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ABSTRACT

Employee motivation is a major challenge in many public organizations. The performance of a public organization depends on the knowledge, skills, and motivation of individual employees. This study focused on the National Social Security Fund (NSSF) in Tanzania mainland. It comprises three specific objectives such as determining motivation factors that affect employees performance, determine the impact of negative motivational factors on employees performance, and suggest measures for improving employees performance. The case study design was used at the collection of the information at one specific point in times. The questionnaires were used to collect data from the sample size 45 middle staffs’ employees at NSSF and interview guide were collected data from five management staffs. The findings showed that the salary increase is a focal point of NSSF monetary motivation towards job performance. The impact of negative motivational factors on job performance is related on the feeling underpaid, employee payment. The fair satisfaction of job increases the motivation of employees at NSSF. The most effective plan to motivate employees related to the desire and willingness of individual employees. Good working environment as a motivation factors towards the improvement of employees performance. The increase in salary and allowances motivate job performance.  The motivation factor connected to the provision of a certificate of appreciation. The appropriate motivation is needed on the ground of organizational policy. The motivation system needs to be well conceptualized and implemented to the employees’ performance of an organization. Management must recommend to the government to prepare a good system for motivation towards. 
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CHAPTER ONE

BACKGROUND TO THE STUDY

1.1 Background of the Study

Globally, employee motivation is required for better job performance, which is a major challenge in many public organizations. Employees are the most important asset of the organization. The performance of a public organization depends on the knowledge, skills, and motivation of individual employees (Agbenyo, 2018). Despite the importance of public organizations in delivering services but employers appreciation of the services provided to the public. The motivation of employees is required for the provision of better services to entire public. The labour employees use in service provision need to be paid in terms of salary (Kuranchie & Amponsah, 2016). The utilization of work force in the public organization sometimes is paid less compared to the work force applied (Ajuna, et al., 2018). 

The work condition is the special ingredient for employees’ performance which could not be supplied at the desired standard. The ability to improve performance in the organization is continued to be a challenge in most African countries. This has limited the ability among the workforce to produce the desired work standard that could be valued for adequate performance(Jauhar, Ting, Rahim, & Fareen, 2017). Job performance in the public organization is hoped to increase the functioning of the service delivery to save the population which is in demand. 
The ability to provide social security services to the entire public is directly associated with the contribution of individual employees. The social security services in African are with myriad challenges includes the inaccessibility of services to the various groups in the society, probably is limited to the low ability of workers in the absence of an adequate system to motivate the individual workers. A prerequisite for a well-functioning social security system is a well-motivated employee that carried out work according to the required standard in the organization (Jean, Ngui, & Robert, 2017). It is widely recognized in the human resource literature that promotion of the motivation of employees in the public organization leads to a higher quality of both human resources and optimum performance. There is a growing consensus on the related significance of combining good human resource performance approaches on the employees’ motivation for good performance(Khan, Waqas, & Muneer, 2017). 

In developing countries, the related substances in the current discussion are the prospect for and effectiveness of public sector performance. Even if financial incentives are not explicitly used to promote adequate performance, the related underlying philosophy of social security organizations which is undergone several reforms in the workforce context (Kuranchie & Amponsah, 2016). The ability to accept the notion of the motivation factors subjected to financial and non-financial factors, which may influence adequate performance in the entire social system. 
The reform of social security system not necessary covered all work motivation problems, moreover, it is an extension for an incentive to motivate individual employees in the work system, which have been ignored because of negative consequences(Mabaso & Dlamini, 2017). For example, workers demand the financial reward as more important than other types of rewards such as praise from supervisors or appreciation by the public or may feel conflict on the own notion in the related financial gain(Mmbaga, 2018). 
In Tanzania, employee motivation is not widely acknowledged by the public employers especially in the reformation of the social security system. There is increasing concern on the complaint among employees in the change in the work environment and system(Mmbaga, 2018). The employer on the other hand is required to provide the plan to motivate the required performance. The increased work uncertainty, which employees lack acceptability and are may be transferred without being informed and even without an adequate pay system. The ability to merge the social security system and even the desire for employees' motivation standard is a matter of contradiction(Mohrman & Lawler, 2017). 

The motivations of employees have several factors in terms of financial resources such as salary and fringe benefits. The ability to create a stress-free work environment is important in Tanzania because already reformed the social security system. The reform of the organization could not deny the ability to improve the motivation system (Mmbaga, 2018). The benefits of workers, to attend meetings and workshops must be associated with adequate motivation. The participation is later replaced by the promise of salary increase. The workers are still facing challenges in the low salaries, uncertainty in the matter of transfers and unfavorable working conditions in the social security organization (Mokhniuk & Yushchyshyna, 2018). 
In Tanzania, more particularly the social security organization such as NSSF motivation of existing employees lack priority. This is emphasized on motivation factors such as working conditions, salary, and allowances. The motivation of employees increases the chances of effective and efficient work performance. The need for motivation is essentially required for increased performance in terms of quality and better services. The need to address the impact of employee motivation on job performance in Tanzania in the Public sector, case study NSSF is inevitable. 

1.2 Statement of the Problem 

The ability of an organization to succeed or fail depends greatly on the type of human resources. The well-motivated human resource can transmit other resources in an organization to be visible products. This creates more room for the organization to pay extra attention to their workers especially the motivation standard required for efficiency and effectiveness at the workplace (Mmbaga, 2018). The provision of social security services under the influence of NSSF to the public is labour intensive. Thus the quality, efficiency, and equity of services are all dependent on the availability of well skilled and competent workers when and where they are needed (Murayama, 2019). 

Employers in many senses so far have neither been able to stipulate nor consensus on the concept of work motivation. The available literature document that employees in the reformed social security organization are dissatisfied and demotivated with the current situation. Social security employees are the backbone of the future system of workers who are overworked and demoralized(Mwenda, 2018). The fact that Indicates the signs of burnout and complaints about the existence of non-recognition of the contribution which they provide, there is ongoing concern about the complaint and dissatisfaction of employees in the social security organization. 
The reality of the existence of many aspects and context of social security system reform has been researched. There has been a surprising lack of attention to the human resource elements of motivation in the reality of reform. Only recently meetings and papers began to deals with human resource development issues in the context and related social security organization. As a consequence, many sectors and organizations have addressed and implemented the measures to address the motivation but the currently reformed organization paid little attention. There is a little attempt on the worker motivation for reformed social security organization, without an empirical base to guide the choice of motivation interventions (Mwenda, 2018). 

In the face of this lack of information about the employee motivation on job performance in the Public sector, the government have relied on the financial incentives for creating productive behavior, the financial incentive has been used as an explicit policy tool,  employees in the social security have a major role to play in the social security quality and ensure social protection for each one many years to come (Pang & Lu, 2018).  In that respect, adequate motivation is required and needs to be well organized. The Impact of employee motivation on job performance in Public sector for example NSSF, yet addressed in its full. 
The employees are negatively associated with facets which limit the extensive provision of social security. The growing concern is about the reformed motivation and its impact on the organization's performance. Still, employees indicated some sign of dissatisfaction irrespective of the reformed motivation of employees (Mukandala & Gunning, 2018). Therefore, the impact of employee motivation on job performance in the Tanzanian Public sector is yet addressed in its full. This study uses the case of NSSF in Dodoma City to address the impact of employees’ motivation factors and its influence on employees performance. 

1.3 Objective of the Study 

1.3.1 General Objective

The overall objective of the study is to analyze the impact of motivation factors and their influence on employees performance. 
1.3.2 Specific Objectives 

i. To determine motivation factors on employees performance 

ii. To determine the impact of negative motivational factors on employees  performance 

iii. To suggest measures for improving employees performance 

1.4 Research Questions 

The following research questions will guide the study. 

i. What are the motivating factors on employees performance? 

ii. What is the impact of negative motivational factors on employees performance?

iii. What are the measures for improving employees performance?

1.5 Significance of the Study 

This study is said to significant in knowledge, managerial application, and policy contribution. In the case of knowledge contribution, the findings is said to be useful in the provision of new knowledge on the impact of motivational factors in employees performance. The researcher is said to use this study to obtain the new knowledge which could be used to advance this study or to add more and relevant insight on the related topic. The managerial application, findings is said to help top management of NSSF to design proper motivation factors required for employees performance. The proper motivation factors such as non-financial and financial motivation expected to drive employees towards the accomplishment of the organizational goals. Also, the study is said to have a positive contribution to policy-making, since the policymakers said to formulate and improve motivational factors to improve employees’ performance. 

1.6 Limitation of the Study 

The limitation of the study relied on the condition which goes beyond the researchers' control which imposes limits on the related study when it is applied to the other condition. The financial limitation, which expected to create limits in the study. The facets like print cost and data collection cost. The unwillingness of some of the respondents which was affected responses, however, the researcher informed that data are needed for academic purpose. The time limitation in data collection, the researcher was photocopied some necessary materials and documents required in this study. The researcher was well prepared to ensure the study is completed on time and at a reasonable cost. 

1.7 Delimitation of the Study 


The study is restricted to NSSF since was not be able to be conducted in the whole social security organization in Tanzania because of the time factor, financial resource constraints, and the size of the employees in the social security organizations. The investigation paid attention to the impact of employees’ motivation factors and their influence on job performance. This study was  involved 50 respondents in the study area. The data collection methods that were used are questionnaires and interviews for data collection. 

CHAPTER TWO

LITERATURE REVIEW

2.1 Definitions of Key Concepts and Terms 

2.1.1 Motivation 

Motivation is defined as a process of stimulating people to take action purposely to accomplish the desired goals. It is defined by Lewis motivation as the forces which produce action from within a person to take action respectively in the ccomplishment of the desired goal(Momanyi & Munene, 2013). Given that motivation is described as the process that allows people to be induced or to behave in a particular way, Motivation is an opportunity for an employee to perform better in the job which may enhance job performance and productivity(Murayama, 2019). 
The motivation of employees in the work context may be defined as a degree of individuals who create the willingness to exert and maintain efforts to the attainment of organization goals(Badubi, 2017). Performance of the job and the organization especially has relied on the motivation of employees, which creates a performance in the manner that affects efficiency, equity, and willingness to the maintenance of tasks. The motivation is more powerful than resource availability and worker competence. Generally, these factors are essential but not sufficient(Al Zefeiti & Mohamad, 2017). 
Motivation is recognized as an internal psychological process, the motivation is not a direct ability to create an environment for the efficient degree but it is an internal process. Motivation is not a phenomenon that could be observed but it brings results that could be observed and measured. For example, it is possible to observe the result of motivation such as improved performance(De Vito, Brown, Bannister, Cianci, & Mujtaba, 2018). Motivation is the process that reflects the specific individuals’ attention and situation, it may affect the work and its environment. This brings the term transactional process which is always termed for motivation(De Vito et al., 2018). It is the ability to enhance fitness between the individual and the organization. These must reflect the work and its related to the organizational context. 
Motivation is a critical aspect of the social security organization which is constantly changing in terms of process, procedures, and institution. The ability of employees to work in the social security organization is labour intensive. The ability to perform the job in the required standard must be induced by the motivation aspects(Rahardja, Moein, & Lutfiani, 2018). Worker motivation is likely to be affected by the changing and reformation of the organization. It is interestingly related to the culture, structures, human resource management, and interactions (Ciobanu, Androniceanu, & Lazaroiu, 2019).The reform of the social security organization is mainly seeking improvement of the works and its related context. 
The reality of resource availability, distribution, and rationalizing, must be composed of the role of the government(Sanghi, 2016). Yet the experience is interestingly related to the knowledge of the first aspects worker needs to be motivated. This may be internal or externally related to the workers, sometimes the workers may be noted to experience a positive impact after the reform process(Herzberg, 2017). The reform of the organization may anticipate positive results which may sometimes be delayed because of the unexpected behavior of the worker. The improved social security services to widen up the coverage and scope may depend on the actions taken to an individual worker(Kuranchie-Mensah & Amponsah-Tawiah, 2016). Therefore, in this study motivation is taken to mean the degree to which worker is willing to maintain efforts required in the work to meet the target of the organization. The motivation is a source for organizational goal attainment in the respective time frame. 
2.1.2 Motivation  Facets
The motivation facets may be important elements which could be associated with financial incentive and not a financial incentive, it is really important to note that financial incentive may not attain the requirement of the worker and the job, but it may be associated with the combination of the worker’s needs, which may be comprehended in the non-financial incentives(Brewer, Morris, & Piper, 2016). The ability to motivate workers is a complex process that is related to interdisciplinary boundaries, which affects human resources, related psychology, and sociology. There are other important motivational factors such as recognition, appreciation, and opportunity for career development and advancement (Bradley, Coke, & Leach, 2016). 
It is different in terms of the perception of motivation between the workers and managers. The managers in the same way may perceive motivation as the availability of resources and technical competence of the worker, to them may produce desired results. However, this may be different when the aspects of motivation are considered, because once the worker is motivated regularly tend to work more diligently, in terms of flexibility and willingness (Shen et al., 2017). The ability to increase motivation tends to create a condition which is respectively more effective and attainment of ascribed work standard and target. In reality work motivation tend to be an interactive process for workers and the environment in which the work is conducted. 
A good work environment may still be the source for work performance according to the required target(Dweck, 2017). Several factors create demotivation of workers such as high work burden, lack of training, and supervision. The workers are sometimes influenced by factors such as stability of employment, salaries, and working conditions (Cassar & Meier, 2018). These factors may be well controlled by adequate human resource practices and policies. 

2.1.3 Performance 

The term performance refers to the accomplishment of a given task which is measured in the predetermined standard for accuracy, completeness, cost, and speed. The performance is related to the conducting of the duties and obligation to the direction of organization targets(Sal & Raja, 2016). Performance is generally viewed as the combination of staff available, competent, productive, and responsive ability to work in the designated work environment. There is connected to staff competent, productive, and responsive (MUTUA, 2017). 
The staff or workers are straggling to achieve the predetermined target in a manner that is responsive, fair, and efficient to achieve the best outcome in the organization in given resources and circumstances(Namukwaya, 2019). The poor performance of the work is always related to the demotivated staff which creates a performance of the work without attention to standard and quality concern. Performance inefficiency is created by unclear expectations, skills deficit, shortage of resources, and motivation target. 

2.2 Theoretical  Framework 
The following theories such as Maslow’s Hierarchy of Needs Theory that rely on the approach towards self-actualization reach and the different influences towards that reach,  Herzberg's Two-factor theory that focuses on the fact that; people’s response is determined by the inner felt of an individual, whether bad or good and cClelland’s Theory of Needs that explains on the influence of people being driven by achievements, affiliations, and influences, are all considered by this study as an input. 

2.2.1 Maslow’s Hierarchy of Needs Theory 

This theory was developed by Abraham Maslow, it has mainly relied on the assumption that people are motivated by a series of relevant needs which are five universal needs(Namukwaya, 2019). These needs are considered also to motivate employees which are ranked in the order to influence human behavior, which is arranged in hierarchical needs. For example; Physiological needs are arranged to be lower level needs which are indicated as foods and water. The physiological needs once are unsatisfied, tend to drive or create a motivating force in personal life. 
The hungry person has a felt need which tends to create a set of needs which recognized as psychological and physical tensions(Saijanen, 2017). There is a need to get something to eat. Upon fulfilling the hunger, the existing tension associated with the hunger is reduced and the need for food ceases to motivate. The point respectively made an assumption which assumes the other physiological requirements are satisfied, the next higher order is the motivating need(Agbenyo, 2018). 
Safety needs, that is the need for shelter and security, it is the motivators of human behavior. Which relied on the desire for security, stability, dependency, protection, freedom from fear and anxiety, need for structure, order, and law. The related work setting the needs always translates into a need for at least a minimal degree of employment security, knowledge which is appropriate levels of effort and productivity will ensure employment continue(Nguyen My, 2017). Social needs are related to the need for belongingness and love. Humans creature needs a belonging. This need in the workplace generally is to be satisfied by an ability to interact with coworkers and the ability to collaborate (Steger, 2017). Once the social needs are satisfied, the related ego and esteem needs are the motivating needs. 

Esteem needs rely on the desire for self-respect, self-esteem, and esteem of others. These once are trapped externally which include the desire for reputation, status, prestige, fame, glory recognition, attention, and appreciation(Jones, 2016). The highest need according to Maslow’s hierarchy is based on the self-actualization, self-realization, and self-development. The ability to become all that a person may become. The employees need a high degree of being recognized and appreciated (Alasousi & Alajmi, 2017). This theory of Maslow's Hierarchy of Needs tries to highlight the universal needs of employees towards the accomplishment of responsibilities, the employees need to be motivated externally including pays, bonus, and work environment. The employees in the social security organization need to be motivated internally, such as through praise, appreciation, recognition, congratulation, and certificate of appreciation. 

2.2.2 Herzberg's Two-Factor Theory 
This theory identified two sets of needs which termed to a human. The first one is the need as animals to escape pain, secondly the need as humans to grow psychologically. The study conducted by Herzberg’s study proceeds with interviews that aimed to generate responses to the questions(Dweck, 2017). This theory, summed up that people tend to give different replies such as the replies given when people felt good with the job is different from the replies given to people when felt bad. These tend to provide different major motivators of performance such as factors for satisfaction with the job and factors for dissatisfaction with the job(Herzberg, 2017). The theory also identified factors such as work itself, responsibility, and achievement related to the job. 
The other factors which motivate extrinsically are supervision, pay, working condition, and policies of the organization. The existence of fewer dis-satisfies does not motivate a worker to conduct a good job, on the other hand having many satisfies increases the level of motivation. These may be hoped to stimulate workers to work regularly, work diligently, flexible, and willing to conduct tasks (Namukwaya, 2019). The performance of the social security organization generally depends on motivation; motivation has been associated with the effects of the provision of job performance. Low motivation and poor job performance are generally satisfied with the job. The productivity of workers in the social security organization depends on the motivation aspects (Jabbarov, 2018). The matter of training and preparation to undertake the responsibilities is the source for job performance. The ability to satisfy employees in the National Social Security Funds then performance follows. The job may be well motivated once conducted without pain instead creates psychological satisfaction. 

2.2.3 McClelland’s Theory of Needs

The views provided by David McClelland, that people are driven by three motives, such as achievement, affiliation, and influence. This is organized by the experiments that are carried out over 1,000 which the studies are relevant to achievement motivation. The studies and experiments have been strongly supported by the theory. Achievement: The need for achievement relies on the ability to take responsibility for creating solutions to problems. The ability to control and master the complex task, set goals, and feedback that promotes the level of success(Jauhar et al., 2017).  Affiliation: the need for affiliation relies on the desire to belonging, and enjoyment of teamwork, interpersonal relationships, and need to reduce uncertainty.
According to McClelland, the presence of these motives or drives relies on an individual to show the predisposition to behave in certain ways. The manager needs to recognize the need which is dominant in any particular individual affects the direction in which a person can be motivated(Saijanen, 2017). McClelland’s Theory of Needs tends to relate to this study as motivational factors for job performance are driven by three motives; achievement, affiliation, and influence. The achievement employees of NSSF require to take responsibility and employers on the other way around have to take responsibility to motivate employees to perform better in the work(Kuranchie-Mensah & Amponsah-Tawiah, 2016). Employees need to be affiliated to the work and employer in work performance. Employers must understand that employees need to be motivated and are related to achievement. 
2.3 Empirical Review

The study conducted by Pang & Lu, (2018) entitled the impact of incentives on the motivation of employees in the UK. The results found that improvement in motivation tends to increase work performance. The motivation increases the ability of workers to perform well, motivation factors may be like financial and non-financial, other people may be likely motivated financially than non-financial. The financial motivator like salaries, bonuses, and allowances tend to increase more work energies and workers feel to be satisfied personally. The employees’ ability to be motivated and feel evaluated in the sense of organization decision are likely to be motivated aspects.  The ability to devote time towards the work and organization objectives workers are motivated. The perceived incentive is related to the ability to motivate workers in the performance. 
The study conducted by Miah (2018) on the impact of employee’s job satisfaction toward organizational performance in Malaysia found that employees are motivated in the jobs and more satisfied in the performance. The likely to leave the profession which affects the performance of the employees are de-motivated. The study found that the satisfaction factors which cause employees to leave the employees; such as workplace violence, workplace hazard and injuries, long working hours, the effect of a night shift, shortage problem, feeling underpaid, unreasonable workload, and lack of appreciation (Miah, 2018). The study conducted by Onyebu & Omotayo, (2017) on Employee job satisfaction and organizational performance in Nigeria, found that lack of concern by employers for staff welfare was found to be a negative indicator for both motivations in the workplace and its related work performance. The majority of the workers in the study think that employers do not care about their welfare (Onyebu & Omotayo, 2017). The study was conducted by Samwel (2018) on the effect of job satisfaction on employees’ commitment and organizational performance. Found that more motivated in the jobs are satisfied in the performance. The performance of workers is negatively affected by the existing environment of motivation. 
2.4 Conceptual Framework 





Figure 2.1: Conceptual Framework

The study did not motivate but put much emphasis on the ability to motivate enhance performance. The money is likely to be well motivated by employees, in that respect salary increase will increase income(Samwel, 2018). The study was conducted by Mwenda (2018) on the contribution of employee training to the performance of local government authority in Tanzania. The findings showed that proper training of employees is the source of motivation and increases the sense of responsibilities; it can motivate knowledge towards job performance.  

The conceptual framework presents the variables such as independent variables which are categorized as monetary motivation which includes salary, bonus, commission, and non-monetary Incentive which includes a certificate of recognition, working conditions, and degree of autonomy. Both monetary and non-monetary incentives are regulated by three intervening variables; government policy, economic condition, and organization guideline. Job performance is measured annually or quarterly. Simply the employees’ ability to accomplish the task allocated per organization guideline. 
The impact of negative motivational factors such as Work place violence, Long working hours and Lack of appreciation and the measures for improving employees performance including good working environment, increase of salary and allowances and provision of certificate. The intermediate or intervening variables that are held constantly controlled not to affect both dependent and independent variables are the Government policy, economic condition and various organizational guidelines are not core discussion in this particular study and will not affect the result of the study thus are regarded as the intervening variables.
The dependent variables that are the consequences of the positive implementation of the independent variables are job performance monthly, annually and quarterly will eventually be attained only if when both the monetary and non-monetary independent variables are closely adhered to, hence; Salary, bonus, and commission (monetary) also Certificate of recognition, Working condition and Degree of autonomy (non-monetary) are the cause of the positive performance of the employees.

CHAPTER THREE

RESEARCH   METHODOLOGY

3.1 Introduction 

This chapter presents the research method that used in this study. It includes research design, study area, study population, sample size and sampling techniques, sources of data, data collection methods, validity and reliability, and data analysis methods. 

3.2 Research Paradigm 

The research paradigm is the mixed approach that offer a combination of both qualitative and quantitative approach to provide more insights(Rapport & Braithwaite, 2018). This mixed design was considered to mix qualitative and quantitative approaches(Schoonenboom & Johnson, 2017). It minimized weaknesses experienced in the single approach. In that respect the quantitative data provided the evidence on the motivational factors for employees’ performance. The qualitative data provided good support on the research findings. 
3.3 Research Design 

Research design is the blueprint which indicates the strategies arranged logically. It facilitates the collection and measurement required in the data analysis(Blaikie & Priest, 2019). This study is the case study design that employs the study of the individual case in more detail to capture the impact of employees’ motivation factors and their influence on employees performance. 

3.4 Area of the Study 

This study was conducted in Dodoma City, NSSF, it is where the problem being cited and shown sign of worker’s demotivation of because existence information on the impact on the motivation factors and relevant to the job performance. There must be the existence of coverage and information accessibility which provided the room NSSF Dodoma to be selected. 

3.5 Population of the Study 

In this study, the population is defined as an entire group ‘of objects in which a researcher wants to study and plans to generalize. The study population in this study was based on the employees of NSSF   Dodoma, such as Human resource officers, middle employees, and management staff. 

3.6 Sampling  Design 
3.6.1 Sample Size 

The sample size is a count of individual samples or observations based on the statistical setting(Ghauri, Grønhaug, & Strange, 2020). The sample size was comprised of 50 respondents from NSSF Dodoma in which 45 are middle staff employees and 5 human resource staff and management staff. This sample size was required to provide information on the impact of employees’ motivation factors and their influence on employees performance. 

Table  3.1: Sample Size Distribution 
	Respondents 
	No. of Respondents 

	Employees 
	45 

	Total 
	45


Source: Researcher, 2020
3.6.2 Sampling Techniques 


This study was employed both simple and purposive sampling techniques.  The simple random sampling was used to select middle staff employees at NSSF Dodoma, this gives a chance for every respondent to be selected and included in the sample. The purposive sampling is called deliberate sampling in which 5 management staff and human resource officers were selected and included in the sample. 

3.7 Data Collection Methods 

The study was used primary data that were collected by the use of interviews and questionnaires. 

3.7.1 Questionnaire 

The questionnaire is the research instrument which consists of a series of questions for the purposive of collecting information from respondents. Before distributing the questionnaires were piloted to pretest them to ensure there are no ambiguous or unnecessary questions(Coolican, 2017). The basic major reason is to test whether the instrument was eliciting responses that are required to achieve the research objectives. The questionnaire was distributed to middle staff employees to obtain their views on the impact of motivation factors and their influence on  employees performance. 

3.7.2 Interviews 

An interview is an interchange of views between two or more people on a topic of mutual interest and emphasizes the social situations of research data. The research instrument for data collection has been involved in a collection of data in terms of verbal interaction between the interviewee and interviewer(Burino, Awan, & Lanjwani, 2017). The interview was used for the advantages of probing for more information, clarification and capturing the facial expression of interviewees. The interview allows the researcher to revisit some of the issues which have been an over-sight in other instruments and considered as vital for the study. The interview was organized for management staff and the Human Resource Staff. 

3.8   Data Analysis Methods 

Quantitative and Qualitative method of data analysis was employed in this study. The quantitative data was coded and fed into a statistical package for social sciences (SPSS) software for analysis. The descriptive analysis was used in this study which allows frequency and percentage in this study (Creswell & Creswell, 2017). Qualitative data from the interview was analyzed using themantic analysis. The responses that were generated in terms of perceptions, opinions, and attitudes of respondents were summarized in terms of the quote for the interview (Bryman, 2017).

3.9 Validity and Reliability of Data 

3.9.1 Validity of Data 

Validity is the instrument capable of measuring what is supposed to measure in terms of accurate, precisely in the manner that is effectively and efficiently(Banyard, Nosaka, & Haff, 2017). This study was determined by taking existing research tools to human resource experts before its relevant data collection exercise. Also, to ensure validity is by pre-testing three times the research tools by piloting and feedback of each trial were compared to approve if the result from the trials is reliable.The tools were cross checked to avoid some language problem for omission and correction. 

3.9.2 Reliability of Data 

Reliability is a condition in which are the same results were achieved once the same techniques are repeated to do the same study. Reliability was ensured through comparing the findings from the research instruments with a similar study(Banyard et al., 2017). The research instruments reported to be reliable and consistent which provide similar findings. The consideration during the exercise is to check for clear, specific, answerable, interconnected, and relevant to this study. 

3.10 Ethical Considerations 

The respondents were selected through informed consent for the provision of verbal or written consent. The introduction and elaboration of the objectives were made to every respondent before engaging him or her in the fieldwork. All research tools were first introduced to the respondents and any identities were kept anonymous to avoid any harm to respondents. This study was abiding by the ethics of social sciences from professionals to research respondent’s relationships. 
Furthermore, all who were assisted in the research in one way or another was given respect, and acknowledgment of other scholars’ works was maintained in the research process. For any reason, all the responses were made confidential to ensure the reputations of the respondents are kept private, and hence the value of the study has adhered. Both the questionnaire and interview processes were done with a descriptive approach and guided approach without intervening in the responses’ reply and by in-line with both general and specific objectives. Thus the guided interview and questionnaires are abiding by the culture and traditions of the responses to avoid any proficiency languages such as taboos to ensure that the study’s objectives are successfully attained and the expected goals’ results are reached.
CHAPTER FOUR

DATA PRESENTATION AND DISCUSSION OF THE FINDINGS

4.1 Introduction 

This chapter presents and discusses the findings accordingly based on the major study themes. This study firstly begins by presenting the demographic information of middle staff employees. Secondly, it presents the motivation factors which affect job performance, it further, presents the impact of negative motivational factors on job performance and measures on improving employees performance. 
4.2 Demographic Information of Middle Staffs, Employees 
This section presents respondents in terms of demographic information such as gender, age, level of education, and experience working with the organization.  

4.2.1 Gender of the Respondents 
Table 4.1: Gender of Respondents 
	Category 
	Frequency
	Percent

	Male
	25
	55.6

	Female
	20
	44.4

	Total
	45
	100.0


Source: Researcher, 2020
Findings in Table 4.1 present the respondents' distribution by gender. More than half 25 (55.6%) of respondents are male, compared to 20 (44.4%) of respondents are female.  These findings show that number of males was high compared to the female counterpart. This indicates the existence of gender imbalance, this study has no special gender issues, thus this gender imbalance provides no harm in the study findings.  This implies that still in workplaces males are more eager than females. 

4.2.2 Age of Respondents 

The findings present the respondents' distribution by age. As shown in Table 4.2 about 27 (60%) had aged between 31 -40 years, followed by 10 (22.2%) had an age between 41-50 years, while about 6 (13.3%) had age group between 21-30 years and a small proportion 2 (4.4%) had to age group above 50 years. These findings indicate that the NSSF is an active age group motivational factor which will affect the performance of NSSF adversely. Employee motivational factor is an issue demanded by the active age group for the employees performance of NSSF. 

Table 4.2: Respondents Distribution by Age 
	Category 
	Frequency
	Percent

	21- 30
	6
	13.3

	31-40
	27
	60.0

	41-50
	10
	22.2

	Above 50
	2
	4.4

	Total
	45
	100.0


Source: Researcher, 2020
4.2.3 Respondents’ Distribution by Education Level 
Findings in Table 4.3 presented respondent distribution by education level, majority 19 (42.2%) had a diploma, followed by 13 (28.9%) who had a degree and a small proportion 8 (17.8%) had a master's degree and 5 (11.1%) had certificate education. These findings imply that motivation factors among workers are relying on education, the similar education level is not an obstacle for better motivation factors for job performance at NSSF, because the majority of middle staff employees are educated. 

Table 4.3: Education Level of Respondents 
	Education level 
	Frequency
	Percent

	Certificate
	5
	11.1

	Diploma
	19
	42.2

	Degree holder
	13
	28.9

	Master degree
	8
	17.8

	Total
	45
	100.0


Source: Researcher, 2020
4.2.4 Experience of Respondents with Organization 

Findings in Table 4.4 presents the respondent distribution by experience level, a large proportion 19 (42.2%) had the experience of 6 – 10 years, compared to 15 (33.3%) who had the experience of 11-15 years, about 6 (13.3%) had the experience of 16-20 years and a small proportion 2 (4.4%) had experience above 20 years respectively. These findings imply that motivational factor which could adequately promote job performance could not be limited to experience owned by NSSF middle staff, employees, they have adequate experience and worthy to be motivated.   

Table 4.4: Respondents Distribution by Experience 

	Category 
	Frequency
	Percent

	0-5 years
	3
	6.7

	6-10
	19
	42.2

	11-15
	15
	33.3

	16-20
	6
	13.3

	Above 20
	2
	4.4

	Total
	45
	100.0


Source: Researcher, 2020
4.3 The Motivation Factors for Employees Performance 
4.3.1 The Monetary Motivation NSSF offer to its Employee 
This study formulated a question to rank the monetary motivation offered by NSSF. The various types of monetary motivation were ranked and identified, Findings showed that salary increase 43 (95.6%) which ranked first, Honoraria 36 (80%) which ranked 2, promotion 27 (60%) which ranked 3, bonus 22 (48.9%) which ranked 4 and commissioned 14 (31.1%) which ranked 5 as shown in Table 4.5. 

Table 4.5: Ranking of the Monetary Motivation of NSSF Employee 

	Type of monetary motivation 
	Frequency (n=45)
	Percent
	Ranking 

	Salary increase
	43
	95.6
	1

	Bonus
	22
	48.9
	4

	Commission
	14
	31.1
	5

	Honoraria
	36 
	80 
	2

	Promotion 
	27
	60
	3


Source: Researcher, 2020
Table 4.5 shows that a large proportion of the 43 (95.6%) of respondents viewed salary to increase as ranked first in all monetary motivation in the list of NSSF employees. This showed that the salary increases a focal point in the NSSF monetary motivation. Employees of NSSF consider monetary motivation in the system of a salary increase for the adequate employees’ requirement of job performance. These findings related to that of  Agbenyo (2018) that salary increase is needed for the organization's performance, in which employees are most satisfied with the adequate increase in the salary scale. This has especially needed to be well conceptualized in the system of work settings. 
4.3.2 The Non-Monetary Motivation used by NSSF Employee

Like the monetary motivation here, employees were asked to rank the non-monetary motivation provided by NSSF. The various types of monetary motivation were identified as a certificate of recognition 39 (86.7%) ranked as first, the degree of autonomy 35 (77.8%) ranked second, improved working condition 26 (57.8%), and participation in decision making 13 (28.9%) respectively as shown in Table 4.6. 

Table 4.6: The Non-Monetary Motivation used by NSSF Employee 

	Non-monetary motivation 
	Frequency (n=45)
	Percent
	Ranking

	Certificate of recognition
	39
	86.7
	1

	Improved working condition
	26
	57.8
	3

	Degree of autonomy
	35
	77.8
	2

	Participate in decision making
	13
	28.9
	4


Source: Researcher, 2020
Table 4.6 showed that a large proportion of the 39 (86.7%) of employees at NSSF suggested that certificates of recognition ranked first as non-monetary motivation. This is basic and necessary among all non-monetary motivation at NSSF based on the perspective of employees. Also, Jean, Ngui, & Robert (2017) argued that non-monetary incentive is needed for the organization performance, employees sometimes needed to be officially recognized in the manner of certification by improving the employee performance through involving them in various organizational activities as the process of attaining the vision and mission of ana organization. 
Thus, the working conditions of the employee have to be motivated nature to create some sense of ownership of the employee by enriching them a sense of belonging by improving their working environment for their best performances. The employees have to be allowed to have a sounding degree of autonomy as the process of improving their performance standards and thus will eventually lead to the good participation of the employees in various decision making and hence participate in the overall processes of maintaining the quality of an organization.
4.3.3 The Type of Motivation Between Monetary and Non-Monetary Preferred  
Based on preference, employees were simply requested to show the type of motivation system between the main two types of monetary and non-monetary motivation in the preferences. The findings in Table 4.7.

Table 4.7: The Type of Motivation between Monetary and Non-Monetary Preferred  
	Type of motivation 
	Frequency
	Percent

	Monetary motivation
	29
	64.4

	Non-monetary monetary
	16
	35.6 

	Total
	45
	100.0


Source: Researcher, 2020
Findings indicate that 29 (64.4%) of employees at NSSF prefer monetary motivation, compared to 16 (35.6%) who suggested non-monetary motivation. These findings imply that a satisfactory motivation system for employees at NSSF must include first monetary motivation than its non-monetary motivation for job performance. 

4.4 The Impact of Negative Motivational Factors on Employees Performance 
4.4.1 The Motivational Factors for Employees Performance 
Findings in Table 4.8 presented motivation factors by using multiple responses, overall 32 (71.1%) feeling underpaid and suggested to encounter unreasonable workload 23 (51.1%), followed by 19 (42.2%) who suggested to encounter workplace violence respectively. 
Table 4.8:The Motivation Factors  for Employees Performance 
	Motivation factors 
	Frequency (n=45) 
	Percent

	Workplace violence
	19
	42.2

	Workplace hazard and injuries
	9
	20

	Long working hours
	12
	26.7

	Shortage problem
	6
	13.3

	Unreasonable workload
	23
	51.1

	Feeling underpaid
	32
	71.1

	Lack of appreciation
	14
	31.1


Source: Researcher, 2020
The majority 32 (71.1%) feeling underpaid, these findings imply that employee payment among the employees is highly important, and the priority in the motivation plan and system. Thus, underpayment is an obstacle to work performance, which is originated in the employees’ feelings. These findings related to Mabaso & Dlamini (2017) that sometimes the negative consequences may be associated with feelings that are low paid in the requirement to be recognized and even low salary consideration. The feeling that employees may have led to low work performance and eventually harm the organization. 
4.4.2 Satisfaction with the Job 
Findings in Table 4.9 presented an employee satisfaction with the job. A large proportion 22 (48.9%) is fairly satisfied with the job, compared to 10 (22.2%) reported to be well satisfied and a small proportion 6 (13.3%) is highly satisfying, 4 (8.9%) reported to be not satisfied and a slight minority 3 (6.7%) reported to be poor satisfied. 

Table 4.9: Satisfaction with the Job

	Category 
	Frequency
	Percent

	Not
	4
	8.9

	Poor
	3
	6.7

	Fair
	22
	48.9

	Well
	10
	22.2

	High
	6
	13.3

	Total
	45
	100.0


Source: Researcher, 2020
These findings showed that the majority of the 22 (48.9%) reported being fairly satisfied with the job, this implies that motivation among the employees at NSSF is not adequately provided in terms of monetary and non-monetary motivation. Employees need to be adequately motivated and get satisfied with the system in the organization. Agbenyo, (2018) argued that also satisfaction may be less than the intention because of less motivation, the employees feel uncomfortable with the work especially once is less paid. 
4.4.3 The Rating of Skills Impact 
The findings in Table 4.10 presented the impact of the skills in terms of ratings. A large proportion of 20 (44.4%) rated skill impact is, well, compared to 10 (22.2%) who rated skill impact is high, similarly, 10 (22.2%) rated skill impact is fair and a small proportion 5 (11.1%) rated skill impact poor. (See Table 4.10) Findings in Table 4.10 showed that 20 (44.4) skill impact is well done among the employees of the NSSF organization. This means that skills are not an obstacle to motivate and work performance. Thereby the most effective plan to motivate the employees is adequately needed to be comprehended. The study conducted by Mwenda (2018) observed similar results that, employees are highly skilled because of relevant training which is provided to employees but the aspects of motivation are less considered. 

Table 4.10: The Rating of Skills Impact 
	Category 
	Frequency
	Percent

	Poor
	5
	11.1

	Fair
	10
	22.2

	Well
	20
	44.4

	High
	10
	22.2

	Total
	45
	100.0


Source: Researcher, 2020
4.4.4 The Performance of NSSF in the Implementation of Motivational Factors 
Findings in Table 4.11 indicated the responses to the performance of NSSF in the implementation of motivational factors. 

Table 4.11: The Performance of NSSF in the Implementation of Motivational Factors 

	Category 
	Frequency
	Percent

	Performance is excellent
	9
	20.0

	Performance is good
	4
	8.9

	Indifferent
	6
	13.3

	Performance is poor
	23
	51.1

	Performance is very poor
	3
	6.7

	Total
	45
	100.0


Source: Researcher, 2020
The majority 23 (51.1%) reported that performance is poor and 3 (6.7%) reported performance to be very poor. Compared to 9 (20%) reported performance is excellent, a slight minority 4(8.9%) reported that performance is good, while a 6 (13.3%) reported being indifferent to that statement. These findings imply that employees at NSSF are not satisfied with the motivation factors provided by the organization. Similarly, the actual implementation is also less considerate to the desire and willingness of respective individual employees. 

4.5 The Measures on Improving Employees Performance 
4.5.1 Measures to Improve Employees Performance 
The findings in Table 4.12 presented the measures to improve job performance, several measures were considered such as a good working environment, an increase in salary and allowances, provision of the certificate of appreciation, good organization policy, clear and well employees accommodate management, and clear and precise incentive system. 

Table 4.12: The Measures Required to Improve the Employees Performance 
	Statement 
	Agreement level in f (%)
	AV

	
	Strongly disagree 
	Disagree 
	Neutral 
	Agree 
	Strongly agree 
	

	I suggest a good working environment
	5(11.1)
	6(13.3)
	3(6.7)
	18(40)
	13(28.9)
	3.6

	The required improvement must be associated with an increase in salary and allowances
	4(8.6)
	3(6.7)
	2(4.4)
	24(53.3)
	12(26.7)
	3.8

	Provision of certificate of appreciation
	4(8.9)
	6(13.3)
	2(4.4)
	25(55.6)
	8(17.8)
	3.6

	The existence of good organization policy
	5(11.1)
	13(28.9)
	4(8.9)
	15(33.3)
	8(17.8)
	3.2

	Clear and well employees accommodate management
	2(4.4)
	16(35.6)
	5(11.1)
	13(28.9)
	9(20)
	3.2

	Clear and precise motivation system
	3(6.7)
	5(11.1)
	3(6.7)
	21(46.7)
	13(28.9)
	3.8


Source: Researcher, 2020
4.5.1.1 Good Working Environment 
Findings in Table 4.12 presented the statement that employees suggested a good working environment. The majority of the 18 (40%) agree and 13 (28.9%) strongly agreed with that statement, compared to 5 (11.1%) strongly disagreed and 6 (13.3%) disagreed with that statement. While a small proportion of the 3 (6.7%) reported being neutral with that statement. The average responses reported to be 3.6 which exceeded the middle point of the Likert scale, denotes the sum of the side agreement. These findings imply that a good working environment is specifically needed to be in the aspects of motivation factors towards the improvement of job performance. 

4.5.1.2 Increase in Salary and Allowances 

Findings in Table 4.12 presented the statement that the required improvement must be associated with an increase in salary and allowances, majority 24(53.3%) agree and 12(26.7%) strongly agreed with that statement, compared to 4(8.6%) strongly disagreed and 3(6.7%) disagreed with that statement, while a slight minority 2(4.4) reported being neutral with that assertion. The average response appeared to 3.8 which denotes to exceed the neutral point which is the middle point of the Likert scale. Thus, these findings imply that an increase in salary and allowances is mostly required for job performance.  

4.5.1.3 Provision of the Certificate of Appreciation
Findings in Table 4.12 presented the statement that the provision of a certificate of appreciation. The majority 25 (55.6%) agreed and 8 (17.8%) strongly agreed with that statement, compared to 6 (13.3%) disagreed and 4 (8.9%) strongly disagreed with that statement, while a slight minority 2 (4.4%) reported being neutral with that statement. The average response appeared to be 3.6 which exceeded the middle point which means that the agreement side. These findings imply that the motivation factor must be comprehended with the provision of a certificate of appreciation. 
4.5.1.4 The Existence of Good Organization Policy
Findings in Table 4.12 presented the statement that the existence of a good organizational policy is required for job performance. The majority 15 (33.3%) agreed and 8 (17.8%) strongly agreed with that statement, compared to 13 (28.9%) disagreed and 5 (11.1%) strongly disagree with that statement, while a small proportion 4 (8.9%) reported being neutral with that statement. The average responses amounted to 3.2 which exceeded the middle point, meaning that the majority are on the side of the agreement, thus the appropriate motivation for organizational performance is needed on the ground of organizational policy. 

4.5.1.5 Clear and well Employees’ Accommodate Management
Finding in Table 4.12 presented the statement that the clear and well employee accommodates management. A large proportion of the 16 (35.6%) disagreed and 2 (4.4%) strongly disagreed with that statement, compared to 13 (28.9%) agreed and 9 (20%) strongly agreed with that statement. While a slight minority 5 (11.1%) reported being neutral with that statement. The average responses were 3.2 still exceeded the middle point, this justifies that accommodate management is the solution for job performance.

4.5.1.6 Clear and Precise Motivation System
Findings in Table 4.12 presented the statement that a clear and precise incentive system is required for job performance. A large proportion 21 (46.7%) agreed and 13 (28.9%) strongly agreed with that statement, compared to 5 (11.1%) disagreed and 3 (6.7%) strongly disagreed with that statement, while a small proportion 3 (6.7%) reported being neutral with that statement. The average responses reported to be 3.8 which exceeded the middle point, it means responses are on the agreement side. These findings imply that the motivation system needs to be well conceptualized and implemented to the job performance of an organization. 

4.5.2 The Improved Management Connected to Employees  Performance
Findings in Table 4.13 presented the statement that improved management connected to job performance. Results showed that 33 (73.3%) suggested to a large extent that improved management is highly connected to job performance, a small proportion 8 (17.8%) not applicable, a slight minority 2 (17.8%) suggested to a very large extent and 2 (4.4%) suggested to some extent. These findings imply that management is an important aspect that could facilitate and plan a motivation system that could lead to effective job performance.
Table 4.13: The Improved Management Connected to Employees Performance
	Category 
	Frequency
	Percent

	To some extent
	2
	4.4

	To large extent
	33
	73.3

	To a very large extent
	2
	4.4

	Not applicable
	8
	17.8

	Total
	45
	100.0


Source: Researcher, 2021
CHAPTER FIVE

CONCLUSION, SUMMARY  AND RECOMMENDATIONS

This chapter presented the findings and recommendations, which are presented based on the findings and discussion of the results. Hence it has been identified that an appropriate motivation for organizational performance is needed on the ground of organizational policy and for the efficiency of the organizational vision and mission. The different sources of funds are to be budgeted to increase motivation plan under the organization level, purposely to promote employees working capacity and hence overall greater performance in the organization.
5.1 Summary of the Findings 
The Demographic Information of Middle Staffs, Employees more than half 25 (55.6%) are male compared to the females which show existence of gender imbalance. About 27 (60%) had aged between 31 -40 years, Employee motivational factor is an issue demanded by the active age group for the employees performance of NSSF. Majority 19 (42.2%) had a diploma, the motivation factors among workers are relying on education. A large proportion 19 (42.2%) had the experience of 6 – 10 years, the motivational factor which could adequately promote employee performance for adequate experience and worthy to be motivated.   

The Motivation Factors for Employees performance monetary motivation offered by NSSF were ranked and identified, as salary increase 43 (95.6%) which ranked first. A large proportion of the 43 (95.6%) of respondents viewed salary to increase as ranked first in all monetary motivation in the list of NSSF employees. A large proportion of the 39 (86.7%) of employees at NSSF suggested that certificates of recognition ranked first as non-monetary motivation. This is basic and necessary among all non-monetary motivation at NSSF based on the perspective of employees.  
Findings indicate that 29 (64.4%) of employees at NSSF prefer monetary motivation, compared to 16 (35.6%) who suggested non-monetary motivation. The satisfactory motivation system for employees at NSSF must include first monetary motivation than its non-monetary motivation for job performance. 

The Impact of Negative Motivational Factors on employees Performance majority 32 (71.1%) feeling underpaid, these findings imply that employee payment among the employees is highly important, and the priority in the motivation plan and system. Thus, underpayment is an obstacle to work performance, which is originated in the employees’ feelings. These findings showed that the majority of the 22 (48.9%) reported being fairly satisfied with the job, this implies that motivation among the employees at NSSF is not adequately provided in terms of monetary and non-monetary motivation. 

Findings showed that 20 (44.4) skill impact is well done among the employees of the NSSF organization. This means that skills are not an obstacle to motivate and work performance. Thereby the most effective plan to motivate the employees is adequately needed to be comprehended. The majority 23 (51.1%) reported that performance is poor that the employees at NSSF are not satisfied with the motivation factors provided by the organization. The Measures on Improving Employees Performance. The average responses reported to be 3.6 which exceeded the middle point of the Likert scale, denotes the sum of the side agreement. The good working environment is specifically needed to be in the aspects of motivation factors towards the improvement of job performance. 

The average response appeared to 3.8 which denotes to exceed the neutral point which is the middle point of the Likert scale. Thus, these findings imply that an increase in salary and allowances is mostly required for job performance. The average response appeared to be 3.6 which exceeded the middle point which means that the agreement side. These findings imply that the motivation factor must be comprehended with the provision of a certificate of appreciation. 

The average responses amounted to 3.2 which exceeded the middle point, meaning that the majority are on the side of the agreement, thus the appropriate motivation for organizational performance is needed on the ground of organizational policy. The average responses were 3.2 still exceeded the middle point, this justifies that accommodate management is the solution for job performance. The average responses reported to be 3.8 which exceeded the middle point, it means responses are on the agreement side. These findings imply that the motivation system needs to be well conceptualized and implemented to the job performance of an organization. 

5.2 Conclusion 

Therefore, it has been found that the salary increase is a focal point in the NSSF monetary motivation which is required for the adequate employees’ requirement of job performance. The certificate of recognition is ranked first as non-monetary motivation, it is basic and necessary among all non-monetary motivation at NSSF especially in the perspective of employees. There is a need to prefer monetary motivation than non-monetary motivation. This is because of the satisfactory motivation which it provides to the employees at NSSF for the employees performance. Thereby the respective impact of negative motivational factors on job performance. 
The employees are dominated by the feeling underpaid, employee payment is highly important in the motivation plan and system to affect work performance, which is originated to the employees’ feelings. It is fairly satisfied with the job which creates motivation for employees at NSSF is not adequately provided in terms of monetary and non-monetary motivation. Employees need to be adequately motivated and get satisfied with the system in the organization. There is a skilled impact is well done among the employees of the NSSF organization. Skills are not an obstacle to motivate and work performance. Thereby the most effective plan to motivate the employees is adequately needed to be comprehended. The employees at NSSF are not satisfied with the motivation factors provided by the organization. The actual implementation is also less considerate to the desire and willingness of respective individual employees. 

There are measures on improving employees’ performance, there is a good working environment for the aspects of motivation factors towards the improvement of job performance. The increase in salary and allowances is mostly required for job performance.  The motivation factor must be comprehended with the provision of a certificate of appreciation. The appropriate motivation for organizational performance is needed on the ground of organizational policy. Accommodating management is the solution for job performance. The motivation system needs to be well conceptualized and implemented to the job performance of an organization. Management is an important aspect that could facilitate and plan a motivation system that could lead to effective job performance. 

5.3 Recommendations 

Based on the findings, this study is making recommendations to three main stakeholders, which are government, management of NSSF, and employees.

5.3.1 Recommendations to Government 

The government is advised to create a motivation system for employees to easily improve the performance of the organization through the motivation system like a salary increase, which needs to the basis of economic condition towards the satisfaction of employees. Salary increase must be revised in the current salary scale according to the economic conditions and set an appropriate salary increase as an incentive.  These will increase employees’ satisfaction with the work and its settings and hence work performance. All local government leaders need to play their role in supervising, monitoring and implementing suitable employee motivation systems to increase employee satisfaction with the work in government organizations. The government has the authority to create an environment and rules on directing employers thereof from government and non-government as well to improve the motivation system.

5.3.2 Recommendations to NSSF Management 

The management of NSSF authority has to take into account the improvement of employee motivation such as salary increase and allowances; this should be discussed in line with employees’ needs and demands under the work settings. The Human Resource Department (HRD) in conjunction with senior management should develop innovative different sources of funds as budgeted annually to increase in motivation plan from all levels of an organization, purposely to promote employees working capacity and hence overall greater performance in the organization. This has to be coordinated from the point of budget preparation without affecting other development budgeted activities. 
The essence of focusing on employees’ motivation is by ensuring the organizational personnel is the center of organizational performance. The management should inform employees of salary increase in the appropriate period in an agreeable term as addressed in the employer versus employee contracts. As expected by employees, this should be done periodically to avoid harm to employees' capacity and performance. The performance is highly connected to work efficiency, effectiveness, work morally, and the ability to work more hours. 

5.3.3 Recommendations to Employees

Employees should propose a participatory approach under the motivation plan preparation and management encourage involving employees' views on the new motivation system to increase its efficiency in NSSF performance. Employees should aim at writing motivation plans and present to management during general meetings as a special agenda in organizational performance. Similarly, employees should work more to increase organization funds and provide room to increase in salary and Allowance. There is no means for an organization to utter their salary increase than the effective source related to services provided to customers. Employees should make sure that the organization, delivers effective and efficient services to customers purposely to encourage management to appreciate their ability and capacity. This in turn will increase the management desire and ability to plan and allocate funds for a salary increase as the most desire motivation under this economic era. 

5.4 Area for Further Study
This research examined the impact of employees’ motivation factors and their influence on job performance. There is a need for the same study in other cities/ towns in Tanzania on a variety of situations before generalization. This study was essentially on the motivation system and there is a need for non-monetary incentive and organization performance to uncover the influence in organizational performance. There is a need also to examine the importance of employees’ press on monetary and non-monetary incentives among organizations. Thus, Abraham Maslow assumption that people are motivated by a series of relevant needs which are five universal needs(Namukwaya, 2019). These needs such as Physiological needs, Safety needs, esteem needs are considered also to motivate employees, which are ranked in the order to influence human behavior and are arranged in hierarchical needs. 
Hence, this study has focused much on the other explanatory need unlike not focus much on Physiological needs that are about fulfilling hunger, thus the existing tension associated with hunger is reduced and the need for food ceases to motivate. Therefore, further study has to be done specifically on how to ensure this need is fulfilled by focusing on introducing the system to fulfilling a physiological need in the working place by providing meals to all employees regardless of their rank differences as an objective of improving working proficiency.  
Further, the theory of Herzberg's Two-factor theory that summed up that people tend to give different replies such as the replies given when people felt good with the job is different from the replies given to people when felt bad. Thus, this study has not quantified the essence of measuring the feelings (whether bad or good). Moreover, further study could be made scientifically explaining the essence of quantifying the state of feeling good or bad for the employee to improve their performances. The factors such as work itself, responsibility, social security, achievement, and others in the job environment can be used as the variables for quantification.
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APPENDICES
Appendix 1: Questionnaire for Employee

Dear respondent,

My name is FATMA F. SENKORO, a student at the Open University of Tanzania pursuing MHRM. I am researching the assessment of Human resource management focused on the impact of employees’ motivation factors and their influence on job performance. A case of NSSF Dodoma. Kindly assist with responding correctly to the questions below. The information provided here will be used solely for academic purposes and will be treated with maximum confidentiality.
Instructions

Tick on the appropriate and fill in the blacks were required.

Section A: Demographic 

Data/Personal Particular
Please tick () appropriately:
1)   Gender of respondents Male                   Female

2)   Age of the respondent        i) 21- 30 years

ii) 31-40 years

          iii) 41-50years

          iv) Above 50 years

3)   Level of education attained. Please tick () appropriately.   i)          Secondary education

ii)         Certificate iii)       Diploma        v)        Degree holder v)         Master degree

vi)        Others (Please specify………………………………………………………

4)   For how long have you worked with this organization? Please tick () appropriately:

0-5 years

6-10 years 

11-15 years 

16-20 years

v) Above 20 years

SECTION B: MOTIVATION FACTORS WHICH AFFECT JOB PERFORMANCE
5)   Which of the following monetary motivation does your organization offer?
Multiple responses are possible. Please tick () appropriately:

i)          Salary increase ii)         Bonus

iii)       Commission iv)        Honoraria

Other (Please specify)……………………

6)   Please rank the monetary motivation offered by NSSF according to your preference 
i.    …………………………………………………………..

ii.   …………………………………………………………. 
iii.  …………………………………………………………. 
7)   Which of the following non-monetary incentive are used by NSSF? Multiple responses possible. Please tick () appropriately:

i.    Certificate of recognition

ii.   Improved working condition   iii.  Degree of autonomy

iv.  Participate in decision making

8)   Please rank the non-monetary motivation provided by NSSF according to your    

       Preference.

i.    ………………………………………………………………………… 

ii ………………………………………………………………………… 

iii ………………………………………………………………………… 

9)   Which type of incentives between monetary and non-monetary incentives do you prefer? Please tick () appropriately:

i.    Monetary motivation

ii.   Non-monetary monetary                                        

10) Please give at least two reasons for the preference you made in question 9 above 
…………………………………………………………………………………..

………………………………………………………………………………….
SECTION C: THE IMPACT OF NEGATIVE MOTIVATIONAL FACTORS ON EMPLOYEES PERFORMANCE

11) What are the motivation factors which affect your  performance? Circle factors that are appropriate at your workplace. (Circle  multiple answers are applicable)

i.    Workplace violence

ii.   Workplace hazard and injuries iii.  Long working hours

iv.  Shortage problem

v.   Unreasonable workload vi.  Feeling underpaid

vii. Lack of appreciation

 Vii 
Other please specify………………………………………

12) How satisfied are you with your job?

i.    Not ii.   Poor iii.  Fair iv.  Well v.   High

13) How would you rate your skills impact?

i.    Poor ii.   Fair iii.  Well iv.  High

14) On average, how do you rate the performance of NSSF in terms of implementing its motivation factors?  Please respond by circling the number that best reflects your evaluation

SECTION D: MEASURES ON IMPROVING EMPLOYEES PERFORMANCE

Please read careful the following statement and tick where appropriate in which 1

denotes strongly disagree, 2 disagree 3 neutral, 4 agree and 5 strongly agree.

	Statement

	Level of agreement

	
	1
	2
	3
	4
	5

	I suggest a good working environment
	
	
	
	
	

	The required improvement must be associated with an increase in salary and allowances
	
	
	
	
	

	Provision of certificate of appreciation
	
	
	
	
	

	The existence of good organization policy
	
	
	
	
	

	Clear and well employees accommodate management
	
	
	
	
	

	Clear and precise incentive system
	
	
	
	
	


16. Does improved management connected to job performance?

i.    To some extent

 ii.   To large extent

iii.  To very large extent

 iv.  Not applicable

APPENDIX 2: INTERVIEW GUIDE FOR MANAGEMENT

My name is…………………………………………… am a master student at the Open University of Tanzania as a requirement of study I am conducting a study on the impact of employees’ motivation factors and its influence on job performance. As a requirement for the fulfillment of my study. I assure you that, the contents of this interview guide are confidential. The responses were remained confidential.

1. What are the motivating factors which affect employees performance?

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

2.Explain the aspects of motivation which always undertake at your organization?

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

3.   What are the impact of negative motivational factors on employees performance?

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

4.   What are the measures on improving employees performance?

…………………………………………………………………………………………

Thank you very much for participating in this study

Dependent variable 





Independent Variables 





Motivation factors 


Monetary 


-Salary 


-Bonus 


-Commission 


Non-monetary 


-Certificate of recognition 


-Working condition


-Degree of autonomy 


The impact of negative motivational factors 


Work place violence 


Long working hours


Lack of appreciation 


Measures for improving job performance 


Good working environment 


Increase of salary and allowances 


Provision of certificate 








Employees performance


-Annually 


-Quarterly  





Intervening variables


Government policy 


Economic condition 


Organization guideline 















