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ABSTRACT
This study examined assessment on the contribution of motivation on employee performance in church organizations: A case of south Nyanza Conference of SDA church. In more specific way it focused on determining how motivation is conducted in different departments in South Nyanza conference of SDA church and whether workers are motivated, to determine how motivation influences employees’ performance in different departments in South Nyanza conference of SDA church and to assess the relationship between motivation and work performance in South Nyanza conference of SDA church. 
The study used a case study design, drawing a total of 86 respondents' sample which includes 5 key informants, 26 pastors, 30 teachers, 2 drivers, 3 secretaries, 2 doctors and 18 nurses and health attendants. Purposive sampling was used to select key informants; simple random sampling was used to select pastors, nurses, doctors, drivers and secretaries. Primary data were collected through interviews and questionnaire while secondary data were collected through documentary reviews. Qualitative method was used to analyze the in depth interviews. Descriptive statistics such as frequencies and percentages characterized the analysis and thus presentation of the information in form of tables and figures.  

It was found that ways of motivating workers in SNC of SDA differs in each department however there are some of the ways used in all departments these are provision of house to live, medical assistance, education assistance, and permanent contracts, provision of trainings and seminar and salary. It was further found that employee performance was influenced by communication allowances, utility allowances and travel allowances, job security, salary payment, training, rewards, education assistance, medical assistance and working environment. There was strong association between education allowances, medical allowances, rewards, nature of contract, seminar and trainings, houses and work performance. The p-value found were 0.00, 0.003, 0.001, 0.002, 0.004 and  0.001 respectively  whereas there was weak association between salary provided, communication and utility allowances, travel allowances and work performance.  
 The study recommended that equal motivation opportunities to be given to all workers and also SNC should improve accessibility of the working policy in order for its employees to be better informed of their benefits, working policy also be made more practical. 
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CHAPTER ONE 

INTRODUCTION

1.1 Chapter Overview

This chapter presents the background of the study, a statement of the problem, objectives of the study, research questions, scope of the study, significance of the study, limitation of the study and organization of the dissertation. 

1.2
Background of the Study
Human capital is a very important resource an institution can have. Due to the increasing competition in the business world, organizations of various capacities have been investing in human resources as a way of sustaining their existence and the quality of their operations (Kasenga, 2014). High performance is achieved by well-motivated people who are prepared to exercise discretionary effort even in fairly basic roles (Hunter et al., 1990) as cited by (Armstrong, 2014).
The term motivation has been defined variously by different authorities. According to (Cole, 1995) motivation is essentially what drives a person to work in a particular way and with a given amount of effort. To (Buford et al., 1995), motivation is a pre-disposition to behave in a purposive manner to achieve specific needs.  There are divergences in these definitions, though some common threads seem to exist this is something that triggers an employee to perform in an exceptional way.

Motivation is operationally defined as a set of indefinite factors that cause a person (an employee) to perform his or her duties in a special way. The factors are described as indefinite because they constantly change with time, as pointed out by (Kovach, 1987). What is implicit in this definition is that an employee will not work in that special way if he or she is not encouraged (motivated to do so). An understanding of this definition depends on the appreciation of some existing theories of motivation.

Employee performance refers to the output in terms of quantity and quality that helps the organization or institution to realize its set objectives. In other words performance can be measured by traits, behavior and/or outcomes, (Bratton & Gold, 2003) a high quality product or service. Employee performance management encourages the employee to get involved in the panning for the company or organization, and therefore anticipates by having a role in the process the employee will be motivated to perform at a high level. (Kreisman, 2002) production, sales quotas and commission pay. All these systems are implemented in the belief that they drive performance some researchers think it does the opposite. Instead of trying to use extrinsic motivators (Something outside of the work itself such as promised rewards or in creative’s) to get higher levels of performance from people management will be better served by studying the organization as a system. Employers claim results. Without results the organization will not survive. Managing is a requirement for productivity.

(Armstrong, 2007) argues that when an organization understands how to motivate its employees it is on the top most grade of achieving good work performance, role of motivation on employees work performance in public organization has been developed throughout the world during the era of human resource management as a tool which proposed to promote the organization’s efficiency and performance. Motivation plays a key role in employees’ job performance in any organization, (Calder, 2006). The employee’s motivation has been a long concept in human resource management and has drawn more attentions as a central research topic for scholars and practitioners (Calder, 2006). As a result, a lot of theories and approaches have been developed in order to explain the nature of employees’ motivation in the private and the public sectors. However, most of the previous studies on the role of motivation on employees’ job performance descend little of practical application or offer it only for the private sector. The problem is that with the effects of the latest financial crisis governments need today, more than ever before, practical ways that can help motivate public employees to be productive and get “more for less” (Robbins, et al., 2007). 

In Tanzania the level of employees’ performance has asserted to be on employees’ actual skills and payment, but on the level of motivation the less attention has been paid. Therefore, productivity and retention of employees are considered as functions of employee working environment and nature of work, (Lord, 2002).  

Like any other organization church organizations must practice motivation to their employees in order to reach the goals they set according to their mission. They should also help their employees realize their personal motivation in order to have fully motivated workers.
A great worldwide amount of wealth is in a form of human capital. Therefore the management of human resources always plays a crucial part in a process of increasing the companies’ effectiveness. HRM’s most important function is motivation. The importance of motivation at the work place is always noticeable in all levels of the organization (Kirstein, 2010). Therefore, assessing contribution of motivation in work performance in church organizations is the aim of this study as it will help religious organizations motivate the workers in order to improve their performance. 
1.3 Statement of the Research Problem

According to (Ryan, 2011). The very important impact of employee motivation is to enhance productivity or performance in the institution or company. The productivity of an institution has been reported to increase with repeated employee motivation Organizations motivate their employees in different ways such as provision of transport facilities, lunch allowances, provision of bonus scheme, shelter, insurance and medical allowance and others. 

South Nyanza Conference of SDA Church is one of the SDA church organizations in Tanzania, the organization is made up of various departments including education, ministerial association, health and administration just a few to mention. In SNC of SDA employees have been motivated in different ways. For example nurses have been given allowances such as overtime and mobile clinic payments (Health director, Personal communication, 2017). Other employees have been motivated through promotion, appreciation (letter/certificate), rewards (bonus), leave pay and training. According to workers compensation and employment Act (2006), organizations are legally required to provide the above benefits to their employees. Despite of the above ways of motivating employee’s performance of workers in SNC of SDA is not good since some of the goals in 2015 were not attained (SNC year book, 2015).

Personal communication with director of education indicated that late arriving to work and absenteeism about 20% and 25% of workers respectively is still a problem at SNC of SDA; such situation generally affects the performance of this church organization.

Several studies have been done in different places in Tanzania such as Morogoro town council, Njombe district and Kigoma region on the effect of motivation on employee performance. Since all the mentioned organizations are public sectors the researcher saw the need to conduct research in SNC of SDA in order to assess the contribution of motivation on performance of employees in a church organization.
1.4 Research Objectives

1.4.1 General Research Objective
The general objective of this study is to assess the effect of motivation on employee performance in church organizations: A case of South Nyanza Conference of SDA church
1.4.2 Specific Research Objective
i. To determine how motivation is conducted in different departments in South Nyanza conference of SDA church. 
ii. To determine how motivation influences employees’ performance in different departments in South Nyanza conference of SDA church.
iii. To assess the relationship between motivation and work performance in South Nyanza conference of SDA church. 
1.5. Research Questions

1.5.1 General Research Question
The general question of this study is what is the contribution of motivation on employee performance in church organizations? 

1.5.2 Specific Research Questions

i. How is motivation conducted in different departments in South Nyanza conference of SDA church? 
ii. Does motivation influence employees’ performance in different departments in South Nyanza conference of SDA church?
iii. Is there a relationship between motivation and work performance in South Nyanza conference of SDA church? 
1.6 Significance of the study
This study is expected to make a contribution to a growing number of literature on the issues related to the human resources management, motivation and Job performance in the Church based organizations in Tanzania and other parts of the world. Results from the study will have significance to the Church Leaders, extension of knowledge to Pastors as well as to church policy makers and implementers in the church based organizations. 
1.7 Limitation of the study

This study has been successful however the researcher encountered a number of limitations when the conducting of the research.

This study is limited in the choice of few units of analysis, since only education, health, ministerial association and administration were selected while the organization had a number of organizations including youth, Sabbath school, religious liberty, women, stewardship and publishing which also fitted to be studied. This study is also limited in one church organization which was SNC of SDA hence the findings of this study can be theoretically used to justify the nature of motivation however the findings cannot be used to make generalization of other areas. 

The researcher had trouble collecting data through interviews as some of respondents delayed to be interviewed due to their time and fear. This situation faced the researcher simply because some of the respondents were ignorant of the exercise. Although the researcher educated the respondents on the exercise in order to get the targeted number of respondents to overcome this limitation. Also follow up was addressed. Lastly, the researcher explained the purpose and importance of the study to the respondents.

1.8. Organization of the dissertation
The dissertation is organized into six chapters whereby chapter one has presented introduction, background of the problem, statement of the problem, objectives of the study, significance of the study, limitation/scope, conceptual frame work, and organization of the study. Chapter two holds three parts which are theoretical literature review, review of early study and synthesis of the study. Chapter three involves methodology   which explains the design of the study and techniques applied in selecting area of the study sample, and sample size, data collecting and data analysis, and final part involve references and appendices. Chapter four is the presentation of the findings, chapter five is the discussion of the findings and chapter six has presented the summary conclusion and recommendation. 
CHAPTER TWO

LITERATURE REVIEW

2.1
Chapter Overview

This part covers the following areas of the study: - The first part presents conceptual definitions of terms in the study. The second part presents the critical review of the supporting theories of the study. The third part provides empirical analysis of the study. The fourth part identifies the research gap of the study. The fifth part provides conceptual framework which will guide this study. The sixth part provides the theoretical framework while the statement of the hypothesis and summary are in the seventh and eighth parts consecutively.
2.2 Theoretical literature review 

2.2.1
Definition of various terms 
(a) Motivation
A motive is a reason that makes a person to do something. Motivation is much concerned with the strength together with the direction of behavior and the factors that influence people to behave in the way they do. The term ‘motivation’ can variously be referred to the goals which individuals have and the ways in which individuals choose their goals and also the ways in which other individuals try to change their behavior (Armstrong, 2014).
Motivation is a personal desire to act. People always act in order to reach a set goal. Therefore, motivation is a goal directed stimulus, and it never occurs without plans (Jackson, 2011).
(Lai, 2011) defines motivation as reasons that influence behavior characterized by willingness. Intrinsic motivation is from personal enjoyment, interest, or pleasure, whereas extrinsic motivation is influenced by external reinforcements. Motivation involves a system of related beliefs, thoughts and actions. Motivation within various individuals and it tends to vary across subject areas, and it increases with age.
 (Cherry, 2015) a Psychology expert defines Motivation as the process that starts, guides through, and maintains the goal-oriented characteristics of a person. Motivation is always what causes people to act, whether it is drinking water in order to reduce ones thirst or be it reading books as to gain knowledge.
Motivation: The Psychological Factors That Guide Behavior. (n.d). Retrieved December 30, 2015, from http://psychology.about.com/od/mindex/g/motivation-definition.htm 
This definition will guide the study since the employee’s behavior should be directly linked with the goals of the organization they work for. Therefore the organizations should be able to enhance the behaviors for a better performance.
(b) Performance

Performance is basically what a person does or does not do (Jackson, 2011). Also performance is defined as the specific work related activities which are expected from a worker and the manner of how well were those activities executed. Many directors will assess employee performance of each of the staff members annually or on quarter basis in order to identify areas to improve.

Also performance is the accomplishment of a task which is measured against known standards and values of accuracy, being complete, cost, and the speed. In  contracts, performance is regarded to be the accomplishment of a certain obligation, in a way that will release the employee from all the liabilities placed by the contract. 
(c) The SDA Church

The Seventh-day Adventist Church is one of the Protestant Christian denominations which can be distinguished by its practice of  observing Saturday as a day of worship and by the emphasis on the very soon  Second Coming (advent) of Jesus Christ. The denomination did grow form the Millerite movement during the midst of the 19th century in the United States and was officially established in the year 1863. The world church is governed by a General Conference, with smaller regions administered by divisions, union conferences, and local conferences. It is ethnically and culturally very diverse; the church maintains missionaries in over 200 countries. The church operates various schools, health centers and publishing houses worldwide (Knight, 1999). 
The Adventist Church working Policy has stipulated several areas of which an employee is remunerated as part and parcel of their motivation and the areas involve health, Allowances, Education Assistance, Travel allowance and insurance of both health and property.

2.2.2
Theories of motivation 
The school work of motivation has been categorized into two main major types of theories namely the Content and Process theories. These theories have numerous presentations for inducement to developers. Content Theories focuses on the factors within a person that direct, sustain and stop behavior. They look at the detailed needs that motivate people. The main content theories are: Maslow’s needs hierarchy, Alderfer’s ERG theory, McClelland’s achievement motivation and Herzberg’s two-factor theory
 A process theory provides description and examination on how behavior is energized, directed, sustained and stopped. It has four process theories namely predominant: Reinforcement, expectancy, equity, and goal setting. Theories under Process are Skinner’s reinforcement theory, Victor Vroom's expectancy theory, Adam’s equity theory and Locke’s goal setting theory

There is no single motivation theory explains all aspects of people’s motives or lack of motives. Each theoretical description can help the foundation for the development of techniques for motivating. These theories differ depending on the emphasis and the focus. Content theories focus mainly on individual needs, while process theories focus on individual behaviors. This study will use the content theories especially Maslow’s hierarchy of needs.
2.2.2.1 The theory of (Maslow) hierarchy of needs

The theory was stated by Abraham Maslow 1908-1970a, the theory focused much on psychological needs of employees that supposed to fulfill at workplace. It was believed that before employee go to the high level of hierarchy he or she has to be satisfy and got need from the previous level, this need are in five level which are physiological need (food, air, shelter and water), safety need (medical insurance, job security), social need (love and belongs), esteem need feeling of being important and self-actualization. So the researcher used this theory in his research since ones need to be satisfied  in first stage before  go to the next stage, this helped much in motivating when it comes to the performance of employee.

According to Maslow the human needs can be classified into five categories and the categories can be arranged some sort of a hierarchy of needs or importance. These needs basically include physiological needs, security needs, a need for belongings, esteem needs and self-actualization needs. 
Maslow hierarchy of needs has been used in this study since like in any other organization, employees of SNC of SDA need to be satisfied from one stage to another with regard to personal motivation factors as enhanced by the organization motivation practices. SNC of SDA church needs to motivate its employees in order to attain organization performance. Workers in SNC of SDA need psychological satisfaction, safety, and belonging self esteem and self-actualization. Therefore workers whose lower level needs are unfulfilled (e.g., being hungry, insecurity) will have to satisfy these needs before they move to higher level needs (e.g., the good news of God’s grace). 

Figure 2.1 Abraham Maslow's Hierarchy of Needs
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Source: (Robbin & Decenzo, 2008)
2.2.3 Relationship between motivation and performance

(Kotelnikov, 2008) explains that the extent to which an employee is motivated in their work mostly depends on how well those employee are able to produce in their job. He goes further, to assert that motivation is highly expected to have a huge positive effect on quality performance in any organization. Definitely Employees characterized by high level of motivation will likely to show higher work performance and life satisfaction. Having high level of motivation in itself is valuable for employees and a decrease in level of motivation might affect employee negatively by reducing working performance, so that motivation in that case will lead to higher level of productivity and creativity from the employee and where monitoring is difficult, therefore motivation is therefore extremely important for ensuring high quality performance of employees.
(Urichuk & Anne, 2000’s) stated that motivated employee will likely increase the capability of the organization to achieve it mission, goal, and objectives as well as engage all to build strong organization culture, this means that employee will increase working performance since they feel that they feel that they are partnership with the organization and their commitment and loyalty will increase from day to day.
(Armstrong, 2014) elaborate that any organization whose employees have low motivation is completely vulnerable to both internal and external challenge, this means that employees will be working under performance they do not go for extra mile to maintain its stability which put an organization at risk finally to failure, so for any organization need to motivate its employees to increase working performance.

(Yvonne & Jonathan, 2002) explain that greater motivation will have direct effect in improving productivity in any company or organization through greater innovation and effort, they also identify that motivation leads to a productive with high performance employee who does the best at work, save time and effort and volunteers to more than what is required, such employee will be a greater resources to the business and a greater model to be follow by others.

(Bartol & Martin, 1998) consider motivation a powerful tool that reinforces behavior and triggers the Tendency to continue. In other words, motivation is an internal drive to satisfy an unsatisfied need and to achieve a certain goal. It is also a procedure that begins through a physiological or psychological need that stimulates a performance set by an objective.

2.2.4 Importance of Motivation

(Rutherford, 1990) stated that all managers realize that motivation is very important and if employees are not about to accomplish task, try to do their jobs the best and the organization will be benefited. Rutherford also explains that organizational goals cannot be effectively attained unless employees work together, so it is obvious that the need for teamwork in the local government sector is essential. One thing that managers should realize is their job is not just to “motivate an employee”. All employees come to a work situation motivated to attain personal goals which they have established. One goal for the service manager is to develop motivated employees and increase their morale about their work. Employee morale towards work, such as supervisors and peers, organization, work environment, can be defined as the feelings an employee has about all aspects of the job. 
Employee motivation promotes workplace harmony and increase employee performance. It is the two long term benefit for the company. Motivated employee means staff maintenance and company loyalty will give birth to growth and development of business (Jishi, 2009).
2.3
Empirical Literature Review
(Winston, 2012) researched on motivation to serve in faith-based non-profit churches in the USA. Winston concluded that the following criteria may be used to motivate employees and may prove to be a success. These criteria involve a provision for a positive working environment, employee recognition, rewarding and the reinforcement of the right behavior, improved employee relationship and developing employee skills and other employee potentials. 

A study by (Kasenga et al.,2014) on Staff motivation and welfare in Adventist health facilities in Malawi had the aim of exploring factors that motivate the staff at Adventist health institutions in Malawi in order to maximize their potential for work and also to improve their welfare. This was a qualitative study which used group discussions and thorough interviews with the staff members. Both results, motivating together with demotivating factors were found. The motivating factors were spiritual development of the institutions and the working environment with long term positive outcomes for the staff together with their families. The demotivating factors were the unfair treatment towards the staff by the management. The Specific areas were like working environment, houses, employee allowances, training and seminars, communication, and employee personal support were highly stated as the factors that poorly motivated the staff to stay at the health center.
(Sulaiman et al., 2014) researched on the perspective of Muslim employees towards motivation and career success. The research investigated motivation and career success from the Islamic perspective. Employing a qualitative research approach, in-depth interviews were conducted on a sample of seven respondents; six males and one female. All respondents held senior managerial office positions in their respective organizations which included the banks, government, manufacturing and automobile sectors. The research led to some findings; that the Muslim employees are mostly interested in the intrinsic motivational factors which are coupled with a balance in worldly life to achieve ones career success; that respondents are aware of Maqasid Al-shariah and consider their part in this world as a test for their akhirat; that respondents are likely more concerned in seeking the favor of Allah and good abode in the afterlife. 
(Brown, 2005) conducted a research on job satisfaction and its relationship to organizational and religious commitment among workers at northern Caribbean university in Jamaica. The key findings was that workers displayed neutral levels of satisfaction with their jobs. Overall, they were most satisfied with their responsibility, achievement, relations with peers and students, and work. The lowest level of satisfaction was found for organizational policy, administration, working conditions, and salary. The research revealed that overall satisfaction and its personal and organization factors were influenced by demography that is the area occupied, gender, age, educational level, and length of employment. Organizational commitment was related to age and length of employment. Religious commitment was related to the area of occupation, age and the educational level. Organizational commitment was the better predictor of job satisfaction.
(Millicent, 2012) conducted a research on effect of motivation on employee performance. The study revealed that indeed there is a relationship between motivation and performance and on the matter of fact money is the key amongst the motivational factors to employees, it was realized that employees are gradually becoming particular about trust, respect and high expectation, recognition and appreciation and good working environment. The study then therefore concluded that great strides be made to motivate all staff to enhance performance in in government local authority. This means that employee should be motivated.
(Muogbous, 2013) conducted a research on impact of employee motivation on the performance of the organization. The population of the study was 120 workers of selected manufacturing firms in Anambra State and he came with the result that there existed relationship between employee motivation and the employee performance. This shows that the kind of motivation given to workers in an organization has a significance influence on workers performance.
(Rizwan, 2001) this is another important an empirical study was conducted in Pakistan to evaluate the impact of reward and recognition on job satisfaction and motivation on performance of employees. 220 questionnaires were distributed and filled by employees of different sectors. Finally the result showed that there is significant relationship between recognition and employee work motivation in any organization. 


 In the study carried out by (Jibowo, 1977) on the effect of motivators and hygiene on job performance among a group of 75 agricultural extension workers in Nigeria. The study basically adopted the same method as Herzberg et al. (1959) and it shows some supports for the influence of motivators on job performance. It relevant to the study but it based on Herzberg theory which looks on two factors hygiene and motivators.

 In another study carried out by (Centres & Bugental, 1970), they also based their research on Herzberg’s two factor theory of motivation, which separated job variables into two groups: hygiene factors and motivators. They made use of a sample of 692 subjects to test the validity of the two factor theory. And it was revealed that at higher occupational level, “motivators” or intrinsic job factors were more valued, while at lower occupational levels “hygiene factors” or extrinsic job factors were more valued. From this work they concluded that an organization that satisfies both intrinsic and extrinsic factors of workers get the best out of them. 

(Egwuridi, 1981) also investigated motivation among Nigerian workers using a sample of workers of high and low occupational levels. The hypothesis that low income workers will be intrinsically motivated was not confirmed, and the expectation that higher income worker will place a greater value on intrinsic job factors than low income workers was also not confirmed. This shows clearly the extent of value placed on extrinsic job factors.

(Bratton, 2000) indicated that motivational patterns are different among men and women in developing countries like eastern Africa, with men more concerned with extrinsic rewards (most outstandingly pay) and women focusing more on intrinsic rewards in working places. 

(Bennell, 2005) in Sub Saharan Africa noted that incentives for teachers in the public learning system to perform well are often weak due to ineffective incentives and sanctions. This was particularly the case when teachers cannot be effectively trained for intolerable behavior (absenteeism, lateness, poor teaching, and abusive behavior towards pupils) by school managements because it was very difficult to send them away and pay and promotion are largely unrelated to actual performance. 

(Dungu, 2000) also cites this problem of residential housing in some of the countries of sub Saharan Africa. He noted that many workers were given small house payment to cater for their residential accommodation which required them to reside in poor houses. On the other hand who fails to get institutional houses had to look for accommodation elsewhere situation which results into demotivation of them to effectively perform at work. In light of the above situation, reach to the study into the effect of extrinsic motivation on the performance of workers.

2.4 Research synthesis (Research gap)

A lot has been written on motivation and performance and especially the measurement aspect of it in developed and developing countries outside Africa. Good performance and motivation in the organizations creates stability for organization growth, survival and therefore ignoring such a key area would lead to failure of the organizations.

Most of the research conducted on influences of motivation on work performance have not been conducted on how motivation is conducted in different departments. Therefore this research assessed how motivation is conducted in different departments and how it influences performance in church organizations. Also it is clear that most of the studies made on the matter are in public sectors and a few in NGO’s and faith based organizations. Therefore the study was conducted in one of the church organization the Seventh Day Adventist church in Tanzania.
2.5 Conceptual Framework
Figure 2.2 Conceptual framework




Researcher’s own construct (2017)

As the above diagram shows, here are some clarifications on how these Independent Variables affects Dependent Variables.

Working Environment

If there will be good working environment the performance will be good but if no good environment the performance will be bad.

Pay

Also if the employees will be paid good salaries they are likely to perform better but if they will not paid well they cannot perform better.

Job security

If an employee knows he is secured he will perform better but if there will be no job security the performance will be bad.

Promotion

Promoting employees will lead them in good performance but if they do not get promotions they cannot perform well. 

Appreciations

Employees feel happy if their work appreciated and this will lead to good performance but if one do a good thing several times but nobody cares, he will perform low in the future.

Training

Employees need to be trained so that they increase their knowledge and be in a position of even be appointed, if they will not be given the chance the will feel disappointed and they will not perform well.
CHAPTER THREE

METHODOLOGY
3.1 Introduction

This chapter explains the study area, study population, target population, study design, tools and techniques for data collection, method for data collection, unit of study, sample size, sampling procedure, data collection and quality control, data entry and cleaning, data variable and analysis and ethical consideration.
3.2 Research design

Research design is a general plan or blueprint of the study, which enables a researcher on how to answer research questions so as to achieve the objective of the study (Saunders et al, 2007).

This study employed the case study design whereby only one organization that is SNC was used as a case study. A case study is a strategy for doing research which involves an empirical investigation of a particular contemporary phenomenon within its real life context using multiple sources of evidence. The scientific reasons as to why the researcher proposes to use case study design includes the a number of factors that were provided by (Kothari, 2004) that, it is a fairly an exhaustive approach that enables an in-depth studying of a phenomenon, flexibility with regards to methods of data collection as well as saving costs and time.

With respect to being an exhaustive approach, the researcher intends to use case study design simply because this study is a mixed study in nature therefore that being the case then this design will enable him to study the topic from all perspectives and get all the in-depth information. With regard to flexibility in the use of methods of data collection, the researcher believed that, through using the case study research design, he was able to shift from one method of data collection to another method so as to suit the demands and/or requirements of the situation; and this is so simply because the case study design ensures the room for data triangulation. 
Figure 3.1 The Research Onion
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Source: Adapted from: (Saunders et al., 2012)
Choice-Mixed methods 
The research choice for this study was a mixed approach. The researcher used exploratory sequential mixed approach. The qualitative data were collected to explore how workers in SNC of SDA are motivated. The quantitative data were collected in order to explain the relationship between motivation and work performance also quantitative data were collected in order to understand relationship of age, sex, education level and work performance.  

The questionnaire used in this study was formulated specifically to obtain data from pastors, drivers, secretaries and teachers participants. The quantitative component was designed using questionnaire administered to respondents. The questionnaire for this study was careful designed to capture systematically relationship between motivation and work performance. The interviews were addressed to key informants. 
Time Horizons-Cross sectional
A cross sectional evaluation design was applied to evaluate this study .The evaluation design has been chosen in order to get detailed information on people’s understanding, feeling and perceptions relating to motivation and work performance. Since the purpose of this evaluation study is to evaluate how motivation influences work performance in church organizations. 

Approach-Deductive approach 

A deductive approach is concerned with “developing a hypothesis (or hypotheses) based on existing theory, and then designing a research strategy to test the hypothesis (Wilson, 2010). It has been stated that deductive means reasoning from the particular to the general. If a causal relationship or link seems to be implied by a particular theory or case example, it might be true in many cases. A deductive design might test to see if this relationship or link did obtain on more general circumstances (Gulati, 2009). Deductive approach can be explained by the means of hypotheses, which can be derived from the propositions of the theory. In other words, deductive approach is concerned with deducting conclusions from premises or propositions. Deduction begins with an expected pattern that is tested against observations, whereas induction begins with observations and seeks to find a pattern within them (Babbie, 2010). 
Strategy-Case study design
Research design is a general plan or blueprint of the study, which enables a researcher on how to answer research questions so as to achieve the objective of the study (Saunders et al, 2007). This study employed the case study design whereby only one organization that is SNC was used as a case study. A case study is a strategy for doing research which involves an empirical investigation of a particular contemporary phenomenon within its real life context using multiple sources of evidence. The scientific reasons as to why the researcher proposes to use case study design includes the a number of factors that were provided by (Kothari, 2004) that, it is a fairly an exhaustive approach that enables an in-depth studying of a phenomenon, flexibility with regards to methods of data collection as well as saving costs and time.

With respects to being an exhaustive approach, the researcher intends to use case study design simply because this study is a mixed study in nature therefore that being the case then this design will enable her to study the topic from all perspectives and get all the in-depth information. With regard to flexibility in the use of methods of data collection, the researcher believed that, through using the case study research design, he was able to shift from one method of data collection to another method so as to suit the demands and/or requirements of the situation; and this is so simply because the case study design ensures the room for data triangulation. 
3.3 Area of the study 

This study was carried out at SNC in Mwanza. The scientific reasons for the selection of this organization as the study area include the representativeness nature of the organization as well as the accessibility and availability of the required information.

With respect to representativeness nature of the organization; SNC is the largest and well organized Church organization in the country. Therefore, conducting the study at this area makes the generalization of the study findings very easy as it reflected the true picture of what is real happening or taking place in other church organizations in Tanzania in as far as motivation is concerned.

With respect to accessibility and availability of the data; this is simply due to the fact that, this study was undertaken at the place where the researcher is working. That being the case then, it ensured his access to all required information and it simplified the process of data collection. Also this is simply because all the required and desired information are available within the area. 

3.4 Target population 

Study population includes different groups of people consisting of pastors, teachers, doctors, nurses, health attendants, secretaries, drivers and other administrators. Given that the respondents meet the selection criteria of working in church organization in the respective area, information was collected regardless of gender, race, working experience, education level and economic status. Respondents were 86 in number
3.5 Sampling technique, sample size and sampling procedures
3.5.1 Sample size

Based on literature which says that regardless of the population size a sample or subsample of 30 cases is the bare minimum for studies in which statistical data analysis is to be done (Bailey, 1994). A total of 86 respondents were selected respectively who participated in the study. In this study the sample was drawn from different departments including education, health, ministerial association and administration. (See table 3.1) these groups were drawn in order to provide a representative sample for this study. 
Table 3.1 Sample size 

	Department 
	Frequency 
	Percentages

	Education  
	30 
	34.9

	Health
	20
	23.2

	Ministerial Association  
	26
	30.3

	Administration 
	10
	11.6

	
	86
	100


Source: Field data 2017
3.5.2 Sampling procedure

Sampling procedure is the act, process, or technique of selecting a suitable sample or a representative part of the population determining permanent or characteristics of the whole population (Kombo &Tromp, 2006). For the purpose of this study the following sampling procedures were used; 

3.5.2.1 Purposive sampling

Judgmental or purposive sampling is done basing on researchers subjective that particular unit should be sampled as it ensures inclusion of the relevant and resourceful unit of inquiry in the sample (Kombo and Tromp, 2006).
The researcher used purposive sampling to key informants who belonged in different departments including ministerial association, treasury, Sabbath school, health department and education department. Key informants were selected until the researcher reached saturation level. Purposive sampling method was used in this group where respondents were selected by virtue of their position and believed to be potential and resourceful, to provide relevant information for the study. Here respondents were selected based on their position in the organization. 

 3.5.2.2 Simple random sampling

This sampling method was used in selecting respondents from different departments including teachers, doctors, secretaries, drivers, nurses and health attendants. The researcher used this sampling technique for this group because any respondent selected from the group could be able to provide the same information which could be provided by another respondent. Therefore selecting any respondent from this group could help the researcher have relevant information. This sampling was used so as to give equal chances of the respondents to be included in the sample.
3.6 Data collection Methods 
Both qualitative and quantitative methods were used in correcting primary data. This is because the study used mixed approach. 

3.6.1 Quantitative data collection 

In collecting quantitative data the researcher used questionnaire. 

3.6.1.1 Questionnaire

Quantitative data were collected using questionnaire; the questionnaire was addressed to 81 respondents. This set of questions aimed at collecting information from teachers, doctors, secretaries, drivers, nurses and health attendants on the issues of motivation and its impact on work performance. Different questions were formulated and respondents were required to choose the correct answer and in other questions they were required to rate the most appropriate answer.  

3.6.2 Qualitative data collection 

3.6.2.1 Interview

The researcher used face to face interview to collect information from 5 key informants who belonged in different departments including ministerial association, treasury, Sabbath school, health department and education department. The interview was used where respondents were interviewed by virtue of their position and believed to be potential and resourceful, to provide relevant information for the study. An interview guide was prepared and used in this group. 
This group gave insights on how motivation is conducted in different departments; the key informant’s interview helped the researcher to get opinion about respondents on the various ways of motivation used in each department.  

3.7 Data analysis

3.7.1 Quantitative data analysis 

After data were collected from the field, the researcher coded data from text into numerals and entered into MS excel by double entrants and later cleaned to remove errors in terms of accuracy, consistence, and responses. Each possible answer was assigned number to ease the determination of correctness of data during the whole process of data entry and cleaning. Then, analysis of the clean data was done by Statistical Package for Social Science (SPSS) according to research objectives. Descriptive statistics such as frequencies and percentages were determined, also correlation and regression analysis were determined. 
3.7.2 Qualitative 

Qualitative data analysis; is a process through which the data collected through interviews and other related methods are subjected to assessment or evaluation. It is a very personal process with very few rigid rules and procedures. Thus, for the purpose of effectively analyzing the qualitative data the researcher have to go through a process called Content Analysis.

Content Analysis; under content analysis the researcher analyzed the contents of an interview (data collected) in order to identify the main themes that emerge from the responses given by the respondents. Content analysis involves coding and classifying data, also referred to as categorizing and indexing and the aim of content analysis is to make sense of the data collected and to highlight the important messages, features or findings. So to carefully conduct the Content analysis the researcher has to go through the following steps;

Identifying the main themes; the researcher needs to carefully go through the descriptive responses given by respondents to each question in order to understand the meaning they communicate. Assigning codes to main themes: when the researcher wants to count the number of times a theme has occurred in an interview, she needs to select a few responses to an open- ended question and identify the main themes. Classifying the responses under the main themes; for the content analysis to be effective the researcher has to go through the transcripts of all the interviews and classifies the responses under the different themes Integrating themes and responses into the text of the report; after identifying the responses that fall within different themes, the next step was to integrate into the text of the report.

3.8 Ethical considerations

The researcher considered ethical issues when conducting the researcher. The researcher prepared the proposal and asked ethics application for approval before the research. The researcher ethically bound to respect the participant’s human dignity, free and informed consent, privacy and confidentiality, justice and inclusiveness. Before the study, the participants were informed the nature, purpose and procedures of the study. Participants were free to answer specific questions, and withdraw from this study at any time, for any reason. 
CHAPTER FOUR

PRESENTATION OF THE FINDINGS
4.1 Introduction 

This chapter presents findings obtained from the study. The chapter contains background information of respondents, how motivation is conducted in different department in South Nyanza conference of SDA church, whether motivation influences employees’ performance in different department in South Nyanza conference of SDA church and the relationship between motivation and work performance in South Nyanza conference of SDA church. 
4.2 Characteristics of study respondents 

Motivation and work performance scarcely take place in a void. There are different Social-economic factors which encourage and motivate workers to work hard and attain employee performance.  Experiences, education level, professional merit, and work locations are important in determining employee’s motivation. In this study the researcher examined Experiences, education level, professional merit, and work in order to state whether they affected motivation and work performance.

4.2.1 Experiences of respondents 

In order to establish the basis of the research, the experience of the respondents were explored as it is useful in informing the research a number of years the employee has worked in that particular department and whether he/she was motivated or not. Out of 86 respondents who were recruited for this study, 78 (90.7%) of them had a working experiences of more than five years Whereas 8 (9.3%) respondents had an experience of less than five years. This implies that the larger past of the respondent were those with experience of more than 5 years something that was good for this study. Since more workers were able to see how they were motivated in a number of years. See table 4.1 below
Table 4.1 Experiences of respondents 
	Experience

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	
	<5
	78
	90.7
	90.7
	90.7

	
	>5
	8
	9.3
	9.3
	100.0

	
	Total
	86
	100.0
	100.0
	


Source: Field data 2017
4.1.2 Job description 
In order to establish the basis of the research, the job description of the respondents were explored as it is useful in informing the research number of people per each job and the way motivation is done in each category. The findings revealed that, 34.9% of where teachers, 20.9% were nurses and health attendants and 30.3%% were pastors. More respondents for this study were in the department of education, health and ministerial association. This is due to the reason that these departments had a larger number of workers compared to other department. 
Table 4.2 Job description
	Job Position

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	
	Teacher 
	30
	34.9
	34.9
	34.9

	
	Nurses and health attendants 
	18
	20.9
	20.9
	55.8

	
	Doctors 
	2
	2.3
	2.3
	58.1

	
	Drivers 
	5
	5.8
	5.8
	63.9

	
	Secretaries 
	5
	5.8
	5.8
	69.7

	
	Pastors 
	26
	30.3
	30.3
	100

	
	Total
	86
	100.0
	100.0
	


Source: Field data 2017

4.1.3 Respondents by Professional Merit

Professional merit was considered with high regard in this study because pastors are merited with extra titles there might be more sense of motivation in the employee. The findings show that there is a slight difference between ordained and licensed pastors. The professional merit of the respondents is as follows: Ordained Pastors 9 (34.6%) and Licensed Pastors 17(65.4%) Table 4.3 makes it evident. An ordained Pastor is the one who is permitted to perform extra duties in the pastoral ministry like conducting baptisms, marriage ceremonies and the induction of new church workers while a licensed pastor is the one who only can take care of a district (Parish) and make various religious teachings therefore the levels of motivation of these two groups of pastors can be regarded as different based on the duties they are permitted to do. A pastor is only ordained based on his ability to work and his relationship with the church members and the community at large.

Table 4.3 Professional merit 

	Professional Merit

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	
	Ordained  Pastor 
	9

	34.6

	34.6

	34.6

	
	Licensed Pastor
	17
	65.4
	65.4
	100.0

	
	Total
	26
	100.0
	100.0
	


Source: Field Data, 2017
4.1.4 Respondents Education Level

In order to establish the basis of the research, the education of the respondents were explored as it is useful in informing the research whether employees are motivated basing on they are education levels or not. In the departments visited, the findings revealed that, 34.9% of respondents education level is bachelor degree,   while 32.6% had attained diploma level. At least 30.2% respondents had attained certificate. This implies that majority of people in SNC of SDA has bachelor degrees followed by diploma and certificate, few employees have masters. This implies that there is moderate education level SNC. This implies that employees are paid basing on their education level hence motivation. Therefore motivation is another factor for motivation in SNC of SDA. The data are well presented in table 4.4  

Table 4.4 Education level  
	Education level 

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	
	Postgraduate diploma
	2

	2.3

	2.3

	2.3

	
	Bachelor’s degree
	30
	34.9
	34.9
	37.2

	
	Diploma
	28
	32.6
	32.6
	69.8

	
	Certificate 
	26
	30.2
	30.2
	100.0

	
	Total
	86
	100.0
	100.0
	


Source: Field data 2017
4.1.5 Working Location of the Respondents

The working location was very important in understanding Motivation and its impacts into the work performance especially among pastors. This is due to the fact that motivation and its challenges may differ due to the remoteness of the working area and whereas the exposure of the employee will enable them to know how they should be motivated and know more about related challenges as well. The study we only had two working areas that is to say Rural and Urban. The findings show that 75 (87.2%) worked in urban areas and 11 (12.8%) worked in rural areas. The findings indicate fewer pastors in rural areas and more in the urban; these two groups are likely to have different views on their motivation (Table 4.5).
Table 4.5 work station 

	Work location 

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Urban  
	75
	87.2
	87.2
	87.2

	
	Rural 
	11
	12.8
	12.8
	100.0

	
	Total
	86
	100.0
	100.0
	


Field data, 2016
4.2 How motivation is conducted in different departments in South Nyanza Conference of SDA and whether workers are motivated
In order to determine how motivation is conducted in different departments in South Nyanza Conference of SDA. The interviews were conducted with the heads of education department, health department, administration department and ministerial association department. The major aim for this was to determine different ways used in motivating workers. The findings have been presented in different departments such as education, ministerial association, health and administration. 
4.2.1 Motivation in education department

In order to determine different ways of motivating workers in education department especially teachers in education department an interview was conducted with head teacher of Nyanza secondary school, account officer of Nyanza secondary school and education director of South Nyanza Conference of SDA. The findings reveled different ways are used in motivating workers. These include education assistance to the children, medical assistance, house to teachers, training, appreciation letters, seminars, leave, exam supervision, promotion, and transfers with pay, leave pay, rewards, professional allowances, appointments, utility allowances and certificate of performance. According to the head master of the school in the interview:

“...We have different ways of motivating our teachers, we give every teacher a house to live, we also pay them professional allowances, we provide education assistance up to 75% to the children of the worker, we also offer medical assistance, different trainings are also provided to teachers depending to the need and nature of the training also the teachers are paid leave, some of them are appointed to different position...”
Also in the interview session with accounts officer of Nyanza secondary school it was noted that;
“....Teachers are also offered appreciation letters, seminars, leave, exam supervision, promotion, transfers with pay, leave pay, rewards, professional allowances, appointments, utility allowances and certificate of performance, however these motivation are not awarded to all teachers, some motivation such as house are awarded to all teachers while other motivation such as certificate of performance are awarded to the best performing teachers”
Regarding the interviews above  the following ways are used to motivate teachers these include medical assistance, education assistance, appreciation letters, seminars, leave, exam supervision, promotion, transfers with pay, leave pay, rewards, professional allowances, appointments, utility allowances, certificate of performance and house to live. 
In order to determine whether the workers are motivated in education department the questionnaires were provided to thirty workers. The aim was to see whether the mentioned motivations are either provided to workers or not. Table 4.6 presents the findings from teachers. 
Table 4.6 Motivation in education department (N=30)

	How teachers are motivated in education sector in South Nyanza Conference

	Given house to live 
	Given house
	30
	100

	House is good and attractive 
	Attractive
	25
	75

	
	Not attractive
	5
	25

	Employment contracts  
	On contract
	2
	6.7

	
	Permanent and pensionable contracts
	28
	93.3

	Job security available for teachers 
	Compensation for the injury
	30
	100

	
	Survival benefits, travel allowances
	30
	100

	
	Education assistance
	30
	100

	
	Medical assistance 
	30
	100

	
	Monthly salary
	30
	100

	Teachers promoted 
	Promoted
	3
	10

	
	Not promoted
	27
	90

	Teachers undergone training 
	Attended training
	17
	56.7

	
	Did not attend training
	13
	43.3

	Teachers rewarded 
	Rewarded
	13
	43.3

	
	Not rewarded
	17
	56.7

	Rewards provided 
	Money to best performing teachers
	3
	23.1

	
	Certificates of appreciation
	3
	23.1

	
	Appointed to supervise exams
	20
	66.7

	
	Attended seminars
	20
	66.7

	Teachers given leave 
	
	30
	300

	Teachers transferred 
	
	6
	20

	Teachers paid during transfer
	
	6
	20

	Teachers appointed 
	
	4
	13.3

	Position appointed 
	Head teachers
	3
	10

	
	Second master 
	1
	3.3


Source: field data 2017

The finding in table 4.6 shows that all teachers were given house to live this shows that this way of motivation was conducted in South Nyanza of SDA. Also all teachers agreed that the houses given are good and attractive. The findings further shows that 93.3% of the teachers are in permanent contract only 6.7 are on contract basis. This could either provide a negative and positive motivation, since some teachers may think that no need of working hard since we are in permanent contract while other may work hard as they will understand that they will be in the organization in the rest of their lives. 
The findings also revealed that 100% of all respondents agreed that they are entitled to Compensation for the injury, survival benefits, travel allowances, education assistance, medical assistance and monthly salary. This shows that teachers are motivated by whereas they are given medical assistance to four children and wife, education assistance is also offered to the children of employed teachers, also there is compensation to injury to the teachers who got injury during working hours, there is also travel allowances entitled to all teachers however it depends to where a teacher is travelling to.
Table 4.6 further shows that only 3 (10%) of all teachers were promoted, the promoted teachers were promoted as head teachers and second master of different schools. Whereas 27 (90%) were not promoted this could be either due to few posts or low unsatisfactory performance. The findings further shown that 17 (56.7%) of all teachers had attended training while 13 (43.3%) received reward due to higher performance. Despite that many ways of motivation are provided to the teachers but only 23.1% of all teachers received money as a reward and certificates of appreciation since they showed high performance. Many teachers about 66.7% attended seminars and were appointed to supervise exams. 
It was further found that all 30 (100%) teachers were given leave, also few 6 (20%) teachers were transferred into other secondary schools run by the South Nyanza Conference of SDA. All teachers who were transferred were paid during their transfers.  The findings further shown that few 4 (13.3) were appointed into higher position. This could be due to few position and competition on performance done by teachers. The appointed teachers were appointed as head master 3 (10%) and second master 1 (3.3). 
4.2.2 Motivation in health department 

In order to determine how motivation in conducted in health department an interview was conducted with the health director of South Nyanza conference of SDA, and medical in charge of the Pasiansi SDA health center. It was found that different ways are used in motivating doctors, nurses and medical attendants these are overtime pay, off duty , extra duty pay, on call allowances, job shift, houses, leave pay, seminars, trainings, promoted to medical in charge, shift during work , education assistance and , medical assistance. 
According to the interview with medical in charge of the Pasiansi SDA health center it was noted that;
“...workers in this hospital are entitled to different allowances which act as the way of motivation, these allowances are such as overtime pay, this is paid to the doctors and nurses for working in extra hours different from they are normal working hours, also there is on call allowances provided to an employee who was off the work and she/he was told to come to wok”
Further in the interview session with education director of South Nyanza Conference of SDA it was stated that;

“....like other workers health workers are entitled to education and medical assistance, these are offered in order to help workers be able to take their children to school and easy treatment. Also best performing workers are promoted to medical in charge of the hospital, there are trainings and seminars conducted basing on the need, also all workers given houses to live”.
Basing on the statement above it is indicated that health workers are motivated by being given house to live, on call allowances, education allowances, seminars, trainings, promotion, shift duty work, overtime pay, off duty and leave pay.
Despite that the fact that Health Director of South Nyanza conference of SDA, and medical in charge of the Pasiansi SDA health center provided different ways of motivating workers the researcher provided questionnaire to health workers (doctors, nurses and health attendant) to see whether they are motive in the ways mentioned or not. The results are present in table 4.7 below; 
Table 4.7 motivation in health department

	How nurses and doctors are motivated in health department in South Nyanza Conference

	Given house to live 
	Yes 
	20
	100

	House is good and attractive 
	Good and attractive 
	20
	100

	
	Not good 
	
	

	Doctors promoted 
	Promoted to medical in charge
	2


	100

	
	Not promoted
	
	

	Health workers undergone training
	Attended training 
	20
	100

	Health workers worked overtime 
	
	20
	100

	Health workers paid overtime
	
	20
	100

	Health workers undergone off 
	
	20
	100

	Health workers who were called during off hours 
	Received on call

Did not receive on call
	3

17
	15

85

	Paid on call allowances 
	
	3
	15

	Undergone job shift 
	
	20
	100

	Paid Job shift 
	
	20
	20

	Paid leave pay  
	
	17
	85

	Attended seminars 
	
	20
	100

	Paid extra duty allowances 
	
	20
	100

	Education assistance
	
	20
	100

	Medical assistance
	
	20
	100


The finding revealed that that all 20 (100%) health workers were given house to live this shows that this way of motivation was conducted in South Nyanza of SDA. Also all health workers agreed that the houses given were good and attractive. The findings further shows that health workers are entitled to extra duty allowances, medical assistance and education assistance. This was agreed by 20 (100%). However few 3 (15%) health workers are called during off hours, they are all paid.
The findings further shows that only 2 (10%) of the doctors were promoted into health medical in charge. The findings further shown that 20 (100%) attended training and all 20 (100%) worked during overtime and they were paid during overtime. 
4.2.3 Motivation in Ministerial Association departments 

In order to determine different ways of motivation under ministerial department the interview was conducted with ministerial department director of South Nyanza Conference of SDA. Also in determining whether workers under ministerial department are motivated, questionnaire was distributed to 26 pastors.
According to the interview with ministerial department director of South Nyanza Conference of SDA it was found that pastors are motivated in different ways including given house to live, education assistance, medical assistance, training and seminars, communication allowances, utility allowances, travel expenses and leave.
In the interview session with ministerial department director of South Nyanza Conference of SDA it was noted that;
“...Pastors are given house to live, they also receive communication allowances, education and medical assistance, utility allowances which help them in energy power such as fuel and gas, they are also entitled to travel expenses which are paid when a pastor travels somewhere, and there are also seminars and different trainings”.

Regarding the statement above it was shown that pastors are motivated in different ways including given travel expenses, house to live, medical and education assistance, communication allowances, trainings, seminars and utility allowances. 
In assessing wheatear the pastors were motivated, the researcher used questionnaire to collect information’s from pastors, the pastors were asked various questions to rate whether they are motivated. The rating was strongly agreed, disagree, agree and strongly disagree. The purpose for asking the questions was to see whether the whether pastors are motivated.  The result is presented in table 4.7.
Table 4.8 pastors responses on how they are motivated 

	Questions
	Strongly agree
	Agree
	Disagree
	Strongly disagree

	I have been given house to live
	26 (100%)
	0.00
	0.00
	0.00

	I attended training and seminars 
	26 (100%)
	0.00
	0.00
	0.00

	I have been given leave
	20 (76.9%)
	0.00
	5 (19.2%)
	1 (3.9%)

	I receive education assistance
	26 (100%)
	0.00
	0.00
	0.00

	I received medical assistance
	26 (100%)
	0.00
	0.00
	0.00

	I have been given travel expenses 
	26 (100%)
	0.00
	0.00
	0.00

	I have been given communication allowances
	26 (100%)
	0.00
	0.00
	0.00

	I received travel expenses during my travel
	18 (69.2%)
	0.00
	8 (30.8%)
	0.00

	I was given utility allowances 
	26 (100%)
	0.00
	0.00
	0.00


Source: Field data 2017
The findings above indicates that pastors are given house to live where 26 (100%) strongly agreed that they were given house to live. Further 26 (100%) pastors strongly agreed that they attended training and seminars. This shows that pastors receive house to live and they attend different seminars set at district level, conference level, union level and division level. It was further strongly agreed by 26 (100%) that pastors receive medical assistance.
It was further found that pastors are given education allowances; this was strongly agreed by 26 (100%). Also 26 (100%) respondents strongly agreed that they were given utility allowances.  However only 20 (76.9%) strongly agreed that they were given leave and 18 (69.2%) received travel expenses during travel. This implies that other pastors did not receive travel expenses and seminars. 

4.2.4 Motivation in administration department
The administration department is made up of directors of different departments such as youths, ministerial association, Sabbath school, women, health, education, religious liberty, stewardship, communication and publishing. Administration also includes the office of the president of South Nyanza conference of SDA, office of the general secretary of South Nyanza Conference of SDA and office of the treasury of South Nyanza Conference of SDA. There are also assisting units including drivers and secretaries.  

In determining how workers under administration department are motivated the interviews was conducted with directors of different departments including youths, ministerial association, Sabbath school, women, health, religious liberty, education, stewardship, communication, publishing and treasury in the interview it was found that most of the ways used in motivating workers working in this department are similar to the ways used to motivated pastors these are house to live, education assistance, medical assistance, training and seminars, communication allowances, utility allowances, travel expenses and leave. However there are other ways used in motivating administrators which is not found in any other group these are budget allowances which is provided for administrators to buy issues like bags for travel, travel expenses is higher compared to the one provided to the pastors, books and equipment allowances, salary is higher compared to others and home owners allowances which is provided to the administrators who own houses.
According to the interview with village chairperson it was stated that “we pay rent for every director, we pay them communication allowances, travel expenses, utility allowances, education and medical assistance, all these incentives are provided in order to motivate them work hard for the Lord” According to treasury it seems that administrators are given house to live, communication allowances, travel expenses, utility allowances, education and medical assistance.
Also according to the interview with ministerial association director it was noted that;

“...we are offered with budget allowances, books and equipment allowances, travel expense, we are also offered with home owners allowances which are provided to the administrators who own houses, all these motivates us to work hard for our Lord”
This shows that administrators in South Nyanza Conference of SDA are offered with different incentives to motivate them in their work.  
Also according to the interview with education director it was noted that 

We directors are offered many incentives like medical assistance, training and seminars, education assistance, utility allowances, travel expenses and leave and communication allowances. Most of these incentives are provided to other district pastors, there are few which are not entitled to them like budget allowances.

Regarding the above statement is seems that many incentives used in motivating administrators are also provided to other district pastors. However there are other incentives such as budget allowances which are provided to the administrators only.  

Also according to the interview with Sabbath school director it was noted that “we are all workers in the Lord therefore we receive what is given to us as a gift from God, we do not depend much on the incentives to work since we are not working for money but for the Lord”.  This shows that despite of different incentives provided to directors and other pastors but they are working hard, knowing that they work for the Lord, this implies that they are not working in order to be paid but they are working hard for the Lord. 
Motivation of drivers and secretaries 

Drivers and secretaries in the South Nyanza Conference of SDA are working as assisting units and they are under administration department. Due to the fact that these two groups are not directors, they have their ways of motivation. 
In determining how drivers and secretaries working under administration department are motivated, the researcher used questionnaire to collect information’s from drivers and secretaries, the drivers and secretaries were asked various questions to rate how they are motivated. The rating was strongly agreed, disagree, agree and strongly disagree. The purpose for asking the questions were to see whether drivers and secretaries are motivates as other workers.  The result is presented in table 4.9.
Table 4.9 Drivers and secretaries motivation
	Motivation among drivers

	Ways of motivation
	Strongly Agree 
	Agree 
	Disagree 
	Strongly disagree 

	I was given permanent employment contract
	2 (100%)
	0.00
	0.00
	0.00

	I attended various work trainings
	2 (100%)
	0.00
	0.00
	0.00

	I undergone different travels (trips)
	2 (100%)
	0.00
	0.00
	0.00

	I was paid during these travels
	2 (100%)
	0.00
	0.00
	0.00

	I have been given a house to live
	2 (100%)
	0.00
	0.00
	0.00

	I receive medical assistance 
	2 (100%)
	0.00
	0.00
	0.00

	I receive education assistance 
	2 (100%)
	0.00
	0.00
	0.00

	Motivation among secretaries 
	

	Ways of motivation 
	Strongly Agree 
	Agree 
	Disagree 
	Strongly disagree 

	I was given permanent employment contract
	3 (100%)
	0.00
	0.00
	0.00

	I attended various work trainings
	3 (100%)
	0.00
	0.00
	0.00

	I have been given a house to live
	3 (100%)
	0.00
	0.00
	0.00

	I receive medical assistance 
	3 (100%)
	0.00
	0.00
	0.00

	I receive education assistance 
	3 (100%)
	0.00
	0.00
	0.00

	I worked extra duty hours
	3 (100%)
	0.00
	0.00
	0.00

	I was paid overtime 
	0.00
	0.00
	3 (100%)
	0.00


Source: Field data, 2017 
The findings above indicates that both drivers and secretaries are entitled to  permanent employment contract, various work trainings, education assistance , medical assistance  and a house to live this was strongly agreed by 2 (100%) of the drivers and 3 (100%) of the secretaries. Although both drivers and secretaries are entitled to the mentioned incentives but the drivers undergone various trips and they are paid for each trip. However the secretaries are working overtime they are not paid overtime pay.  
4. 3 Motivation and its influences on employees’ work performance in South Nyanza conference of SDA church

In assessing wheatear motivation influences on employees’ work performance in South Nyanza conference of SDA church the researcher used questionnaire to collect information’s from pastors, teachers, administrators, drivers, doctors, nurses and health attendants. The respondents were asked various questions to see whether the motivation provided influences work performance. The purpose for asking the questions was to see whether motivation provided to the pastors, teachers, administrators, drivers, doctors, nurses and health attendants improves work performance.  The result is presented in table 4.10
Table 4.10 Motivation and its influences on employees’ work performance
	Variable 
	Sub-variable
	Frequency
	Percentages

	Is the working environment motivate you work hard and improve performance?
	Yes 

No
	60
26
	69.8

80.2

	Is the job security motivating you to be committed, work hard and attain employee performance?
	Yes 

No 
	86
0.0
	100
0.00

	Is the salary payment motivating you to work hard and improve employee performance?
	Yes 

No 
	66
20
	76.7
23.3

	Is the training received motivating you to work hard?
	Yes 

No 
	50
36
	58.1
41.9

	Are the rewards provided by the organization motivating hard working?
	Yes 

No 
	80
6
	93
7

	Is the appreciation provided by the organization motivating you to work hard and improve performance?
	Yes 

No 
	52

21
	60.5
24.1

	In your own view do you think motivation provided helps to improve organization performance? 
	Yes 

No 
	79
7
	91.9
8.1

	Is the house given to you motivates you to work hard and improve performance?
	Yes 

No 
	86
0.0
	100
0.0

	Is the education and medical assistance provided by the organization motivates to work hard and improve work performance?
	Yes 

No 
	86

0.0
	100

0.0

	Is the communication allowances provided motivates you work hard and attain employee performance?
	Yes 

No 
	20

6
	23.3

7

	Is the utility allowances provided motivates you work hard and improve performance?
	Yes 

No 
	23

3
	26.7

3.5

	Is the travel allowances provided motivates you work hard and improve performance?
	Yes 

No 
	21

7
	24.4

8.1


Source, Field data 2017
The findings revealed working environment motivates works to work hard and improve performance. This was agreed by 69.8% this could be due to the nature of the house offered since all respondents agreed that they are offered house to live. The finding further revealed that job security motivates workers to be committed, work hard and attain employee performance this was agreed by all respondents 86 (100%) this is because all respondents are in permanent employment contract, See table 4.10.

The findings further shows that more than half 66(76.7%) respondents agreed that salary payment motivates hard working hence employee performance. However few respondents about 20(23.3%) disagreed that salary do not motivate them work hard, this implies that there could be other motivating tools other than salary payments. Training and reward were also motivating tools to workers as they helped them work hard and attain employee performance. This was agreed by 50 (58.1%) and 80 (93%) respectively. See table 4.10 

The findings also revealed that education and medical assistance motivated workers to work hard and attain organization performance. This was agreed by 86 (100%) respondents. This is because education and medical allowances are provided to all workers in SNC of SDA church. It was further revealed by all respondents 86 (100%) that house provided motivated workers to work hard and attain employee performance. 
Although in other questions of whether communication allowances, utility allowances and travel allowances motivates hard working and improves employee performance, few respondents agreed that they are motivated by communication allowances, utility allowances and travel allowances these are 23.3%, 26.7% and 24.4% respectively.  Little number could be due to the fact that, these ways of motivation are provided to pastors only. Basing on the small number of the pastors and directors it seems that these ways also motivates employees work hard and attain organization performance. 
4.4 Relationship between motivation and work performance in South Nyanza conference of SDA church
In order to assess the relationship between motivations and work performance both correlation and regression analysis were conducted. 

Correlation analysis 

In correlation analysis chi-square test was conducted between different ways of motivation and work performance. The Present study hypothesized the association between different ways of motivation and work performance among SNC workers.  The relation of dependent variables to different ways of motivation was examined using chi-square test,   independent variables related to dependent variables with p-value (≤0.05) this indicates strong association between variables and if a large p-value was (> 0.05) indicated weak or no association between variables. Results from chi-square test are presented on table 4.1
Table 4.11 Relationship between motivation and work performance
	Variable
	Sub variable 
	N
	Work performance
	No work performance
	P-value

	Is house provided helps improve work performance?
	Yes 
	86
	77
	7
	0.016

	 
	No 
	2
	0
	2
	 

	Is education l assistance provided by the organization improves work performance?
	Yes 
	80
	74
	6
	0.00

	 
	No
	6
	2
	4
	 

	Is medical assistance provided by the organization improves work performance
	Yes 
	63
	56
	7
	0.003

	 
	No  
	23
	8
	15
	 

	Does the rewards provided helps to improve employee performance 
	Yes 
	84
	80
	4
	0.001

	 
	No 
	2
	0
	2
	 

	Is the nature of contract motivates you improve employee performance 
	Yes 
	36
	11
	25
	0.002

	 
	No 
	50
	31
	19
	 

	Is the salary payment helps you improve employee performance
	Yes 
	36
	5
	31
	0.381

	 
	No  
	50
	4
	46
	 

	Are the trainings and seminar provides helps improve work performance? 
	Yes 
	8
	3
	5
	0.004

	 
	No  
	78
	38
	40
	 

	Is travel allowances provided helps to improve employee performance? 
	Yes 

	37

	6
	31
	0.381

	 
	No  


	49
	3
	46
	 

	Are communication and utility allowances provided helps improve employee performance? 
	Yes  


	16
	2
	14
	0.549

	 
	No  
	70
	7
	63
	 


The researcher found strong association between motivation of house provided to workers and work performance where p-value was 0.016. The study further found strong association between education assistance and work performance where p-value was 0.00. The strong association was also found between medical assistance and work performance, the p-value found was 0.003. There was also strong association between rewards provided, contract basis and work performance the p-value was 0.001 and 0.002 respectively strong association was also found between training and seminars provided and work performance p-value was 0.004
Table 4.11 presents weak association between salary provided and work performance p-value was 0.381. There was also no association between communication and utility allowances and travel allowances with work performance the p-value was 0.549 and 0.381 respectively. 

Regarding the findings there is strong relationship between house provided to workers, education allowances, medical allowances, rewards provided, contract given to worker, seminar and trainings and work performance. Whereas there is weak association between salary provided, communication and utility allowances, travel allowances and work performance. 
Regression Analysis 
The study conducted multiple linear regression analysis to determine the relationship between independent (motivation) variables and the dependent variable (work performance). The regression model was as follows: Y= β0+ β1X1+β2X2+ β3X3+β4X4+α

Where: Y is the dependent variable (work performance), β0 is the regression coefficient/constant/Y-intercept, β1, β2, β3, β4, are the slopes of the regression equation, 

X1is Houses provided
X2 is Medical support provided 

X3 is Educational assistance  

X4 is Trainings conducted  
Where 

V106   -   There is employee performance in SNC organization?

V204    -   The Houses are provided to all staff.

V304   - There is provision of medical assistance into pastors.
V404 -    There is educational assistance among pastors children’s
V504 –There are various trainings conducted on how to perform different activities. .
Table 4.15 Model Summary
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.670a
	.449
	.367
	.267
	.449
	5.496
	4
	27
	.002

	a. Predictors: (Constant), v204, v404, v304, v504

	b. Dependent Variable: (106) there is work performance in SNC of SDA


The four independent variables that were studied, explain 37% of the work performance as represented by the adjusted R Square. Therefore it means that other motivation factors that influence the work performance are not studied in this research that contribute 63% of the work performance in the organization.

Table 4.16 ANOVA
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	1.571
	4
	.393
	5.496
	.002b

	
	Residual
	1.929
	27
	.071
	
	

	
	Total
	3.500
	31
	
	
	

	a. Dependent Variable: (106) there is effectiveness work performance

	b. Predictors: (Constant), v204, v404, v304, v504


Results obtained shows that DV (work performance) explained by IVS (Houses provided, Medical support provided, Educational assistance, Trainings conducted) by 37% which is very good (R-square adjusted = 37%), and the overall relationship was significant (F = 5.496, p 0.002, p< 0.05).  With other variables held constant, work performance were positively related to Houses provided, Medical support provided, Educational assistance, Trainings conducted. The results show that work performance was increasing by 0.300 houses provided by 0.078, medical assistance by 0.085, education assistance by 0.080 and 0.227 for trainings conducted.  
Table 4.17 Coefficients

	Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Correlations
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Zero-order
	Partial
	Part
	Tolerance
	VIF

	1
	(Constant)
	.300
	.200
	
	1.501
	.145
	
	
	
	
	

	
	v404
	.078
	.061
	.194
	1.278
	.212
	.361
	.239
	.183
	.883
	1.132

	
	v304
	.085
	.082
	.156
	1.035
	.310
	.349
	.195
	.148
	.895
	1.117

	
	v504
	.080
	.081
	.169
	.992
	.330
	.475
	.187
	.142
	.700
	1.429

	
	v204
	.227
	.091
	.419
	2.506
	.019
	.582
	.434
	.358
	.730
	1.370

	a. Dependent Variable: (106) there is work performance in SNC of SDA


From the regression analysis above we can concludes that, there is a positive relationship between motivation and work performance. From the findings, a unit increase in houses provided will lead to a 0.078 increase in the work performance effective. It also shows that, there is a positive relationship between the houses provided and work performance. Management. From the findings, a unit increase in medical insurances provided will lead to a 0.227 increase in work performance. Also variable found no having multicollinearity Problem VIF value found to be high than 0.1 r >0.1.for all hypothesis tested.

 However From this study, there is a positive relationship between education assistance given to pastors and work performance. From the findings, a unit increase in education assistance provided will lead to a 0.080 increase in the work performance. The findings also indicated that work performance depend much on the various factors such as education assistance, medical assistance, training and houses provided. 
CHAPTER FIVE

DISCUSSIONS OF THE FINDINGS
5.1 Introduction 

This chapter presents discussion of the findings presented in chapter four; the discussion mainly focuses in specific objectives which were to determine how motivation is conducted in different department in South Nyanza conference of SDA church and whether workers are motivated, to determine how motivation influences employees’ performance in different department in South Nyanza conference of SDA church and to assess the relationship between motivation and work performance in South Nyanza conference of SDA church. 
5.2 Characteristics of respondents 

As it is presented in chapter four the researcher found that education level, work location, job description and work experiences had a direct impact on motivating workers in South SNC of SDA church as it was stated by (Waweru, 2001) that there are different factors which encourage and motivate workers, take part in planning and improve employee performance. (Gupter, 2004) further stated that Social-economic factors play significant role in shaping motivating to employees. Factors like education level, work location, job description and work experiences may influence motivation either positively or negatively, these factors are discussed in details below: 

Work location and motivation
As it provided in chapter four more respondents about 87.2 are living in rural areas, this indicates that the working environment for this group of people may not be conducive due to various challenges facing rural areas in Tanzania. There might not be electric power in some of the areas, roads might be poor, access to schools and hospitals might be difficult. All these factors might influence motivation of workers negatively since employees working under these environments may not be motivated due to the nature of the environment. Various studies have found that there is a relationship between working environment and motivation. (Spivack, 2016) conducted the study on work location and work location he observed that, workers located in poor environment and remote areas had low performance compared to the workers who were located in good working environment. In the current study work environment affected workers since most of them were working in rural areas despite the fact that they were given houses to live. 

Education level and motivation
As it is provided in chapter four more respondents for SNC of SDA had attained degree education level few had attained postgraduate education. This indicates that more respondents had knowledge on how they are supposed to be motivated, the higher education in the area has led more awareness on motivation. This study corresponds to the study by (Singh, 2012) who conducted the study on motivation and education level; the study found that people’s level of education influenced their ways of motivation. Also in the current study as most of the workers had degree, diploma and certificate it is expected that their level of motivation to be higher. 
4.2 How motivation is conducted in different department in South Nyanza conference of SDA church 

As it is provided in chapter four each department in SNC of SDA has its own way of motivating workers however there are similar ways used to motivate workers in all department these are giving houses to workers, education assistance and medical assistance. Motivation in each department is discussed below;

Education department 

As it is provided in chapter four different ways are used in motivating teachers in SNC of SDA. The ways used in motivating teachers are education assistance to the children, medical assistance, house to teachers, training, appreciation letters, seminars, leave, exam supervision, promotion, and transfers with pay, leave pay, rewards, professional allowances, appointments, utility allowances and certificate of performance.  The education allowance is provided in order to help teachers take their children go to school, while medical assistance is provided to help teachers be able to have access to health facilities, in both education and medical assistance are provided to the teacher, his wife/husband and four children. Every teacher is also entitled to leave, professional allowances and a house to live. The trainings and seminars are provided in order to help teachers overcome various teaching challenges are be competent in classes. On the other side appointments, certificate of performance and appreciation letters are provided to the best performing teachers. 
Some of these motivation incentives are provided to all teachers while other are provided to the best performing teachers. The incentives provided to all teachers are education assistance, medical assistance, training, seminars, house to live and utility allowances while appreciation letters, appointments and certificate of performance are provided to the best performing workers. 
The findings corresponds to the study by (Winston, 2012) the study was about motivation to serve in faith-based non-profit churches in the USA it was found that, employee recognition, reward and the reinforcement of the right behavior, improved employee relationship and developing employee skills and other employee potentials could be used to motivate workers. These study findings are similar to the current study since in the current study the researcher found that recognition which is provided through certificate of performance, rewards and training which is conducted to raise skills are used to motivate the workers. 
 Also in the study by (Kasenga et al., 2014) on Staff motivation and welfare in Adventist health facilities in Malawi. The study found both motivating and de-motivating factors the motivating factors the motivating factors were spiritual development of the institutions and the working environment with long term positive outcomes for the staff together with their families. The de-motivating factors were the unfair treatment towards the staff by the management. The Specific areas were like working environment, houses, employee allowances, training and seminars, communication, and employee personal support were highly stated as the factors that poorly motivated the staff. 
As it was found in the study by (Winston, 2012) and (Kasenga et al., 2014) the current study also found similar results since education assistance to the children, medical assistance, house to teachers, training, appreciation letters, seminars, leave, exam supervision, promotion, and transfers with pay, leave pay, rewards, professional allowances, appointments, utility allowances and certificate of performance were found to be ways used to motivate workers. Therefore without these ways workers will be de-motivated. 
Despite of the various ways of motivation used to motivate teachers in SNC of SDA not all ways are provided different to all workers since other ways are provided to the best working teachers. However this could be seen as a negative way of motivating workers but it helps teachers to work hard and attain organizational goals since they understand that without working hard they will no longer receive some of the rewards
Health department 
As it was presented in chapter fourth different ways are used in motivating workers working under health department (doctors, nurses and health attendants). The ways used to motivate these workers are such as overtime pay, off duty, extra duty pay, on call allowances, job shift, houses, leave pay, seminars, trainings, overtime pay, promotion, shift during work, education assistance and, medical assistance. In health department some of the motivation incentives are provided basing on the education position and education status. For example a medical doctor receives higher incentives compared to the clinical assistance also a nurse receives higher incentives compared to the medical attendant. Despite the fact that some of the incentives are provided basing on the education status but medical and education assistance are similar to all workers. 
The current study corresponds to the study by (Kasenga et al., 2014) on Staff motivation and welfare in Adventist health facilities in Malawi. The study explored factors that motivate the staff at Adventist health institutions in Malawi in order to maximize their potential for work and also to improve their welfare. The motivating factors were spiritual development of the institutions and the working environment with long term positive outcomes for the staff together with their families. The de-motivating factors were the unfair treatment towards the staff by the management. The Specific areas were like working environment, houses, employee allowances, training and seminars, communication, and employee personal support were highly stated as the factors that poorly motivated the staff to stay at the health center. The current study also found similar results since education assistance to the children, medical assistance, house to teachers, training, appreciation letters, seminars, leave, exam supervision, promotion, and transfers with pay, leave pay, rewards, professional allowances, appointments, utility allowances and certificate of performance were found to be ways used to motivate workers. Therefore without these ways workers will be de-motivated. 
Also in the study by (Muze, 2014) on assessment of motivation and its impact on employee performance, it was found that employees working environment, recognition, promotion, leave pay and rewards were used to motivate workers. In this study the findings indicated that overtime pay, off duty, extra duty pay, on call allowances, job shift, houses, leave pay, seminars, trainings, overtime pay, promotion, shift during work, education assistance and, medical assistance are ways used to motivate doctors, nurses and health attendants. Also in the study area as it was indicated in the study by Muze employees working environment, recognition, promotion, leave pay and rewards were also used to motivated workers. 
Motivation in ministerial association and administration departments 
As it provided in chapter four ministerial association departments is made up of pastors while administration departments is made up of pastors who are directors of different departments such as youths, ministerial association, Sabbath school, women, health, education, religious liberty, stewardship, communication and publishing. Administration also includes the office of the president of South Nyanza conference of SDA, office of the general secretary of South Nyanza Conference of SDA and office of the treasury of South Nyanza Conference of SDA. There are also assisting units including drivers and secretaries.  

Like any other department in SNC of SDA the department of ministerial association and the department of administration have various ways of motivating pastors these ways are similar however there are also ways which are in the department of administration while and they are not found in the department of ministerial association. The similar ways used in motivating workers in the department of ministerial association and administration are giving house to every pastor, education assistance, medical assistance, training and seminars, communication allowances, utility allowances, travel expenses and leave. The different found in the administration department only are books and equipment allowances and home owners allowances which is provided to the administrators who own houses.

The communication allowances is provided in order to help pastors communicate with church elders in different churches who belong within their areas of jurisdiction called district, pastors can also communicated with SNC office official. On the other side utility allowances is provided to help pastors have energy such as gas and fuel while travel allowances is provided to help pastors move from one church to another within their areas of jurisdiction. 

The current study is similar to the study by (Porter et al., 2011) who conducted the study on from a Christian perspective; in this study it was found that working environment, rewards and trainings can be used to motivate workers. The study is also similar to the study by (Kasenga et al., 2014) on Staff motivation and welfare in Adventist health facilities in Malawi had the aim of exploring factors that motivate the staff at Adventist health institutions in Malawi in order to maximize their potential for work and also to improve their welfare. The study found the motivating factors were spiritual development of the institutions and the working environment with long term positive outcomes for the staff together with their families. The de-motivating factors were the unfair treatment towards the staff by the management. The Specific areas were like working environment, houses, employee allowances, training and seminars, communication, and employee personal support were highly stated as the factors that poorly motivated the staff to stay at the health center Also, matters related to loose of purpose. Similar ways of motivation as it was found in the study by (Porter et al., 2011) and (Kasenga et al., 2014) were also found in the current study. The ways were such houses, employee allowances, training and seminars and communication allowances. These ways of motivation was also found to the current study. 
4.3 Motivation and its influences employees’ performance 

As it is provided in chapter four it was found that different ways used in motivation influenced employee performance. 
The findings revealed that working environment motivates workers to work hard and improve performance. This was possible since workers working in al department in SNC of SDA were offered good house to live, this motivated them to work hard and attain organizational goals hence performance. The current study finding corresponds to the study findings by (Winston, 2012) on motivation to serve in faith-based non-profit churches in the USA. Winston concluded that the following criteria may be used to motivate employees and may prove to be a success. These criteria involved a provision for a positive working environment, employee recognition, rewarding and the reinforcement of the right behavior, improved employee relationship and developing employee skills and other employee potentials. As it was found in this study the current study also found that positive environment motivates employee work hard and attain organization goals. 
The finding in chapter four further revealed that job security and salary payment motivated workers to be committed to work hard and attain employee performance. This was because all respondents were offered permanent employment contract and good salaries. Therefore they were free to work hard understanding that they get salary in the end of every months, they also believed that they might stay in SNC of SDA in the organization in the rest of their lives. These findings correspond to the findings by (Swalehe, 2015) who conducted the study on impact of employee motivation on work performance. The study found that permanent contract and good salary to workers in an organization has a significant influence on the workers performance. This is in line with equity theory which emphasizes that fairness in the remuneration package tends to produce higher performance from workers. Therefore permanent contracts and good remuneration influenced work performance in SNC of SDA church. 
The findings in chapter four further found that training and reward were also motivating tools to workers as they helped them work hard and attain employee performance. This was agreed by 50 (58.1%) and 80 (93%) respectively. this  is because SNC of SDA provide rewards basing on the best performing employees therefore all employees work hard in order to receive the reward hence employee performance. The current study is similar to the study by (Swalehe, 2015) who found that good working condition, promotion, training and rewards will enable employees to attract, motivate, retain and satisfy their employee’s hence employee performance. The current study also corresponds to the study by (Rutachururwa, 2013) on contribution of employee’s motivation on employee performance. The study found that motivated employees’ play an important contribution in increasing high productivity and profitability, reduce labor turnover and absenteeism and increase morale of work. Also the study revealed that, good incentives schemes, good welfare schemes, good environment condition and job enlargement are the factors influencing employees’ motivation. 
Education, medical assistance and house given motivated workers to work hard and attain organization performance. This was agreed by 86 (100%) respondents. This is due to the fact that if an employee is assured a place to live, a medical assistance and education assistance for the children, it can be possible for him to work hard since he/she will no longer be troubled where to live, she/she will be sure that the children will go to school and get treated when they fall sick. 
Findings in chapter four also shown that communication allowances, utility allowances and travel allowances motivated workers to work hard and improved employee performance, the findings corresponds to the findings by (Sarpong, 2016) on effects of motivation on performance of employees. The study found that indeed there is a relationship between motivation and performance and aside the known fact that money is the key amongst the motivational factors to employees, it was realized that employees are gradually becoming particular about trust, respect and high expectation, recognition and appreciation and good working environment. The current study also revealed that different allowances provided in form of money motivated workers to work hard and attain organizational goals. 
Despite of the fact that SNC of SDA motivates its workers in order to improve performance but the researcher also found that there is motivation among workers themselves since most of them believed that they do not work for man they work for almighty God who gives them strengths, life and breaths. Therefore it was found that there are different ways used in motivating workers but still works work hard knowing that they will be rewarded heaven when Jesus comes back at the second time. 
4.4 Relationship between motivation and work performance in South Nyanza conference of SDA church
As it is provided in chapter four strong associations was found between motivation of house provided to workers and work performance and p-value was less than 0.005. This could be due to the fact that workers were assured a house to live hence they worked hard since the house was a motivation to them. The finding corresponds to the findings by (Njambi, 2014) on factors influencing employee motivation and its impact on performance. The study found that work condition, work environment, fringe benefits and pay was related to work performance. Also in the current study good house provided to workers improved their work environment and condition hence works performance. 
The study also found strong association between education assistance and work performance where p-value was 0.00. The strong association was also found between medical assistance and work performance, the p-value found was 0.003. This implies that education and medical assistance provided to workers in SNC of SDA influenced work performance. This could be due to the fact that workers had assurances that their children will be taken to good schools and get treated when they fall sick; hence reducing this burden to them motivated workers to work hard hence work performance. The current findings are similar to the findings by (Ngima & Kyongo, 2013) on contribution of motivational management to work performance, the study found that stress free environment with assurances of rewards and assistance money, education and medical indicates high performance. Also in the current study education and medical assistance created stress free environment among workers and the performance was high. 
Strong association was also found between rewards provided, contract basis, training and seminar and work performance the p-value was 0.001, 0.002 and 0.004 respectively. This implies that workers were satisfied with the rewards, training and permanent contract given to them as the result they worked hard in order to attain employee performance. In the study by (Sarpong, 2016) on effects of motivation on performance of employees, it was found that indeed there is a relationship between motivation and performance and aside the known fact that money is the key amongst the motivational factors to employees, it was realized that employees are gradually becoming particular about trust, respect and high expectation, recognition and appreciation and good working environment. Also in the study by (Swalehe, 2015) who conducted the study on impact of employee motivation on work performance. The study found that permanent contract, rewards and good salary to workers in an organization has a significant influence on the workers performance.
Despite of the strong association between various ways of motivation and work performance the findings in chapter four presents weak association between salaries, communication allowances, travel allowances and work performance p-value was 0.381, 0.549 and 0.381 respectively. This could be due to the reasons that some workers might not be satisfied with the salary provided. However the communication and travel allowances was provided to the pastors and administrators only other workers had no access to these allowances therefore the allowances influenced pastors performance only. Regarding the findings there is strong relationship between house provided to workers, education allowances, medical allowances, rewards provided, contract given to worker, seminar and trainings and work performance. Whereas there is weak association between salary provided, communication and utility allowances, travel allowances and work performance. 

From the regression analysis above we can concludes that, there is a positive relationship between motivation and work performance. From the findings, a unit increase in houses provided will lead to a 0.078 increase in the work performance effective. It also shows that, there is a positive relationship between the houses provided and work performance. Management. From the findings, a unit increase in medical insurances provided will lead to a 0.227 increase in work performance. Also variable found no having multicollinearity Problem VIF value found to be high than 0.1 r >0.1.for all hypothesis tested.

 However From this study, there is a positive relationship between education assistance given to pastors and work performance. From the findings, a unit increase in education assistance provided will lead to a 0.080 increase in the work performance. The findings also indicated that work performance depend much on the various factors such as education assistance, medical assistance, training and houses provided. 

CHAPTER SIX 
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
6.1 Introduction 

This chapter presents the research summary, conclusion, advices and recommendation by which societies, different people, countries, actors and research consumers should work upon. Also the research need improvement according to the changes occurs in society, so conclusion, advices and recommendation can give chance for improvement.
6.2 Summary 

This study examined assessment on the contribution of motivation on employee performance in church organizations: A case of south Nyanza Conference of SDA church. In more specific way it focused on determining how motivation is conducted in different department in South Nyanza conference of SDA church and whether workers are motivated, to determine how motivation influences employees’ performance in different department in South Nyanza conference of SDA church and to assess the relationship between motivation and work performance in South Nyanza conference of SDA church. 

The study used a case study design, a total of 86 respondents were sampled for this study, and they included 5 key informants, 26 pastors, 30 teachers, 2 drivers, 3 secretaries, 2 doctors and 18 nurses and health attendants. Purposive sampling was used to select key informants, simple random sampling was used to select pastors, nurses, doctors, drivers and secretaries. Primary data were collected through interviews and questionnaire while secondary data were collected through documentary reviews. Qualitative method was used to analyze the in depth interviews. Questionnaires were entered into MS-Excel analysed using SPSS computer software, descriptive statistics such as frequencies and percentages were determined and the information was presented in form of tables. 
The study found various ways used in motivating workers in each department as follows. In education department teachers are motivated through given education assistance to the children, medical assistance, house to teachers, training, appreciation letters, seminars , leave , exam supervision , promotion , transfers with pay, leave pay, rewards , professional allowances, appointments, utility allowances and certificate of performance. In health department there is overtime pay, off duty allowances, extra duty pay, on call allowances, job shift, houses, leave pay, seminars, trainings, promoted to medical in charge, shift during work, education assistance and, medical assistance. In ministerial association department they are given house to live, education assistance, medical assistance, training and seminars, communication allowances, utility allowances, travel expenses and leave and in administration department they are given house to live, education assistance, medical assistance, training and seminars, communication allowances, utility allowances, travel expenses and leave, budget allowances, books and home owner’s allowances. 
The findings further revealed that communication allowances, utility allowances and travel allowances, job security, salary payment, training, rewards, education assistance, medical assistance and working environment influenced hard working and employee performance. 

Strong association was found between house provided to workers, education allowances, medical allowances, rewards provided, contract given to worker, seminar and trainings and work performance. Whereas there is weak association between salary provided, communication and utility allowances, travel allowances and work performance. 

6.3 Conclusion 

Basing on present study findings it is concluded that ways of motivation workers in SNC of SDA differs in each department however there are some of the ways used in all department these are provision of house to live, medical assistance, education assistance, permanent contracts, provision of trainings and seminar and salary. However the ways used in motivating workers in each department are as follows. In education department teachers are motivated through appreciation letters, seminars, leave, exam supervision, promotion, and transfers with pay, leave pay, rewards, professional allowances, appointments, utility allowances and certificate of performance. In health department there is overtime pay, off duty allowances, extra duty pay, on call allowances, job shift, houses, leave pay, promotion, shift during work. In ministerial association department they are given communication allowances, utility allowances, travel expenses and leave and in administration department they are given house to live, communication allowances, utility allowances, travel expenses and leave, budget allowances, books and home owner’s allowances. 

Employee performance was influenced by various ways of motivation provided which were communication allowances, utility allowances and travel allowances, job security, salary payment, training, rewards, education assistance, medical assistance and working environment 
There was strong association between house provided to workers, education allowances, medical allowances, rewards provided, contract given to worker, seminar and trainings and work performance. Whereas there is weak association between salary provided, communication and utility allowances, travel allowances and work performance.  

6.4 Recommendations 
In regard to the findings of this study  as it provides evidence of motivation and its impact on work performance in church organization it is consequently recommended for 100% of the SNC should improve accessibility of the working policy in order for its employees to be better informed of their benefits, there is a need for SNC to ensure that the working policy is made practical because the respondents had a little understanding of the organisation practices, the SNC should put in place some mechanisms of rewarding and recognising good performance. This should be based on clear criteria agreed upon, the SNC should reduce the gap between workers and their supervisors so as to get feedback of how well the work can be done, the SNC should invest on improving more working skills in order to create a sense of personal motivation, the SNC should also provide feedback on how the workers are working in order to make practical the organizational motivational practices. The Church should also make sure all motivation opportunities are given equally to all employees in order to enhance performance of all workers.
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APPENDICES
APPENDIX 1: INTERVIEW GUIDE
INTERVIEW GUIDE FOR DIRECTORS OF DIFFERENT DEPARTMENTS
Dear respondents, 

My name is Mwita James Machage, a student of Open University of Tanzania pursuing Master of Human Resource Management. Here in is a list of questions intended to collect information on the “Assessment on The Contribution of Motivation on Employee Performance In Church Organizations: A Case Of South Nyanza Conference Of SDA Church” purposely for academic uses only and not otherwise. You are kindly requested to give the relevant particulars/details in the questionnaire. I assure you maximum confidentiality and appreciation upon your contribution on this regard towards the fulfillment of this purpose. (Please return this questionnaire to who provided before the date stated above).
1. Education level 

2. Department

3. Years of working experience
4. Work location

5. Job description 
6. Professional merit 
7. What are the ways used to motivate employee in your department?

APPENDIX 2: Questionnaire for Workers in education department 

Dear respondents, 

My name is Mwita James Machage, a student of Open University of Tanzania pursuing Master of Human Resource Management. Here in is a list of questions intended to collect information on the “Assessment on The Contribution of Motivation on Employee Performance In Church Organizations: A Case Of South Nyanza Conference Of SDA Church” purposely for academic uses only and not otherwise. You are kindly requested to give the relevant particulars/details in the questionnaire. I assure you maximum confidentiality and appreciation upon your contribution on this regard towards the fulfillment of this purpose. (Please return this questionnaire to who provided before the date stated above).
	A
	Background Information’s

	No
	Questions 
	Responses 

	1
	What is your work experiences (in years)
	.....................................

	2
	What is your education level 
	1.Certificate 

2.Diploma

3.Degree

4.Masters and above

	3
	Job description
	1.Teacher

2. Others please mention................................

	4
	Work station
	1.Rural areas

2.Urban areas

	B
	Motivation in education department

	5
	Are you given house to live? 
	0. No
1. Yes

	6
	Is the house is good and attractive? 
	0. No

1. Yes

	6
	Which employment contract do you have? 
	1. Permanent and pensionable
2. Temporary contract

	7
	Do you get compensation when got injury?
	0. No

1. Yes

	8
	Do you get education assistance?
	0. No

1. Yes

	9
	Do you get medical assistance?
	0. No

1. Yes

	10
	Are you paid monthly salary
	0. No

1. Yes

	11
	Have you ever been promoted
	0. No

1. Yes

	12
	Have you ever been rewarded?
	0. No

1. Yes

	13
	Are you given travel allowances during travel?
	0. No

1. Yes

	14
	Have you ever undergone training?
	0. No

1. Yes

	15
	Have you ever received money as the result best performance?
	0. No

1. Yes

	16
	Have you received certificate of appreciation?
	0. No

1. Yes

	17
	Have you ever been appointed to supervise exams?
	0. No

1. Yes

	18
	Have you ever attended any seminar?
	0. No

1. Yes

	19
	Have you ever been given leave?
	0. No

1. Yes

	20 
	Were you paid during the leave?
	0. No

1. Yes

	21
	Have you ever been transferred into another work station?
	0. No

1. Yes

	22
	If yes in 21 above were you paid during transfers? 
	0. No

1. Yes

	23
	Have you ever been given utility allowances?
	0. No

1. Yes

	24
	Have you ever been appointed into any position?
	0. No

1. Yes

	25
	If yes in 24 please mention the position? 
	..............................................

	C
	Motivation and its influence on employee performance 

	26
	Is the working environment motivate you work hard and improve performance?
	0. No

1. Yes

	27
	Is the job security motivating you to be committed, work hard and attain employee performance?
	0. No

1. Yes

	28
	Is the salary payment motivating you to work hard and improve employee performance?
	0. No

1. Yes

	29
	Is the training received motivating you to work hard?
	0. No

1. Yes

	30
	Are the rewards provided by the organization motivating hard working?
	0. No

1. Yes

	31
	Is the appreciation provided by the organization motivating you to work hard and improve performance?
	0. No

1. Yes

	32
	In your own view do you think motivation provided helps to improve organization performance? 
	0. No

1. Yes

	33
	Is the house given to you motivates you to work hard and improve performance?
	0. No

1. Yes

	34
	Is the education and medical assistance provided by the organization motivates to work hard and improve work performance?
	0. No

1. Yes

	35
	Is the communication allowances provided motivates you work hard and attain employee performance?
	0. No

1. Yes

	36
	Is the utility allowances provided motivates you work hard and improve performance?
	0. No

1. Yes

	37
	Is the travel allowances provided motivates you work hard and improve performance?
	0. No

1. Yes


APPENDIX 3: Questionnaire for Workers in Health department 

Dear respondents, 

My name is Mwita James Machage, a student of Open University of Tanzania pursuing Master of Human Resource Management. Here in is a list of questions intended to collect information on the “Assessment on The Contribution of Motivation on Employee Performance In Church Organizations: A Case Of South Nyanza Conference Of SDA Church” purposely for academic uses only and not otherwise. You are kindly requested to give the relevant particulars/details in the questionnaire. I assure you maximum confidentiality and appreciation upon your contribution on this regard towards the fulfillment of this purpose. (Please return this questionnaire to who provided before the date stated above).
	A
	Background Information’s

	No
	Questions 
	Responses 

	1
	What is your work experiences (in years)
	.....................................

	2
	What is your education level 
	1.Certificate 

2.Diploma

3.Degree

4.Masters and above

	3
	Job description
	1.Teacher

2. Others please mention................................

	4
	Work station
	1.Rural areas

2.Urban areas

	B
	Motivation in education department

	5
	Are you given house to live? 
	0. No

1. Yes

	6
	Is the house is good and attractive? 
	0. No

1. Yes

	7
	Which employment contract do you have? 
	1. Permanent and pensionable

2. Temporary contract

	8
	Do you get education assistance?
	0. No

1. Yes

	9
	Do you get medical assistance?
	0. No

1. Yes

	10
	Are you paid monthly salary
	0. No

1. Yes

	11
	Have you ever been promoted
	0. No

1. Yes

	12
	Have you ever worked overtime?
	0. No

1. Yes

	13
	Were you paid overtime work?
	0. No

1. Yes

	14
	Have you ever undergone training?
	0. No

1. Yes

	15
	Have you ever been called to work during off hours?
	0. No

1. Yes

	16
	Were you paid on call allowances?
	0. No

1. Yes

	17
	Have you ever been appointed to supervise exams?
	0. No

1. Yes

	18
	Have you ever done job shift?
	0. No

1. Yes

	19
	Were you paid the job shift allowances-?
	0. No

1. Yes

	20 
	Were you paid during the leave?
	0. No

1. Yes

	C
	Motivation and its influence on employee performance 

	21
	Is the working environment motivate you work hard and improve performance?
	0. No

1. Yes

	22
	Is the job security motivating you to be committed, work hard and attain employee performance?
	0. No

1. Yes

	23
	Is the salary payment motivating you to work hard and improve employee performance?
	0. No

1. Yes

	24
	Is the training received motivating you to work hard?
	0. No

1. Yes

	25
	Are the rewards provided by the organization motivating hard working?
	0. No

1. Yes

	26
	Is the appreciation provided by the organization motivating you to work hard and improve performance?
	0. No

1. Yes

	27
	In your own view do you think motivation provided helps to improve organization performance? 
	0. No

1. Yes

	28
	Is the house given to you motivates you to work hard and improve performance?
	0. No

1. Yes

	29
	Is the education and medical assistance provided by the organization motivates to work hard and improve work performance?
	0. No

1. Yes

	30
	Is the communication allowances provided motivates you work hard and attain employee performance?
	0. No

1. Yes

	31
	Is the utility allowances provided motivates you work hard and improve performance?
	0. No

1. Yes

	32
	Is the travel allowances provided motivates you work hard and improve performance?
	0. No

1. Yes


APPENDIX 4: Questionnaire for Workers in ministerial communication department 

Dear respondents, 

My name is Mwita James Machage, a student of Open University of Tanzania pursuing Master of Human Resource Management. Here in is a list of questions intended to collect information on the “Assessment on The Contribution of Motivation on Employee Performance In Church Organizations: A Case Of South Nyanza Conference Of SDA Church” purposely for academic uses only and not otherwise. You are kindly requested to give the relevant particulars/details in the questionnaire. I assure you maximum confidentiality and appreciation upon your contribution on this regard towards the fulfillment of this purpose. (Please return this questionnaire to who provided before the date stated above).
	A
	Background Information’s

	No
	Questions 
	Responses 

	1
	What is your work experiences (in years)
	.....................................

	2
	What is your education level 
	1.Certificate 

2.Diploma

3.Degree

4.Masters and above

	3
	Job description
	1.Teacher

2. Others please mention................................

	4
	Work station
	1.Rural areas

2.Urban areas

	5
	What is your professional merit 
	1. Ordained pastor

2. Certificate pastor

	B
	Motivation in education department

	6
	Are you given house to live? 
	0. No

1. Yes

	7
	Is the house is good and attractive? 
	0. No

1. Yes

	8
	Which employment contract do you have? 
	1. Permanent and pensionable

2. Temporary contract

	9
	Do you get education assistance?
	0. No

1. Yes

	10
	Do you get medical assistance?
	0. No

1. Yes

	11
	Are you paid monthly salary
	0. No

1. Yes

	12
	Do you receive communication allowances?
	0. No

1. Yes

	13
	Have you ever undergone training?
	0. No

1. Yes

	14
	Have you ever received utility allowances?
	0. No

1. Yes

	15
	Have you ever received travel expenses?
	0. No

1. Yes

	16
	Do you attend various seminars?
	

	17
	Do you receive leave during time of emergency?
	

	C
	Motivation and its influence on employee performance 

	18
	Is the working environment motivate you work hard and improve performance?
	0. No

1. Yes

	19
	Is the job security motivating you to be committed, work hard and attain employee performance?
	0. No

1. Yes

	20
	Is the salary payment motivating you to work hard and improve employee performance?
	0. No

1. Yes

	21
	Is the training received motivating you to work hard?
	0. No

1. Yes

	22
	Are the rewards provided by the organization motivating hard working?
	0. No

1. Yes

	23
	Is the appreciation provided by the organization motivating you to work hard and improve performance?
	0. No

1. Yes

	24
	In your own view do you think motivation provided helps to improve organization performance? 
	0. No

1. Yes

	25
	Is the house given to you motivates you to work hard and improve performance?
	0. No

1. Yes

	26
	Is the education and medical assistance provided by the organization motivates to work hard and improve work performance?
	0. No

1. Yes

	27
	Is the communication allowances provided motivates you work hard and attain employee performance?
	0. No

1. Yes

	28
	Is the utility allowances provided motivates you work hard and improve performance?
	0. No

1. Yes

	29
	Is the travel allowances provided motivates you work hard and improve performance?
	0. No

1. Yes


APPENDIX 5: Questionnaire for Workers in administration department  

Dear respondents, 

My name is Mwita James Machage, a student of Open University of Tanzania pursuing Master of Human Resource Management. Here in is a list of questions intended to collect information on the “Assessment on The Contribution of Motivation on Employee Performance In Church Organizations: A Case Of South Nyanza Conference Of SDA Church” purposely for academic uses only and not otherwise. You are kindly requested to give the relevant particulars/details in the questionnaire. I assure you maximum confidentiality and appreciation upon your contribution on this regard towards the fulfillment of this purpose. (Please return this questionnaire to who provided before the date stated above).
	A
	Background Information’s

	No
	Questions 
	Responses 

	1
	What is your work experiences (in years)
	.....................................

	2
	What is your education level 
	1.Certificate 

2.Diploma

3.Degree

4.Masters and above

	3
	Job description
	1.Teacher

2. Others please mention................................

	4
	Work station
	1.Rural areas

2.Urban areas

	B
	Motivation in education department

	5
	Are you given house to live? 
	0. No

1. Yes

	6
	Is the house is good and attractive? 
	0. No

1. Yes

	7
	Which employment contract do you have? 
	1. Permanent and pensionable

2. Temporary contract

	8
	Do you get education assistance?
	0. No

1. Yes

	9
	Do you get medical assistance?
	0. No

1. Yes

	10
	Are you paid monthly salary
	0. No

1. Yes

	12
	Have you ever undergone training?
	0. No

1. Yes

	13
	Have you ever received utility allowances?
	0. No

1. Yes

	14
	Have you ever received travel expenses?
	0. No

1. Yes

	15
	Do you attend various seminars?
	

	16
	Do you receive leave during time of emergency?
	

	C
	Motivation and its influence on employee performance 

	17
	Is the working environment motivate you work hard and improve performance?
	0. No

1. Yes

	18
	Is the job security motivating you to be committed, work hard and attain employee performance?
	0. No

1. Yes

	19
	Is the salary payment motivating you to work hard and improve employee performance?
	0. No

1. Yes

	20
	Is the training received motivating you to work hard?
	0. No

1. Yes

	21
	Are the rewards provided by the organization motivating hard working?
	0. No

1. Yes

	22
	Is the appreciation provided by the organization motivating you to work hard and improve performance?
	0. No

1. Yes

	23
	In your own view do you think motivation provided helps to improve organization performance? 
	0. No

1. Yes

	24
	Is the house given to you motivates you to work hard and improve performance?
	0. No

1. Yes

	25
	Is the education and medical assistance provided by the organization motivates to work hard and improve work performance?
	0. No

1. Yes

	26
	Is the communication allowances provided motivates you work hard and attain employee performance?
	0. No

1. Yes

	27
	Is the utility allowances provided motivates you work hard and improve performance?
	0. No

1. Yes

	28
	Is the travel allowances provided motivates you work hard and improve performance?
	0. No

1. Yes


Moderators Variables 





Independent variables 





Education 


Health


Youth 


Children and women  


Publishing 


Stewardship 


Sabbath school 








Job Security


Working environment


Pay


Appreciation


Promotion


Training


Rewards 








Dependent Variable 





Work Performance 








3

