonal problems (item 10

Working condition Working conditions in this orgaation are generally goqd

(item 11)

Job security My job is secure with in this orgatima (item 12)

Source: Constructed from Kavach (1995)

(c) Demographic variables

Demographic characteristics were assessed incluatieg sex, marital status, education
and job experience. These were mainly used foptinpose of understanding the nature
of the sample used in the study. The following iablé 3.5 are demographic

characteristics and measurements used.
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Table 3.5: Demographic characteristics of respondes

Demographic variable

Measurement indicators

Age

Years since the respondent was born

Sex

1=male, 2=female

Marital status

1=single, 2=married, 3=other

Education

1=diploma or lower, 2=bachelor, 3=aboaehelor

Job experience

Years spent by the respondent in & Employee

Source: Constructed from Kavach (1995)

3.8 Data collection Methods

The researcher used both primary and secondarycdig¢ation methods

3.8.1 Primary Data collection

Kothari (2006) defines primary data ahdse data which are collected afresh and for
the first time and thus happen to be original irai@dcter.” Primary data was collected
from the sample population through survey study legipg questionnaire and

interview. Structured standardized questionnairemgu 5-likert scale and interview

guide was used.

3.8.2 Secondary Data
Secondary data are those type or kind of data whale already been collected by

someone else and which have already been passedjthstatistical process (Kothari,

2006).
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3.9 Data collection tools

The study employed the following data collectioal$o

3.9.1 Questionnaire

According to Foddy (1994), Questionnaire is a regeanstrument consisting of
guestions to be asked to the respondents. Queattenmnas used because it manages to
collect information from a huge number of peopleairshort period of time and in a
relatively cost effective way. This tool gives roaand freedom of expression to the
respondents that they expecting to get more infaomdo capture important themes of
the study on the factors influencing effective eoypk’s performance in organization.
Questionnaires were distributed to the SITL empésyewho were selected as
respondents. Each one was given one day of filind completing the questionnaire.
Thereafter, the researcher collected the filled stjaenaires from respondents.
Compared to mailing questionnaires which has lilesurance to be filled by
respondents, this approach of distributing questimes personally ensures all of them
reached the target respondents and followed byesearcher to make sure that most of

the questionnaires if not all have been filled aalfected back.

3.9.2 Interview

According to Seidman (1998), an interview is a\aBation between two or more
people where questions are asked by interviewelitit facts or statements from the
interviewee, This method gives the researcher teedbm to investigate and ask

guestions the candidate to explain and gives nmdogmation or to follow a new line of
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inquiry introduced by what the interviewee is sayinrhese interviews allow the
researcher to clarify ambiguous answers and wheoroppate, seek follow-up
information. It was easily and enables the researtthcapture important themes on the
factors motivate them to perform their duty effeely. Moreover, an interview is the
most prominent data collection tool in qualitatiresearch. It is a very good way of
assessing people’s perceptions, meanings, andtaefgof the situations of the reality.

It is the most powerful ways we have of understagdithers (Payne & Payne, 2004).

3.10 Validity and reliability
The aspects of validity and reliability were aldwecked. In this study, the validity and

reliability was considered before running the dggiste and inferential data analysis.

3.10.1 Validity of instruments

Phelan and Wren (2005) posit that validity is ardego which a test is measuring what
it is supposed to measure. To ensure that the ddlaction tool is valid, items of
measurement scales were adopted from related tedibdies (Kuvach, 1995 and

Kuvaas, 2006).

3.10.2 Reliability of the instruments

According to Phelan and Wren (2005) reliabilityais extent to which the assessment
produces consistent results. To test the religlilitthe measurement scales, a scale test
was carried out to generate Crobanch alpfjauging SPSS software. The value of
reliability test ranges from 0 to 1 specifying tiiegree of internal consistency of items

using Cronbach’s Alpha. The larger the value ofrbaxch’s Alpha, the higher the degree
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of internal consistency of the measurement scaled, vice versa. There acceptable
values of alpha are supposed to be at least 0.76hwustifies internal consistency

(Nunnally& Bernstein, 1994; Bland & Altman, 1997elellis, 2003).

3.11 Data Processing and Analysis

Questionnaires were inspected and items were ceaeld data entered into SPSS
computer software data sheet before descriptive infetential data analyses. The
continuously measured variables — gender, age,atida¢c marital status and years’ job
experience — which was measured in ratio (scals)rergrouped and re-coded in ordinal
level of measurement in form of group intervalse(@goup and interval of years’ job

experience) in order to present them in the tabfeequency.

Total and mean scores were computed for each sealeacross respondents. Thereatfter,
descriptive statistical analysis was done throudgtSS software to reveal intrinsic
motivation and extrinsic motivation of SITL empl@ge and level of employee
performance. Also, demographic characteristicshef trespondents were presented by
descriptive statistics including means, standandatiens, frequencies and percentages.
These appeared in form of frequency tables. Thralagtriptive statistics, the output of
employee performance computed from employee pednoe measurement items was

presented using means and standard deviations.

To assess the influence of motivation on employéopmance, simple linear regression
model (Equation 1) was used. The total scoresdiVitdual respondents was computed

from motivation measurement items (Table 3.3) @amehtentered into the regression
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model and the independent variable. Also, totatesc@f individual respondents were
computed from five (5) employee performance measarg and thereafter entered into
the linear regression model as the dependent Varidbe model therefore regressed the
total scores of the employee performance scalé®iotal scores of the motivation scale
So as to examine the influence of motivation on leyge performance. The following is

simple linear regression model presented as equatio

N Tl 2, i -t T equation 1

whereby Yi = employee performance which is pos$ybidf the employee to perform
well (total scores from 5 employee performance meament items);X;= total
motivation (total scores from 12 motivation measuwgat items)f3; -Coefficient of X,

Bo= Constant term and = Error term.

When testing hypothesis of this study by using $ntipear regression model presented
as equation 1, alternative hypothesis (H1) acceptgd is significant $1£0) at 5%
level, otherwise is rejected. Acceptance of H1 rord that motivation has significant

influence on employee performance.

Moreover, the influence of intrinsic motivation aedtrinsic motivation on employee
performance was examined by using multiple linegression models. The total scores
of individual respondents computed from 5 intrinsnotivation measurement items
(Table 3.4); total scores of individual responderisputed from 7 extrinsic motivation

measurement items (Table 3.5); and total scoremdiVidual respondents computed
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from 5 employee performance measurement items €Tal#) were entered into the
regression model. Then, employee performance &mates were regressed on total
scores of intrinsic motivation and extrinsic motiga in a multiple linear regression

model which is presented as equation 2.

Yi= Bo + B1X1+[32X2 T Bl m—————————— equation 2

Whereby;

Yi= employee performance which is possibility oétemployee to perform well (total

scores from 5 employee performance measuremeng)item

X,= total intrinsic motivation (total scores from Atrnsic motivation measurement

items).

X,= total extrinsic motivation (total scores from Xtrensic motivation measurement

items).

B1 and32= Coefficient of X and X% respectivelypo=Constant term and = Error term.

3.11.1 Assumptions of multiple linear regression

The multiple linear regression model assumptionsagsessment of the influence of
intrinsic motivation and extrinsic motivation on plmyee among employees (Equation
1) tested to by checking the occurrence of lingamormality, multicolinearity and
homoscedasticity among independent variables asm@aended by Gujarat & Porter

(2010) and Keith (2006).
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(a) Normality

Multiple linear regression models assumes thatabées have normal distributions
(Darlington, 1968; Osborne & Waters, 2002). Thisan® that errors are normally
distributed, and that a plot of the values of ti&®duals will approximate a normal curve
(Keith, 2006). The study checked normality assuampby using P-P plot of regression
standardized residual. Figure 3.1 confirmed a nbdsdribution pattern since residuals

are concentrated along the diagonal line.

Mormal P-P Plot of Regression Standardized Residual

Dependent Variable: Employee Performance
1.0

] (m } ]
& o o]
| | ]

Expected Cum Prob

[=]
B
1

= T T
o 0.z 0.4 0.s o8 1.0
Observed Cum Prob

Figure 3.1 P-P plot shows normality of regressiontandardized residual
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(b) Multicolinearity

The study use Variance of Inflation Factors (VIFdaTolerance values to check
multicolinearity in multiple linear regressions. & Nariance of Inflation Factor (VIF) is
an index of the amount that the variance of eaghession coefficient is increased over
that with uncorrelated independent variables (Ke&®06). Multicollinearity effect is
large when a predictor variable has a strong liressociation with other predictor
variables (Shieh, 2010). The rule of thumb for @éaVIF value is 10.0 (Keith, 2006;

Shieh, 2010).

Tolerance measures the influence of one independeigble on all other independent
variables. Tolerance levels for correlations rafrgen zero (no independence) to one

(completely independent) (Keith, 2006).

(c) Linearity

The study used normal P-P plot of regression stdimkdl residual to check the
normality of assumption. According to Stevens (200@sidual plots showing the
standardized residuals against the predicted vaduels are very useful in detecting
violations in linearity. The random scatter concated about the line indicates linearity
(Keith, 2006). The test results in Figure 3.2 aonfthat there is linearity relationship in

the multiple linear regression model and theretbeclinearity assumption obeyed.
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Mormal P-P Plot of Regression Standardized Residual

Dependent Variable: Employee Performance
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Figure 3.2 P-P plot of shows linearity of regressiostandardized residual

(d) Homoscedasticity

The assumption of homoscedasticity refers to egaighnce of errors across all levels of
the independent variables (Osborne & Waters, 2008 study used histogram of
normal distribution of the variance of errors ire thegression standardised residual to
check heteroscedasticity effect in the multipledéinregression model as recommended
by Osborne & Waters (2002). Results in Figure B@idate that there is very small
standard deviation of regression standardised uasicand hence, variance of errors of
independent variables are concentrated around (her@zontal line) on the histogram.
This indicates that there is normal distribution refijression standardised residuals.

Normality test therefore confirmed that there issléneteroscedasticity effect in the
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multiple linear regression model and therefore heraedasticity assumption is obeyed.
Therefore, the model is relevant for the analysgarding effect of intrinsic motivation

and extrinsic motivation on employee performancemgSITL employees.

Histogram

Dependent Variable: Emplovee Performance
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Figure 3.3 Normal distribution of the variance of erors in the regression

standardised residual.

3.12 Ethical Considerations

For ethical requirements in the conduct of the wt@$pondents were duly informed of
the fact that the study was for academic purposelazat they were under no compulsion
to respond to the questionnaire. The respondents asked to participate voluntarily
whilst assuring them of anonymity and confidentyaéin the information given. In order

to avoid plagiarism, all sources of information weluly acknowledged.
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CHAPTER FOUR
RESULTS AND DISCUSSION

4.1 Overview

This chapter presents and discusses results wgdwrdeto study objectives. It covers
results and descriptions of the demographic charatits of the respondents, reliability
analysis and justification, level of employee pariance, levels of intrinsic and
extrinsic motivation in Strategies Insurance Tamzdnmited (SITL)as well as results.
The influence of motivation as well as that of imsic motivation and extrinsic
motivation on employee performance was assessedcHdpter ends with discussion of

the results.

4.2 Demographic characteristics of respondents
The study assessed the age, sex, marital statusatexh and job experience. The
descriptions of respondents’ demographic charatiesiappear in the following sections

421,422,423,42.4and4.25

4.2.1 Age

The findings indicate that most (72.1%) of the mexgents were belonging in the age
group of 31-40 years, followed by those (38.4%) velne in the age group of 41-50
years (Table 4.1). A few of the respondents%#.belongs to the age group of 51-60

years. The minimum and maximum age of respondea$s3f years and 60 years.

4.2.2 Sex

According to the distribution of sex results shdwattmajority of the respondents were
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males (66.9%) while 33.1% of the respondents wameafes.

Table 4.1: Distribution of respondents according tadlemographic characteristics

Variable Frequency Percent
Sex
Male 77 66.9%
Female 38 33.1%
Age
31-40 years 83 72.1%
41-50 years 27 38.4%
51-60 years 5 4.5%
Marital status
Single 25 21.7%
Married 85 73.9%
Other 5 4.4%
Education
Diploma 31 27%
Bachelor 53 46%
Above bachelor 31 27%
Job experience
1-10 years 44 38.3%
11-20 years 50 43.5%
21 and above 21 18.2%

Source: Field data, 2019

4.2.3 Marital status
Married respondents constituted the majority of tespondents (73.9%) of survey

participants, followed by respondents who are stilgle (21.7%) (See table 4.1). Other
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marital statuses composing widows and divorce domstl only 4.4% of the

respondents.

4.2.4 Education Level

There was a variation of level of education amdmg tespondents as shown in Table
4.1. The study revealed that most of the resposdesd bachelor degree (46%). Other
respondents had level of education below (27%) amove (27%) bachelor degree.
However, none of the respondents identified to bsspssing non- formal education

since all of the survey participants had attenadubgl.

4.2.5 Job experience

The survey of job experience revealed that majqi8/5%) of the respondents worked
in (SITL) for 11 to 20years (Table 4.1). On the other haBd3% of employees spent at
most 10 years while working &ITL) and the rest (18.2%) of employees had at least 21
years job experience. The minimum years’ job exgree was 3years and the maximum
years’ job experience was 34years. The averages yegob experience of employees

who participated in the survey was 14years.

4.3 The level of employee performance of employees(SITL)

The level of employee performance was examinedhbyniean score calculated from
mean employee performance scores across respontbatstudy found the mean score
of 2.37 having a standard deviation of 1.01 as shawTable 4.2 This mean score
explains an overall level of employee performamcé€SITL). The mean score identified

is less than the mean score of the 5-point ratbadeswvhich is 3.0. A score less than 3.0
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indicate low performance. Therefore, the findinggly that there is low employee

performance among employees in (SITL).

4.4 Motivation level among employees of SITL

Employee motivation in SITL was assessed by idgngf perceptions of employees
towards motivations. The study assessed the lelvehtdnsic motivation, extrinsic

motivation and overall motivation among employ€eBse level of intrinsic motivation

was assessed 4 item measurement scales regardregptansibility, interesting work,
carrier development and recognition in responsegedrceptions of SITL employees

participated in the study.

Based on findings in Table 4.3, the mean scoréntansic motivation obtained was 3.6
having a standard deviation of 0.85. The findingstify that there is high level of

intrinsic motivation in SITL.

On the other hand, extrinsic motivation was asse$seusing 7 item measurement
scales focusing on seven extrinsic motivation e Perceptions of employees with
regard to seven item measurement scales were esdmliine findings in Table 4.3
indicate that there is high level of employees iagic motivation (mean score=3.4,

SD=0.74).

The overall motivation was assessed by using pgorepof employees with regard to
11 item measurement scale adopted from Kavach j189%hown in Table 3.3. The

findings in Table 4.3 show that there is high ollemsotivation among employees in
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Strategic Insurance Tanzania Limited (SITL) (meeore=3.5, SD=0.76).

Table 4.3: The level of motivation of SITL employeg

Variable Mean SD

Intrinsic motivation 3.6 0.85
Extrinsic motivation 3.4 0.74
Overall motivation 3.5 0.76

Source: Field Data, 2019

4.5 The relationship between motivation and employeperformance

The study assessed relationship between motivaimh employee performance of
employees in SITL. The study examined the influen€eintrinsic motivation and

extrinsic motivation on employee performance ad ainfluence of overall motivation

on employee among SITL employees.

4.5.1 The influence of intrinsic and extrinsic motwration on employee performance
The influence of motivation on employee performawes examined through regression
model. In the regression model, intrinsic motivativas examined as total scores of 4
item scales (Table 3.4) measuring individual emeésy perceptions pertaining to
responsibility, interesting work, carrier developrh@nd recognition motivation. The
extrinsic motivation was measured by using totadres of individual employees’

perceptions regarding 7 item measurement scalesxtoinsic motivation (Table 3.5)
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regarding to wage, reward, promotion, fairnessgestipory relation, working condition
and job security. Also, in linear regression, emgpk performance was entered as the
total scores of 5 item scale measuring employeéopeance (Kuvaas, 2006) with
regard to perceptions of SITL employees. The migltimear regression analysis was
used to examine the influence of intrinsic and iegic motivation on employee

performance.

The findings showed that intrinsic motivation angtriesic motivation explained
employee performance by 13.1%. Moreover, findingsTable 4.4 indicate that F
statistics is significant (F=8.540, p<0.001) ang implies that the regression model is a
significant fit to the data. On the other handshedy found that intrinsic motivation has
positive significant influence on employee perfonoa is pl= 0.341, p=0.022) as
results presented in Table 4.4. However, extrinsiotivation found to have no

significant influence on employee performance aiSl

Table 4.4: Influence of intrinsic and extrinsic motvation on employee performance

(n=115)

Variable B S.E. T p value VIF
Intrinsic motivation 0.341 0.148 2.313* 0.022 1.937
Extrinsic motivation 0.090 0.105 0.853 0.396 1.937
Constant 18.917 1.924 9.831*** <0.001

R°=13.1%, ***F-Statistics = 8.540, ***Significant gi<0.001, *Significant at p<0.05

Source: Field Data, 2019
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4.5.2 The influence of overall motivation on emplage performance

The influence of overall motivation on employeefpanance was assessed by using
simple linear regression. involving average of tb&l scales for motivation adopted
from Kavach (1995) (Table 3.3) against total empyperformance measured by sum
of scores of 5 item measurement scales as adopied Kuvaas (2006) presented in
Table 3.2. Findings in Table 4.5 reveal that Fistias is significant (F=19.801,
p<0.001) which implies that the regression model sgnificant fit to the data. On the
other side, the study found that overall motivatih@s positive significant influence on
employee performance in Strategic Insurance Taazamited 1= 0.201, p<0.001) as
shown in Table 4.5. Overall motivation explaine@ thccurrence of performance by
14.9%. Therefore, increase in overall motivatios mapact by increasing performance

of employees.

Table 4.5: Influence of overall motivation on emplgee performance (n=115)

Variable B Standard error | T p value
Overall motivation 0.201 0.045 4.,45%** <0.001
Constant 19.73 1.798 10.976*** <0.001

R?=14.9%, ***F-Statistics = 19.801, ***Sjgnificant aqt<0.001
Source: Field Data, 2019

4.6 Hypothesis testing

The study had null and alternative statements pbthesis as states below:
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Null hypothesis (b): Motivation has no influence on employee perforneanc

Alternative hypothesis ()t Motivation has positive influence on employeefpenance

The study used simple linear regression modeldittese hypotheses. Based on outputs
of simple linear regression analysis, motivatiorsvi@und to have significant positive
influence on employee performance in SIPL£ 0.201, p<0.001). Therefore, the study
rejects the null hypothesis and confirms the al#tewe hypothesis which stated that

motivation has positive influence on employee penfnce.

4.6.1 Test of autocorrelation assumption - Durbin—-\Vétson test

A Durbin—Watson test of correlation among the nesld usually reveals to us a
substantial autocorrelation (Green,2003).Field @00posits that, with the Durbin—
Watson tests whether adjacent residuals are ctedelele suggests that the test statistic
can vary between 0 and 4 with a value of 2 meathagthe residuals are uncorrelated.
A value greater than 2 indicates a negative cdroglabetween adjacent residuals,

whereas a value below 2 indicates a positive catios.

It is therefore reasoned that, the statistic vabfd3urbin-Watson (d) should not be less
than 1 or greater than 3 and definitely not apprately 2, thus, the recommendable
values should range between 1.5 and 2.5 (Field5;22009; Green, 2003; Statistics
Solutions, 2013b). With the results in Table 4.6.%as found that the Durbin-Watson
value ‘d’ was 1.503, which lays between the twoeptable values of 1.5 < d < 2.5.

Therefore, it can be assumed that there were sbdider linear auto-correlation errors



52

in the multiple linear regression data, implyingttithe regression model was correctly

specified with uncorrelated variables and allegedligancing its accuracy.
Table 4:6: Measure of Autocorrelation assumption — Dhin-Watson

Model Summary”

Model R R Square Adjusted RStd. Error of Durbin-
Square the Estimate Watson
1 874 .728 745 3.13425 1.503

a. Predictors: (Constant), Intrinsic motivationtrifxsic motivation

b. Dependent Variable: Employee performance

4.6.2 Test of Multicollinearity Assumption on indegndent variables.

Table 4.7 gives the results of the test of multioehrity assumption. Multicollinearity is
the extent to which a variable can be explainedhayother variables in the analysis
(Black &Babin 2010).The presented results below give two valdederance and
Variance Inflation Factor (VIF). According to Paita(2007) tolerance is an indicator of
how much of the variability of the specified indedent is not explained by the other
independent variables in the Model and the othduevaiven is the VIP (Variance
inflation factor), which is just the inverse of theolerance value (1 divided by

Tolerance).

Various recommendations for acceptable levels dérance and VIF have been

published and presented in the literature withaffipoints for determining the presence
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of multicollinearity. Most commonly, a value of neothan .10 i.e. 0.1 for tolerance has
been reported to suggest the possibility of muliroearity and the value of not above
10 as the maximum level of VIF.( Kutner, et al 208%allant, 2007, 2013;Field 2000,
2009; Green 2003) More simply put, as a rule ofithpa tolerance value of less than
.10 and the VIP values above 10 would be a conbere or the larger the value of
VIFthe more “troublesome the multicollinearity dfet variables. (Gujarati, 2004; Hair
Jr. et al. 2010;Pallant, 2009) As per the resudbw, the tolerance value for each
independent variable is greater than 0.1; thusditates that there was no violation of
the multicollinearity assumption. This is also soped by the VIP threshold which is
well below the cut-off of 10 thus indicating no cenn with multicollinearity; thus all

variables will be retained.

Table 4.7: The Results of the Test of Multicollirarity assumption.

Collinearity Statistics

Model Tolerance VIF

1 Leadership .296 2.535
Employee involvement 159 5.657
Employee training 178 5.159

a. Dependent Variable: Employee performance
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4.6.3 Test of Homoscedasticity assumption

Homoscedasticity usually depicts a situation whike error term in the relationship

between the independent and dependent variableeisame across all values of the
independent variables (Statistics Solutions, 2013a)the contrary, heteroscedasticity
i.e. the violation of homoscedasticity is presénhe size of the error term differs across
values of an independent variable. Green (200f)ligihts that it is useful to be able to

test for homoscedasticity and if necessary, maalifiyestimation procedures accordingly
SO as to avoid violating the assumption since iy p@se potentially severe problems for

inferences based on least squares.

Most scholars allegedly, consider the White test the commonest test for
heteroskedasticity (Carter Hill, Griffiths, & Lim2011;Green, 2003; Gujarat,2004;
Gujarat & Porter,2010) Moreover, they infer thaimeasure heterosdasticity with White
Test, the calculated (expected) Chi-square valdeofiserved (critical) chi-square value
are compared by this formullR? /7x?df ; where NR = is the calculated (expected) chi-
square value, N= is the sample size (observed nuoftiadividuals), R = is R-square

(coefficient of determination), 3% is the critical chi-square value at chosen lesfel

significance and df = is the degrees of freedonm(mer of regressors).
As a rule of thumb, whenever calculated chi-squaiee is greater than the critical chi-

square value at a chosen level of significancehyipothesis of homoscedasticity is then
rejected in favour of heteroscedasticity. Conversélthe calculated chi-square value is

less than the critical chi-square value then thereo violation of the assumption of
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homoscedasticity. In this light, as from the datalgsis (Table 4.13), & 0.728 and N
= 115, thus the calculated chi-square value is rgiby N = 0.728x115.83.72
whereas, the critical chi-square value at a 0.08llef significance and a df = 114 is
83.72. The results show that the critical (observeli-square value exceeds the
calculated chi-square value at a chosen levelgriifstance (0.05), so the conclusion is
that there is no exhibition of heteroscedasticitgbem in the model as suggested in

Green, (2003), Guijarat, (2004), Gujarat and P¢2a@t,0) and Carter Hill, et al (2011).

4.6.4 Test of Normality Assumption.

The assumption of normality is of great importanoemany aspects of statistical
inference, essentially, for constructing confidenngervals or statistics for testing
hypothesis as well as in establishing referencats for variables. (Binder & Roberts,
2009; Carter Hill et al 2011; Greene, 2003; Roystb®91) Ghasemi and Zahediasl
(2012) highlight that the assumption of normalitypsld be checked for many statistical
procedures, i.e. parametric tests, because thiilityadepends on it. However, Oztuna,
Elhan and Ticcar (2006) and Field (2009) argue thatareful consideration should be
given to normality and other requisite assumptidos,when properly applied, these
assumptions help in drawing good, accurate andhlieli replica of reality. The
Kolmogorov-Smirnov and Shapiro- Wilk test were us$edtesting normality. The Sig.
value (p-value) of more than .05 indicates normdlie. normal distribution (Elliott &
Woodward, 2007; Field, 2000; 2009; Greene, 2003Jafa 2007; Pallant, 2013;

Tabachnick, &Fidell, 2007).
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The results of the Shapiro-Wilk statistics showpke001 (.000) which is lower than the
0.05 level of significance and so inferring thaé ttest was significant. This is quite
common in larger samples as Pallant (2013), Fi2D@, 2009), Elliott & Woodward
(2007) and Hazra and Gogtay (2016) observe. Thewydu deduce that, with large
sample sizes (say n > 100), the violation of theuagption of normality often does not
deviate enough from normality to make a substantivkerence in the analysis. This
assumption often holds even when the sample isamtdrge but say is over 30. In other
words, with large samples the parametric procedcaesbe used even though the data
are not normally distributed. The results also wereagreement with the views of
Tabachnick and Fidell, (2007) and Gujarati (200#&pwnderscored the fact that, if the
sample size is reasonably large, we may be ablddr the normality assumption as it is
enough to suggest normality of sampling distribngi@f means. It is therefore stressed
that,there is no reason to expect distortion otiltesdue to failure of multivariate
normality. The Kolmogorov-Smirnov and Shapiro- Wikatistics were tabulated in

Table 4.8 below.

Table 4.8: Tests of Normality

Kolmogorov-Smirno¥  Shapiro-Wilk

Variables Statistic  df Sig. Statistic df Sig.
Intrinsic motivation .158 115 .000 .856 115 Q00
Extrinsic motivation .139 115 .000 .862 115 Q00

Employee performance .193 115 .000 .839 115 0 .00
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a. Lilliefors Significance Correction

To further meet the assumption of normality, Skesgnand Kurtosis tests were also
applied.Tabachnick and Fidell (2007) observed tkd#wness has to do with the
symmetry of the distribution; a skewed variablaigsariable whose mean is not in the
center of the distribution; but kurtosis has tovdth the peakedness of a distribution; a
distribution is either too peaked (with short, thtails) or too flat (with long, thin tails).
They posit that, a variable can have significanewskess, kurtosis, or both. A
distribution is normal when the values of skewnasg kurtosis are zero, however, the
values for skewness (asymmetry) and kurtosis rgniggtween -2 and +2 are considered
acceptable for accurate interpretationand as aofprimr normal univariate
distribution.(George &Mallery, 2010; Gravetter&Wadlu, 2014; Field, 2007; 2009)
According to the results above, normality of bathrfvariables was altogether validated
as all skewness and kurtosis’ values were rangetgden -2 and +2 as illustrated in

Table 4.9.
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Descriptive statistics Statistic Std. Error

Intrinsic Std. Deviation 5.217

motivation Skewness -.564 .187
Kurtosis -.845 373

Extrinsic Std. Deviation 6.113

motivation Skewness -.719 .187
Kurtosis -421 373

Employee Std. Deviation 6.241

performance Skewness -.930 .187
Kurtosis .015 373

Table 4.9: Skewness and Kurtosis Tests of Normalitstatistics

4.7 Discussion of findings

The objective of the study was to assess influeatemotivation on employee
performance in Strategic Insurance Tanzania Limigukcifically, the study examined
the level of employee performance, assessed miativatf employees in SITL and
examined the influence of motivation on employedgreance. The study found that
there is high performance among employees showmdst employees having morale
and desire of increasing effart8loreover, the study findings show that there ighhi
employee motivation in SITL. Employee motivatiorrieases morale and builds loyalty

among employees to their organization which atehd of the day contribute to the

delivery of quality services to SITL clients.
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Motivation demonstrated positive significant infhee on employee performance
Similar findings were reported by other studieshsas Koset al. (2005), Samad (1995)
and Ming (2005) that motivation have significanluence on employee performance.
In specific, intrinsic motivation also found to layositive significant influence on
employee performance. This means that increasevefath motivation particularly
intrinsic  motivation increases employee possibility making decision towards
increasing productivity. The findings of this studggarding influence of intrinsic
motivation on employee performance is partly coegtuo survey results revealed by
Samweli&Chipunza (2009) which found that intrinsmgotivation have significant
influence on employee performance in public andigte sector. On the other hand,
findings of this study differ from Samweli&ChipunZa009) since their study was also
found extrinsic motivation as a strong predictor eshployee to perform well. The
findings of this study are also in contrast withdsés by Kinner& Sutherland (2001) and
Maertz&Griffeth (2004) which reported extrinsic mattion as a strong determinant of

employee performance.
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CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS

5.1  Overview

The study assessed influence of motivation on eyeglperformance in SITL. A

descriptive research design with a cross-sectisnaley strategy was adopted. A
sample of 115 employees of SITLwas selected in &aiSalaam. Questionnaires
were used to collect primary data from the samplespondents. Descriptive

statistics, correlation and regression analysibrtieues were used to carry out the
analysis according to the study’s objectives. Ttimpter presents summary of
findings and conclusion. It also provides apprdpri'ecommendations including

general recommendations and suggestions for furéisearch.

5.2 Summary of Findings

Summary of findings covers results on employeequarance, motivation in SITL
and role of motivation on employee performantiee study found that there is high
employee performance in SITIMoreover, there is high motivation in SITOverall
motivation found to have positive significant irdhce on employee performance in
the SITLIn specific, intrinsic motivation also found to leayositive significant

influence on employee performance.

5.3  Conclusion

The general objective of the study was to assesseffects of motivation on

employee performance for SITL. In order to asskestain objective, three specific
objectives were used as below; to examine the tsffet intrinsic motivation on

employee performance in Strategies Insurance T&ntamited (SITL).The findings
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indicated that most respondents agreed that intrim®tivation variables such as
recognition, job enrichment, interesting job, rasgbility, and career development
affects employee performance. To find out the ¢$feaf extrinsic motivation on

organization performance, the findings revealed éxé&rinsic motivational variables
such as good working condition, salary, wages aodu®, promotion, rewards,
fairness and job security positively affects empkyerformance. To find out the
relationship between motivation and organizatigreaformance the findings on this
specific objective revealed that the motivated @ypés lead to organizational
performance. A higher percentage of the respondagteed that both intrinsic

motivation and extrinsic motivation can lead to éogpe performance.

5.4  Recommendations
Based on objectives and findings, the study presgeheral recommendations and

suggestions of further research.

5.4.1 General recommendations

The SITL should effectively continue enhancing motivation eiployees. If
motivated, employees are most likely to have higirale of work and demonstrate
loyalty to their organizations. Therefore, motieatimay help the organization to

curb effectively the effect of reducing work motgli

5.4.2 Suggestions of further research

The study is suggesting another research to adbessole of motivation on
organizational performance &iTL. Relationship between employee motivation and
organizational performance was not covered by tiveent study. Carrying out this

proposed research will add very useful informatwinich can assist th&ITL to
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review its policies regarding how to raise morafeemployees hence enhancing

them to perform well and increase on organizatigeaiormance.
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APPENDIX: QUESTIONNAIRE

Part 1: Introduction

Dear respondent, my name is Ms. Mary Noel, a Masitdusiness Administration
student at the Open University of Tanzania. | amygag out a research orhe Role

of motivation on Employee Performanceas part of the requirement for the award. |
have sampled you as a person suitable to provielentbrmation required. | request
you to spare part of your valuable time to fillglguestionnaire. The information you
provide will be treated ethically with the degrdeanonymity and confidentiality it

deserves.

Part 2: Questionnaires- Personal information
1. Your age (please tick the appropriate answer)
31-40 years ( )1-8D years ( )

51-60 years ( )

2. Gender (please tick the relevant answer)
a. Male ( ) Female ()
3. Marital Status (circle the relevant answer)

a. Single b. Married c. Others
4. Academic qualifications (please tick the relevamgvaer)
a. Diploma ( )b. Bachelor ( Above bachelor ( )

5. How long have been working at this organizationizcke the relevant
answer)

a. 1-10 years ( )

b. 11-10 years () c. Above 21 ydars )
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Part 3: Employee motivation

Please read each statement and, then circle ot dive numbers against it. The
number you choose to circle should be the numlamrépresents the extent to which

you agree with what the statement is saying aboutaynd your job, where:

1 = Strongly Disagree (SD); 2 = Disagree (D); Bleutral (N); 4=Agree (A); and

5=Strongly Agree (SA).

Statements SD D N A SA

1. | feel I am involved in my job in this organization 1 2 3 4 5

2. My job is secure with in this organization 1 2 3 45

3. My supervisor helps me with my personal problenris 2 3 4 5

4. My organization offers me good wages 1 2 3 4 5

5. My work in this organization is interesting 1 2 3 45

6. | feel there is tactful disciplining in this orgaation 1 2 3 4 5

7. 1 am provided with opportunities for promotionin 1 2 3 4 5
this organization

8. I am provided with opportunities for career 1 2 3 4 5
development in this organization

9. Working conditions in this organization are 1 2 3 4 5
generally good

10. Management/supervisor loyalty to employees is 1 2 3 4 5
very high

11. 1 am fully appreciated for a job well done here 1 23 4 5

Source: Adopted from Kovach (1995)
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Part 4: Working Performance

On the scale from 1 to 5 rate the following statetses they relate to your working

performance.X= very low, 2 = low, 3= moderate, 4= high, 5 = veihigh)

SN

Issues

(1)

()

3)

4)

(5)

12

How would you rate your overall work performance

compared to your peers' with the same experiénce

doing work similar to yours?

13

How would you rate your overall work performance

compared to your peers' with the same qualificat

doing work similar to yours?

on

14

How would you rate the quality of your wo
compared to that of your peers' doing work simita

yours?

15

How would you evaluate your productivity lev
compared to that of your peers' doing work simita

yours?

el

Thank you for your time and co-operation. Your opans are highly valued.

Please be assured that your answers will remain ayroous.




