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ABSTRACT

Issues of motivating employees are crucial in the success of any organization. For employees to perform they need to be motivated. This study examined the influence of motivation on employees’ performance using some of the selected public health facilities in Mbeya region. The study employed 117 sample size. Qualitative data were collected using interview method while the quantitative data were collected using semi structured questionnaires. Qualitative data were analyzed using thematic analysis while the quantitative data were analyzed using descriptive and correlation methods. The study found that food allowance, security allowance, interpersonal relationship, recognition and promotion are preferred motivation strategies  to improve performance of healthcare workers’ in the region, Furthermore, the findings revealed that there is a positive relationship between motivation strategies and performance of healthcare workers in the region. Finally the study findings showed that some of the obstacles to the provisions of desired motivation strategies to health care workers are negligence of the officers responsible for employees motivation, limited knowledge from human resources officers and administrators as well as limited budget to implement the desired motivation strategies. The study recommends the President’s Office Regional Administration and Local Government Authorities (PO-RALG) and Regional Secretariat to ensure organizational policies in order to increase employees work morale and their level of performance. 
Keywords:  Motivation, Performance, Healthcare workers, Mbeya Region.
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CHAPTER ONE

INTRODUCTION

1.1 Overview

This section covers the introduction of the key concepts of this study. It furthermore provides a background of the subject matter, the statement of the problem, research objectives, research questions and significance of the study. Towards the end, the section provides a brief summary of the whole chapter.

1.2 Background of the Study

Generally, motivation can be defined as individual’s degree of willingness to exert and maintain an effort towards organizational goals. Different scholars have come with different definitions; according to Charted Institute of management of UK; motivation is the creation of stimuli, incentives and working environments that enable people to perform to the best of their ability (Charted Management Institute, 2012). The heart of motivation is to give people what they really want most from work. In return managers should expect more in the form of productivity, quality and service. 

Motivation is reported to be among the major factors that influence employee’s performance as well as organization performance. Motivation can be described as the direction and persistence of action (Mullins, 2005). It is concerned with why people choose a particular course of action in preference to others and why they continue with the chosen action. Employee recognition is a communication tool that reinforces and rewards the most important outcomes people create for your organization (Bowling, 2010; Mccarthy, et al., (2016). Globally, studies have reported that a well-planned, managed and motivated health workforce, with evidence-informed policies, is essential for health systems performance and for meeting the needs of today’s and future generations (Pallangyo, et al., 2010; Manzi et al, 2012; Rockers & Bärnighausen, 2013; Guan et al, 2016; Hanson et al, 2017; Henriksson, et al., 2017; Sirili, et al., 2018). 

Regionally, in the sub-Saharan Africa which is characterized by limited resources settings. The motivation of human resources for health workers is challenging and deficient in many countries, specifically in Low- and Middle-Income Countries (LMICs) and results in an array of problems such as high staff attrition, staff turnover and poor performance (Rockers & Bärnighausen, 2013; Sirili et al., 2018). In light of that settings the health sector in particular is highly affected based on the nature of services provided, clients, working environments and diversity of health work force. Motivation also reflects the interaction between health professionals and thl.oeir work environment (Henderson & Tulloch, 2008; Rockers & Bärnighausen, 2013; Sirili et al., 2018). 

In Tanzania, the country is striving towards Universal health coverage and Sustainable Development Goals (SDGs) as middle income country but with significant poverty level. This limited resources setting has an influence on how workers are motivated. Various studies conducted, specifically in the health sector have reported that motivation is a major facilitator toward attainment of universal health coverage (Bandiera, 2010; Sirili, et al., 2017, 2018, 2019; The United Republic of Tanzania Ministry of Health, Community Development , Gender, 2017; Universal Health Coverage Series: Tanzania, n.d.) This indicates that motivation can potentially affect the provision of health services; however, this important attribute of the workplace climate in public hospitals is not usually given serious attention. Well motivation packages to health worker are reported to have positive impact on the performance of employees indicating that motivation is very important object in improving health service delivery (Daneshkohan, et al., 2015). 

Tanzania is striving not only to scale up the number of available health staff, but also to improve performance by raising skill levels and enhancing provider motivation. Strong efforts such as Pay for Performance (P4P), Result Based Financing (RBF), and introduction of Open Performance Review Appraisal System have been made to improve the quality of health service delivery reflecting to the performance of health systems. However, progress is impeded by a number of challenges, especially in the area of human resources motivation in light of improving their performance. This particular study is geared to assess the influence of motivation on employees’ performance in public health facilities. 

The subject is of paramount importance as it is meant to highlight the motivational strategies to be used, show the relationship with employees’ performance and the coping mechanisms against the motivational strategies used to health workers in selected hospitals in Mbeya Rural Council. The study is conducted in Mbeya region so as to help the health care managers at regional and district level to be able to understand how their motivation strategies used now influence health workers’ performance. This will put them in a good position in designing of appropriate mechanisms of motivating their employees and improve their  performance in terms of quality service provision.
1.3 Statement of the Problem

Motivation of health workers has been a persisting problem in Low and Middle Income Countries (LMICs) including Tanzania (Rockers & Bärnighausen, 2013; Sirili et al., 2018, 2019). This has led to low productivity of the health workforce resulting to poor performance in the health systems. Various studies have shown that employees’ performance is very important object in today’s world of business, every organization public or private is competing in the market so as to be able to achieve competitive advantage as well as increasing organization productivity, in order for the organization to win the globe market or achieving Organization goals (Ioana, 2012; Bushiri Christabella, 2014).

The performance of health care employees at Mbeya region is poor compared to those working in other regions such as Arusha, Dar es Salaam and Mwanza (Herbst, 2015; Leonard, 2018; Leonard et al., 2007; Naburi et al., 2017; Orasa, 2014).Evidence is shown by the 2019 data that about 5.6% of health employees in public hospitals have quit their jobs and joined private  hospitals in the region and even In 2020 the situation got worse where by  8% of health employees resigned and joined private institutions (RMO’s Office-Mbeya). These statistics indicates that there are serious issues that affect the performance of health employees in  Mbeya region. 

One of the possible causes could be motivation strategies offered. Literature shows that whenever there is no motivation there is no performance (Chaubey, 2018; Falk, 2014; Fritzen, 2007; Güngör, 2011; Orasa, 2014; William, 2010). Poor employees performance is caused by lack of motivation, low salary levels , poor working conditions, workload, brain drain and migration and absence of Human Resource for Health policies (Agarwal et al., 2019; Heerdegen et al., 2020; Kapologwe et al., 2019; Nicholas, 2017; Universal Health Coverage Series: Tanzania, n.d.). 

In order to get rid of the motivation problem, the Tanzanian government together with other stakeholders have conducted a number of motivational initiatives such as funding based on scorecard indicators performance, Pay for Performance (P4P), Result Based Financing (RBF) and introduction of OPRAS to motivate health workforce and improve the performance of health systems in provision of health services in the country. However, there is   no significant effect that was revealed. Mbeya region has continued to experience labor turnover and the performance of the remaining staff isnot satisfying. Thus, this study intends to shed light on the existing gap by identifying the appropriate motivation strategies to improve health workers’ performance in Mbeya region. The study also intends to examine whether there is a significant relationship between relationship motivation and performance of health workers in Mbeya region and in lastly this study intends to reveal challenges that hinder the provision of the desired motivation to health workers in Mbeya region.

1.4 Research Objectives

This study is guided by the following objectives

1.4.1 General Objective

The general objective of the study was to examine the influence of motivation on employees’ performance at selected Public Health Facilities in Mbeya Region.

1.4.2 Specific Objectives

i. To determine the preferred motivation strategies to improve performance of healthcare workers in Mbeya region.

ii. To examine the relationship between motivation and performance of healthcare workers in Mbeya region.

iii. To assess challenges hindering the provision of the desired motivation strategies to healthcare workers in Mbeya region.

1.5 Research Questions

i. What are the preferred motivation strategies to improve the performance of healthcare workers in the Mbeya region?

ii. Is there any significant relationship between motivation and performance of Healthcare workers’ in the Mbeya region?

iii. What are the challenges affecting the provision of the desired motivation strategies to healthcare workers in Mbeya region?

1.6 Significance of the Study

The study findings are expected to help government officials in designing and formulating policies on motivation packages in view of improving employees’ performance in the health sector in Tanzania. Moreover, the findings will provide health mangers with relevant insights to design and implement motivation packages in consideration of the vast diversity of health professionals and remoteness of some areas. Lastly, this study is expected to contribute to the body of knowledge on how motivation can influence employees’ performance particularly healthcare workers.

1.7 Chapter Summary

The chapter also covered the statement of the problem, research objectives, research questions as well as significance of the study. Chapter two covers the chapter overview, definitions of key terms such as Motivation and employees’ performance. Furthermore, the chapter also covers theoretical as well as motivation theory that guides the study and empirical literature. Additionally, the chapter provides a clear research gap and conceptual framework. In the end, a brief chapter summary was provided.

CHAPTER TWO

LITERATURE REVIEW

2.1 Overview

This chapter offers the introduction of the key terms used in this study. It also explains the theoretical literature review of the subject matter, the empirical literature review, identify the research gap of the topic under study and lastly. It offers a section a brief summary of the whole chapter.

2.2 Definition of Key Terms

2.2.1 Definition of Motivation

Motivation has been defined as the forces that energizes, direct and sustain behavior (Armstrong, 2000). Furthermore, Robbins and Coulter (200) define motivation as “the process that accounts an individual willingness to accept higher level of effort to reach organizational goal conditioned by the efforts ability to satisfy some individuals need (Robbins, 2013). In this study motivation is defined as anything given to health care employees to influence their working morale to attain health organizational goals.

2.2.2 Employee Performance

Employee performance is defined as  the extent to which an employee fulfills their job duties and executes their required tasks (Armstrong, 2000). Employee performance is also defined as what an employee does and what he doesn’t do (Güngör, 2011). In this study employee performance refers to the highest level of outputs a health employee attains in reaching an organizational goal.

2.3 Theoretical Literature Review

In this section significance of motivation and other motivation perspectives in relation to employees’ performance as well as motivation theory guiding the present study are discussed.

2.3.1 Motivation and Organization Performance

According to Kahungya (2016) Motivation is compulsory for the performance of organization that is realized through the performance of individual employees. Sometimes employees to dot engage direct in a work behavior in order to perform effectively among other motivation can be used in such situation as a strategy to compel employees engage in work behaviour and perform effectively. Nonetheless, the employees’ performance in the organization do not solely depends on motivation factors instead there are other factors besides the motivation for instance job satisfaction, employees’ competences, perception and career issues.

According to him motivation is a fundamental tool towards increasing productivity of the organization and employees retaining. Thus, for organizations that plan motivation systems, do not only intend to inspire employees to achieve in the greatest way but also to draw possible competent employee. Therefore towards employees performance motivation can be seen in different facets for instance is a way to attract and retain employees towards organization performance. This can be doing through rewarding, benefits, incentives to good performance employees.

According to Chmielewska (2020) observes that in spite of the challenge of measuring performance and quality of performance of healthcare workers due to high inconsistency and multidirectional of work, emergency nature of work of healthcare workers, independency, specialized and professional work, committed to independence and willingly submit to actual organizational and executive supervision, motivation is significant to healthcare workers thus clinical and administrative. Moreover, in comparison to other public service employees it is suggested the motivation to healthcare workers should be considered as most important due to the nature of their work.  Thus without commitment, and dedication towards their work the burden to society and community will be large. In addition, their work can be timely measure as the indicators of performance are tne number of patient attended and the quality of their service. He further mentions the factors that add to health care worker motivation to be achievement that means; meaningful work, respect and interpersonal relations.

2.3.2 Motivation Theory Guides the Study

Various scholars have developed several motivation theories approaching motivational problem and most of them emphasizing on similar set of relationships which include individual needs and perception on how to satisfy the needs and whether the needs satisfaction is equitable. All theories are not unified thus may work only in a particular context. In this study Maslow’s hierarchy of needs, Hygiene Theory (Herzberg 1968) and Goal Setting Theory was used  to find out importance and implications of motivating employees. 

2.3.2.1 Hierarchy of Need Theory

Abraham Maslow 1967 developed the theory of hierarchy of needs. The hierarchy of needs theory proposes that employee is motivated by five levels of needs: Physiological, safety, social, esteem and self-actualization. Abraham Maslow developed this theory basing on the following assumptions: Only unmet needs motivate; people’s needs are arranged in order of importance from basic to complex; peoples are motivated to satisfy a higher level need unless the lower level need have been at least minimally satisfied and people have five levels of needs listed here in hierarchy order from lowest to highest. 


Figure 2.1: Maslow's Hierarchy of Needs

Physiological needs; These are people’s basic needs, they include air, water, food shelter, sex and relief/avoidance from pain. So here the organization should provide adequate salary, work breaks, and safe working conditions. The organization provide these to its employees in order to increase the morale and achieving high performance.

Safety needs; Employees once satisfied with physiological needs their concerns shift to safety and security. The organization can meet employees’ safety needs by providing safe working conditions, job security and fringe benefits. This is a very important way of motivating employees, if there is security within the organization employees will be motivated to work hard because they are assured of their safety that is why there are organs formed to ensure safety of employees. 

Social Needs; After ensuring safety in a place of work, employees will seek for love, friendship, acceptance and affection. Organization meets employee’s social needs by providing them with opportunity to interact with others, to be accepted, and to have friends. Organization would therefore schedule employees’ parties, picnics, trips and sports. For example, many organizations have family day events , the aim of such occasions is to familiarize employees and make them feel as part of the organization. Through this work performance improved.

Esteem needs; This deals with employees social needs. People focus on acquiring status, self-respect, recognition for accomplishments, and feeling of self-confidence and prestige. Organization meet employees esteem needs with merit pay raises, recognition, challenging tasks, participation in decision making, and opportunity for advancement. Employees need to be involved in different decision, but also need for trainings so as they can performance well on their duties. That is why organizations allows employees to attend different trainings and also take their opinion inn decision making.

Self-actualization; The highest level need is to develop one’s full potential. To do so, people seek for growth, achievement, and advancement. Organizations helps employees meet their self-actualization needs by providing them with opportunities for skill development, the chance to be creative, promotions, and the ability to have complete control over their jobs. Although no need is ever fully gratified, a substantially satisfied need no longer motivate. Thus as each becomes substantially satisfied, the next one becomes dominant. According to Maslow, if you want to motivate someone, you need to understand what level of the hierarchy that person is currently on and focus on satisfying needs at or above that level, moving up the steps (Robbins, 2013).

The theory therefore insists that, employees within the organizations are not motivated with the same thing every day; people do change and want to be motivated through things which they never met. So the Organization needs to know their employees and motivate them with the unmet things. Despite the fact that this theory was extensively used by most of researchers in assessing people motivation in different fields of the study. The major strength of this theory is that it took into considerations almost all important needs of human being in normal lives. 

The theory describes how and what motivates employees in improving their productivity (performance) in different environmental contexts. The other reasons is that several other studies used the same theory; for example, Orasa (2014) employed hierarchical of needs theory to assess the effects of motivation factors on employees’ job performance in public healthcare facilities in Ilemela District Mwanza Tanzania (Orasa, 2014). Also a study by Isabiya used this theory in assessing the effects of motivation on organizational performance in Nigeria (Joseph, 2016). Furthermore, William study used this theory in assessing employees’ motivations and their consequences on performance (William, 2010). Therefore, is properly linked to subject matter of this study which wants to assess how motivation influences employees’ performance in healthcare facilities in Mbeya region as a case study.

2.4 Empirical Literature Review

In this part the reviews of similar study done by different researchers had been conducted in relation to each objective. 

2.4.1 Types of Motivation Strategies

A study by Khoshnevis and Tahmasebi (2016) examined the relationship between Herzberg hygiene and motivational factors on officers and managers in  Dubai. The statistical population of this study included all the employees of the mentioned government organizations with the occupational group of 12 to 16 who answered the questionnaire. Questionnaire was used as a tool in data collection. The study revealed that hygiene factors have significant impact on motivating officers and managers than motivational factors. This indicates that some of the motivation packages which are provided to employees might have low or no significant impact in motivating employees and improve their productivity in an organization.

Lai (2011) examined intrinsic versus extrinsic motivations on improving employee’s performance. The study used a literature review technique to reflect systematic review and it samples about 20 relevant studies to the topic under study. Data were analyzed by using synthesis method and it was found that the two strategies need to be well applied otherwise they may encourage or discourage the performance of an employee. 

In his study on rewarding employees for organization performance in Tanzania, Kumburu (2020); used simple random sampling in getting 160 respondents employees at TRA and collected data using semi-structured interviews, questionnaires and documentary reviews. The descriptive analysis and correlations analysis highlighted that financial motivation really influences employees’ performance but not always. She further suggested that managements should find other types of motivations that can influence more performance at the right time to right employees.

Uwineza and Muturi (2017) undertook a study on the effects of extrinsic rewards towards employee’s performance in public institutions in Rwanda. A descriptive research design using both qualitative and quantitative data collection approaches were used. A closed ended questionnaire was employed to collect primary data. The sample size of 226 respondents was used. Using both descriptive and inferential statistics analysis methods; it was found that extrinsic rewards influence employees’ performance in Rwanda. Thus, the study recommends that extrinsic reward in terms of training should be enhanced so as to  improve employee performance at RRA, and by extension in all organizations in Rwanda. The  study recommended that extrinsic motivations are important and should be given priority so as to improve performance of employees.

Emmanuel (2018) assessed impact of reward systems as a motivation tool for employees in Ireland. The study employed qualitative approach using interviews and focus group discussion in data collection. Non-probability sampling was used in selecting a sample size of 17 participants and thematic analysis was used in data analysis. The study revealed that organizational motivations and employees’ performance contribution complement one another. And most of the respondents favored financial rewards but only for a short period as it does not cater to all employee’s needs.

William (2010) examined employees’ motivations and their consequences in improving performance in Cameroon. The study used a sample of 220 respondents and used descriptive statistics in data analysis. It was reported that financial and non- financial motivations are important to be considered in order to get the best performance. It further insisted on the need of putting priority on motivations in our organizational plans in order to improve performance of employees.

Waiyaki (2017) assessed the effects of motivation on employee performance in Pam Golding properties Kenya. The study used a structured questionnaire and a census technique in selecting a sample size of 50 respondents. Using a five point Likert scale assisted with Statistical Package for Social Scientists (SPSS) version 24 in data analysis to rate the importance of various motivational factors. The study revealed that the company was providing monetary motivations. However, the employees were dissatisfied with the motivations given that could not motivate their performance.

2.4.2 Relationship between Motivation and Employees’ Performance

Khoshnevis and Tahmasebi (2016) examined the relationship between Herzberg hygiene and motivational factors among officers and managers. The statistical population of this study included all the employees of the mentioned government organizations with the occupational group of 12 to 16 who answered the questionnaire. The study revealed  that hygiene factors have a significant impact on motivating officers and managers than motivational factors. This indicates that some of the motivations packages which are provided to employees might have low or no significant impact in motivating employees thus improve their productivity in an organization.

Orasa (2014) conducted a study on the effect of motivation factors on employee job performance in public health care facilities at Ilemela, Mwanza region. The study used descriptive method and came up with the following findings; there were low motivation among health workers, some employees were intrinsically motivated and some were poorly motivated; using extrinsic motivators the study was intended to be undertaken  in different other  areas as well. Matsei (2008) examined the impact of motivation on employee performance at Metsimaholo district hospital in Sasolburg. The study used a sample of 270 employees and data were collected using questionnaires. Using descriptive data analysis assisted by PH Statistics Programme examining impacts of motivation in the studied organizations South Africa. 

It was found that most of the employees are responsible for their own motivation to perform their duties. Manyenga (2016) assessed motivation to worker’s performance in private organizations in Tanzania. The study used a sample of 133 respondents, it employed questionnaire in data collection. By the use of descriptive statistics, it was found that in private organizations motivational factors to workers are both financial and non-financial such as higher salaries, extra duties, recognition, interesting work and conducive working environments. Furthermore, the study insisted that if motivations are not well implemented to employees negatively affect their performance. The study further reported effects on performance including; increased productivity, improved worker’s management relationship and improved worker’s morale to work.

Kahungya (2016) study on assessment of motivation factors towards worker’s performance in public organizations in Tanzania used a sample of 133 respondents using questionnaire in data collection process. Descriptive statistics analysis was used and it was found that motivations in public organizations are opportunities such as carrier development, assurance of getting salaries on time, recognition and job security. However, the reported effects on performance were not vividly determined as sometimes could increase or decrease productivity of the public employees.

Kikoito (2014) examined the impact of rewarding systems in Commercial Banks in Tanzania. The study used a sample of 65 participants using self-administered questionnaire in examining the extrinsic and intrinsic motivators and their influence to employees’ performance. The study uses descriptive statistical analysis in analyzing data. The study focused in assessing extrinsic and intrinsic motivators and their influence to employees’ performance. This study reported that the commercial banks provided both extrinsic and intrinsic motivators but still there were reports of employees being dissatisfied.

A study done by Heerdegen (2020) assessed the influence of health management capacity in the performing districts in Ghana. The study used a sample of 59 participants with the use of one- way parametric analysis. It was found that capacity of management was one of the extrinsic motivation that influenced health workers to perform better. This factor was mostly observed in good performing districts compared to poor performing districts. Therefore; extrinsic motivation was judged to be more beneficial in yielding employee performance especially in health provision arena.

2.4.3 Challenges Hinder the Provision of the Desired Motivation Strategies to Employees

Several studies have been conducted to examine challenges that hinder the provision of employees’ motivations. 

The studies include a work by Perry (2015) who examined achievements, challenges and future directions of public motivation in Hong Kong. The study used descriptive design, employing questionnaire to sample size of 250 respondents. Using descriptive statistical analysis approach and it was found that one of the challenges mentioned was lack on quality control of motivations and too little measurements are placed on motivation issues given. 

Study done by Kim and Beehr (2018) examined physical symptoms and psychological strains as challenges in provision of motivations to employees. The study used descriptive design employing questionnaire to sample size of 270 respondents. Using descriptive statistical analysis approach and it was found that the challenges are physical symptoms and psychological strains that include stress and conflicts in provision of motivations among workers. 

Waiyaki (2017) assessed the effects of motivation on employee performance in Pam Golding Properties Limited, Nairobi-Kenya. The study used a structured questionnaire and a census technique in selecting a sample size of 50 respondents for the study. Using a five point Likert scale assisted with Statistical Package for Social Scientists (SPSS) version 24 in data analysis to rate the importance of various motivational factors. It was found that leadership and management to be challenges in motivating employees to improve their performance.

In his study Kumburu (2020) examined if rewarding employees using financial incentives can induce employees to exert their effort and ultimately enhance organizational performance in Tanzania. The study involved 160 respondents. Simple random sampling procedure was adopted in selecting respondents and used semi-structured interviews, questionnaires and documentary review in data collection. It was found that that one of the major challenges facing provision of motivation to employees is that not all the times same type of motivation works and if it does then not to all employees. Researcher used an example of financial incentive in motivating employees at TRA and concluded that financial motivation influences employees’ performance but not always. Researcher suggested that management should find other types motivations that can influence more employees’ performance.

Kikoito (2014) examined the impact of rewarding systems in Commercial Banks in Tanzania. The study used a sample of 65 participants using self-administered questionnaire in examining the extrinsic and intrinsic motivators and their influence to employees’ performance. Using descriptive statistics in analyzing data, the study found that the major challenge on providing both extrinsic and intrinsic motivators given was low satisfaction on side of employees on both types the motivations given.

Armstrong (2000) observed that money is a motivator because it satisfies a lot of needs. It is a factor which is indispensable for life and which is needed to satisfy basic needs of survival and security. Higher needs such as self-esteem can also be satisfied by it. Money let people buy things that show their status and create a visible sign of appreciation. Monetary reward still faces a challenge of not satisfying other at all the time.

Fillol (2019) examined the importance of leadership and organizational capacity in shaping health workers’ motivational reactions to performance-based financing. The study used qualitative approach and in-depth interviews. A total of  82  respondents participated in this study. Blended deductive and inductive process were used in data analysis and it was reported that one of the challenges towards implementing motivational strategies in low capacity on side of management and leadership is in

 providing and sustaining them.

Kijaji (2017) examined the successful leadership and motivation lead to employee satisfaction in Bosnia and Herzegovina. The study used quantitative approach in data collection; a sample of 137 participants was used in obtaining the data and employed descriptive analysis method of data analysis. The findings indicated that that the motivation packages are good and should be provided. The same study found and highlighted that the major existing challenge is the failure of management and leadership to plan for hence inadequate capacity to provide them.

 Table 2.1: Summary of Empirical Literatures

	S/N
	Authors’ name and Year
	Aim of the study
	Variables examined
	Data analysis methods used
	Main findings

	1
	Khoshnevis & Tahmasebi (2016)
	Hygiene factors have a significant impact on motivation than motivational factors. 
	Hygiene factors


	Descriptive Methodology
	Motivations packages which are provided to employees might have low or no significance in motivating employees performance

	2
	Orasa (2014) 


	Effect of motivation factors on employee job performance in public primary healthcare facilities. 
	Extrinsic and Intrinsic motivators
	Descriptive Methodology
	Low motivation among healthcare workers, 

	3
	Matsie (2008)
	The impact of motivation on health employee performance 
	Different population that is health workers
	Descriptive methodology
	The existence of positive relationship between motivation and employee performance

	4
	 Manyenga (2016)
	Effect of motivational factors to employees in private organization 
	Higher salaries, extra duties, recognition, interesting work and conducive working environments
	Descriptive Methodology
	Motivation effects on performance were; increased productivity, improved worker’s management relationship and improved worker’s morale to work

	5
	Waiyaki  (2017).


	Assessing the effects of motivation on employee performance in Pam Golding Properties Limited, Nairobi
	Motivation effects and employees’ performance.
	Descriptive Methodology assisted by SPSS
	Leadership and management are the major challenges in motivating employees for gaining performance.

	6
	Heerdegen (2020) 


	Assessing health management capacity and its association with district performance.
	Management capacity among health managers and district performance
	Descriptive methodology using a non-parametric one-way analysis
	High management capacity in providing  extrinsic motivations was associated with better performance

	7
	Kim & Beehr (2018)
	Challenge and hindrance demands lead to employees ‘ health and behaviors through intrinsic motivation
	Employee’ health and behaviors (extrinsic motivation) and employee’s performance.
	Exploratory qualitative  methodology
	Extrinsic motivation of an employee increases performance.

	8
	Perry (2015)


	Assessing achievements, challenges and future directions of public motivation 
	 Achievements and challenges on future public motivation
	Descriptive methodology
	The current motivational challenges was lack on quality control of motivations and too little measurements are placed on motivation issues

	9
	Lai (2017)
	Assessing  successful leadership and motivation lead to employee satisfaction in Bosnia and Herzegovina
	Successful leadership and motivations on employees
	Descriptive analysis 
	The motivation packages are good The major existing challenge is  management and leadership inadequate capacity to plan and to provide

	10
	Kumburu (2020)


	Assessing rewarding employees’ performance: Does Financial motivation matter.
	Financial motivations and influence to employees’ performance.
	Descriptive methodology
	Financial motivations influence employees’ performance but the major challenge is can only work to some people and not always.

	11
	Kikoito (2014)
	Rewarding systems and employees’ performance
	Extrinsic and intrinsic motivations and employees performance 
	Descriptive research design using quantitative and qualitative methods
	Employees were not satisfied with both extrinsic and intrinsic motivations given.

	12
	Uwineza & Muturi (2017)
	Assessing the effects of extrinsic rewards on employee’s performance.
	Extrinsic motivators and employee’s performance.
	A descriptive research design was adopted using qualitative and quantitative 
	Extrinsic motivations improve employee’s performance.

	13
	Emmanuel, (2018)
	Assessing impact of reward systems as a motivation tool for employees 
	Organizational motivations and employees’ performance contribution. 
	Qualitative method using inductive approach.
	Respondent’s favored financial rewards but only for a short period as it do not cater to employee’s needs.

	14
	William (2010)
	 Assessing the employees’ motivations and their consequences in improving performance.
	Financial and non- financial motivations and improved performance.
	An empirical study methodology
	The need of putting priority on motivations in our organizational plans in order to improve performance.

	15
	Demerouti, (2015)
	Trait-level and week-level regulatory focus as a motivation to craft a job
	Forms of regulatory schedules and their motivations.
	Cross-sectional survey using multilevel regression analyses.
	Short regulatory schedules (weekly) did not improve employee’ performance.

	16
	Kijaji (2017)
	Successful leadership and motivation lead to employee satisfaction 
	Management and leadership and employee performance
	Qualitative methodology
	Motivation packages are good. Major existing challenge is the failure of management and leadership to plan for hence inadequate capacity in providing them.

	17
	Fillol (2019)  


	Assessing the importance of leadership and organizational capacity in shaping health workers’ motivational reactions to performance
	Leadership and organizational capacities and health workers’ motivational reactions to performance.
	Qualitative methodology using deductive blended method.
	Challenges of implementing motivational strategies is low capacity on side of management and leadership in providing and sustaining them.


2.5 Research Gap

Most of the studies  have little covered on contextualized gap of motivation of health workers for low and middle income countries  (Rockers and Barnighausen, 2013; Sirili 2018) . As the case of the Tanzanian context, most studies in motivation of Health workers have reported that employees’ performance is very important object in today’s  organization for achieving organization goals (Kumburu, 2014; Kahungya, 2016). So, still little is known regarding influence of motivation on employees performance context in Tanzania. 

In other African countries, it shows that there is similar cases, for example, in his study in South Africa (Matsie, 2008) found out that motivation was having an impact on health employees’ performance., Focused on the achievements and challenges on future public motivation in Hong Kong (Perry, 2015), (Demerouti, 2015) conducted a study on trait and weekly level regulatory schedules and their motivational effects on employee performance. Another study assessed the influence of health management capacity in the performing districts in Ghana (Heerdegen, 2020).  

The overall findings from these studies indicates that motivation do predict employee performance. In African context, there are few studies that have been conducted so far. A good example is a work by Manyenga (2016) who examined the influence of motivation on worker’s performance in private organizations in Tanzania. While Kijaji (2017) assessed the effects of leadership skills on motivation and employee satisfaction. This study examines the influence of motivation towards employees’ performance. 

Therefore, this study intends to enlighten on this existing knowledge gap. Specifically the study intends to identify the preferred motivation strategies to improve performance of healthcare workers’ in the region, to assess the relationship between motivation and health workers’ performance in the region and to identify challenges hindering the provision of the desired motivation strategies to healthcare workers in the region. Hence this particular study is fundamental for the well being of people in the community.

2.6 Conceptual Framework

Based on the critical literature review conducted various studies have shown that researchers agree that motivation is important in influencing performance of employees but still there is disagreement on how motivation influences the desired performance of the employee in health organizations. Therefore, the researcher indicated that employee performance is a result of environmental components that compose physiological, social, esteem, self-actualization and safety aspects. The employees’ performance was measured using the following indicators; completion of tasks/assignments, achievement of desired outputs with minimum cost, accuracy, timeliness, quality, creativity and absenteeism from work (Uwineza & Muturi, 2017). These motivations may influence employee’s performance positively when available as well as negatively when not available or not taken into considerations.

Independent Variables                                          Dependent Variable

	Motivation

· Strategies

· Challenges



Figure 2.2: Conceptual Framework

Source: Researcher (2022)

CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Overview

This chapter describes how the study was carried out as well as the methods used to collect the data
3.2 Research Design

The study used cross-section study design employing both qualitative and quantitative methods in data collection process. Both qualitative and quantitative methods were used because of the nature of the research itself. Furthermore, information obtained from questionnaire was given further description by information from interview. Semi-structured questionnaire was used in collecting quantitative data and interview guide were used in collecting qualitative data. Quantitative data were analyzed using descriptive method and presented in graphs and percentages. 

The study objective number two was analyzed using correlation analysis method that has advantage of showing the presence or absence relationships between two variables. Qualitative data were analyzed using thematic approach and presented in 

narrative form alongside with the identified major themes and sub-themes. The method is suitable when the themes and subthemes of the study are already established baseing on thoughts and experiences (Braun et al., 2006; Kiger & Varpio, 2020). The themes and subthemes in this study are based on motivational needs described in Maslow hierarchy of needs theory.

3.3 Research Philosophy

The study employed pragmatism research paradigm as the study contains both qualitative and quantitative aspects. The paradigm focuses on shared meanings and joint actions (Morgan, 2007). It assumes that theories can cover contextual and generalizable by analyzing them for transferability to other contexts (Creswell, 2009).  

3.4 Research Approach

Research approaches can be inductive and deductive approaches (Kothari and Garg, 2014). Inductive approaches start from specific to general approaches; So, arguments based on observation are regarded as induction and arguments based on theories, rules and principles are regarded as deductive reasoning approaches. 

3.5 Study Population

The study population of the present study included 3870 healthcare workers working in selected public health facilities in Mbeya Region. The selected public health facilities are from Mbeya DC, Kyela DC and Rungwe DC. Among others, the selected healthcare facilities include public hospitals and health centers. The hospitals are Mbalizi CDH from Mbeya, Kyela DH from Kyela DC and Rungwe DH from Rungwe DC while the Health centers are Ilembo and Inyala HC from Mbeya DC.

3.5 Area of the Study

The study was conducted in Mbeya Region located in Southern Highlands Tanzania. The selection was based on the fact that the health facilities in the region are located in remote areas where it is hard to reach, thus challenging for the health workers in implementing their duties Furthermore; there are a number of complaints of patients on the performance of health facilities particularly the public ones in Mbeya. Many staffs have been resigning from their positions in the region, thus this research aims to find out on whether motivation can help to retain workers and improve worker’s performance in the region.

3.7 Sampling and Sampling Procedure

3.7.1 Sample Size

A sample is a subset of the population drawn from the sampling frame so as to represent the entire population (Kothari, 2019). In this study, the sample size was determined through the Slovin’s formula. The study used a sample size of 117 on which 100 were ordinary employees while 17 were heads of section as key informants.

The sample size is determined through the Slovin’s formula;

Sample size;[image: image3.png]n -1 NGZ




Where by n = sample size 

                                 N = Targeted population, in this study total population is 3870

                                  e = level of significance at 0.1 (90%) or the standard error 

Therefore, using above formula; 

Sample size for the study included in this study was; =   3870
                                                                                          1+3870(0.1)2
                                                                                          =117 (Sample size)

Table 3.2: Sample Size
	SN
	Employees Category
	Total Number  of  Employees
	Sample Size
	Sampling Strategy
	Data Collection Tool

	1
	Ordinary employees 
	3853
	100
	Random sampling
	Questionnaires

	2
	Heads of sections
	17
	17
	Purposive sampling
	Interview

	 
	Total 
	3870
	117
	
	


Source: Researcher (2022)

3.7.2 Sampling Procedure

This study uses multi-stage sampling in order to overcome problems with population which is scattered, the sample selected by simple random sampling technique used for quantitative part as the technique is more accurate representation of the population. Furthermore, on qualitative part purposive sampling technique for participants based on the roles and richness in the information on subject matter and convenient sampling in selecting other health workers basing on their availability on the day of data collection.

3.8 Measurement of Variables

Motivation which is the independent variable for this study was measured by five items, which are physiological needs, safety, social, self-esteem and self-actualization. The items were adopted from Maslow of Hierarchy of Needs (Maslow, 1967). Respondents were asked to rate their attitudes based on motivation items in a 5 point likert scale ranging from 1 (Strongly Disagree) to 5 (Strongly Agree). The scale to measure employee performance was adopted from Anita (2014). In order to measure organization performance respondents were asked to rate their attitudes based on dependent variable items in a 5 point likert scale ranging from 1 (Strongly Disagree) to 5 (Strongly Agree).

3.9 Data Collection

Data collection is the process of gathering  and measuring data on variables of interest, in a determined  systematic fashion that enable respondents to respond to the stated research question, testing hypothesis and in evaluation of outcome (Creswell, 2019).  This study uses questionnaire and interview in collecting primary data relevant for this study. 

3.9.1 Primary Data Collection

Primary data were collected by using survey strategy where self-administered questionnaire was used, composing semi-structured questions for quantitative data and interview guide for qualitative data. The interview was composed of questions structured in relation to themes and sub-themes. The aim of using questionnaire is to get broad views from the respondents. The questionnaire included close-ended questions of pre-determined answers. The questionnaire also used a 5-point Likert rating scale to secure the degree of the presence of the variables of interest in the study.

3.9.2 Secondary Data Collection

Secondary data regarding best practice on influence of motivation on employee performance, with which the combination of primary data collected to answer the research question in order to meet research purposes. Employees’ attendance registers and reports were consulted for triangulation purpose of the data collected from other methods of data collection.

3.9.3 Validity and Reliability of the Study

3. 9.3.1 Validity

Validity measures the accuracy of the instrument to collect information accurately and measure the constructs that is supposed to measure. In order to ensure questionnaire validity in this study the pilot study was conducted to 10 respondents so as to test for questionnaire. Furthermore, the questionnaire was adjusted in terms of language understanding, grammar and ambiguity words so as to meet the understanding of the respondents.

3.9.3.2
Reliability

According to Cooper and Schindler (2003), reliability is an assessment of consistency of the measurement instrument. Under similar procedure reliability guarantee stable results overtime and across researchers. In this study,                                                              reliability was ensured by well-prepared edited and tested research instrument to 

crosscheck ambiguous words and sentences. Moreover, to ensure study reliability, the motivation and employee performance scales borrowed from Maslow (1967) and Anita (2014) respectively were employed.  

3.10 Data Analysis

In this present study, data were analyzed using descriptive statistical analysis and correlation analysis as explained hereunder. 

3.10.1 Descriptive Analysis

A descriptive statistical analysis in this study was used in the analysis of quantitative data for respondents’ demographic information such as age, gender, occupation, education level and so on. Moreover, it was used to analyze respondents’ attitude towards the influence of motivation strategies on organization performance.

3.10.2 Correlation Analysis

Pearson correlation method was used to analyze the relationship between motivation and employee performance using the coefficient (r).

3.10.3 Thematic Analysis

Qualitative data obtained from interview scripts and notes taken were systematically coded and analyzed using thematic approach. The approach is suitable in analyzing qualitative data when having pre-determined themes and sub-themes. The analyzed information were presented in narrative form alongside with the identified major themes and sub-themes. 

3.11 Ethical Consideration

Since ethics is the fundamental subject in research study. The study adhered to all scientific ethics and principles. Saunders et al, (2012) portrays that it is important for a researcher to ensure ethical principle are met. In this study the ethical principles  was ensure as the researcher sought  clearance letter from Open University of Tanzania (OUT) before data collection. Then approval letter for data collection were requested from Regional Administrative Secretary (RAS) followed by all public hospitals selected for the study in Mbeya. 

Moreover, the researcher informed the respondents about the study and its importance and what is going to be done with the information provide in order to attain respondents consent. The principle of confidentiality also was observed as respondents were requested not to reveal their identity during the interviews as well as in filling the questionnaire forms.  Last but not least the researcher ensured proper citations of the works consulted in this study as well as testing for plagiarism to ensure best practices in undertaking research work.

.

CHAPTER FOUR

RESEARCH FINDINGS AND DISCUSSION OF FINDINGS

4.1 Overview

This section presents findings of the study, from the data analysis based on the specific objectives of the study. The specific objectives included in the main analysis were to identify the preferred motivation strategies to improve performance of Healthcare workers’ in the Region, to examine the relationship between motivation and performance of Healthcare workers’ in the Region and to identify challenges hindering the provision of the desired motivation strategies to healthcare workers in the Region. Furthermore, the findings obtained were explained both qualitative and quantitative. Quantitative data were analyzed using descriptive and correlation analysis whereby in most cases descriptive statistics that were derived are shown in frequencies and percentages. Thematic analysis was also used for the presentation of qualitative data. 

4.2 Description of the Sample

4.2.1 Questionnaire Response Rate

Table 4.1 summarizes information about questionnaire respondent rate for this study. From the table, it is shown that a total of 117 (100%) questionnaires were distributed to employees. Out of 117 respondents only 108 (92.3%) respondents filled and returned the given questionnaires. According to Magenda and Magenda (2003) , a response rate of 50% and above is recommended; thus, the response rate was satisfactory for data analysis.

Table 3.1: Questionnaire Response Rate
	Category of attribute
	Frequency
	Percent (%)

	Number of Questionnaires issued
	117
	100

	Number of Questionnaires filled
	108
	92.3%

	Number of Questionnaires not filled
	9
	7.7%


Source: Field Data (2022)

4.3 Demographic Variables

Generally, demographic characteristics of the respondents have a significant role to play in relation to their responses about the topic in question.  In this study, the demographic characteristics of 108 respondents that were examined included sex, age and education level.

4.3.1 Respondents Gender

The results of respondents’ gender are as indicated in Table 4.2. From the table results; 67 respondents (62% of the respondents) that participated in this study were males while 41(38 % of the respondents) were females. This implies that there is gender balance although male gender was found to be dominant occupying greater percentage. Despite of the noted differences in the ratio of representative still the study explored the views from both sexes which are among of the best practices in social science studies. In addition, inclusion of both sexes in the study has increased the efficacy of the findings for the organization application in various ways such as in decision making and planning

4.3.2 Respondents Age

Table 4.2 reported on respondents’ age. From the results, 35 respondents(32% of the respondents that engaged in this study) were aged between 30 – 41 years, 44 respondents (41%of the respondents) were aged between 30 – 41 years , 17 respondents (16% of the respondents) were aged between 42 – 53 years  and 12 (11% of respondents) their age is from 54 years  and above. Therefore, integration of respondents with various age ranges from 18 to 60 old years is of paramount importance towards exploring information regarding influence of motivation on employee’s performance implementation in the study area. This is because exploring information from less, medium and more experienced employees enhances the clarity of the data collected which is essential for the recommendations towards improving motivation packages for increasing employee’s performance.

4.3.3 Respondents Education

Table 4.2 shows the results regarding = respondents’ level of education. From the findings 34 respondents  (31%of the respondents)participated in this study hold certificate level of education, 54 respondents (49% of the respondents) bear diploma level of education, 18 respondents (17% of the respondents) are bachelor degree holders and 3 respondents (3% of the respondents) are master’s degree holders. Generally, the level of education of an employee has an influence on understanding the operation of influence of motivation on employees’ performance. Accordingly, the researcher thought it was important to explore the education level of the respondents. With this regard, the researcher asked the respondents to state their highest level of education. 

Findings in Table 4.2 portray that, the education of the respondents involved in this study ranged from certificate to masters’ level. Despite the variations in education level, still the respondents that participated in this study had the required level of education which helped the researcher to extract relevant information with regard to motivation packages. 

Table 4.2: Demographic Variables of the Respondents (n = 108)
	Variable 
	Variable category
	Frequency(n)
	Percent

	Sex

	
	Female 
	67
	62

	
	Male 
	41
	38

	Age of the Respondents 

	
	18 – 29
	35
	32

	
	30 – 41 
	44
	41

	
	42 – 53
	17
	16

	
	54+ 
	12
	11

	Respondents Level of Education

	
	Certificate 
	34
	31

	
	Diploma 
	53
	49

	
	Bachelor degree 
	18
	17

	
	Masters 
	3
	3


Source: Field Data, 2022

4.4 Preferred Motivation Strategies to Improve Performance of Health `
Workers’ in the Mbeya

In order to identify the preferred strategies to improve performance of health workers in Mbeya region, various motivation strategies that were expected to influence employees’ performance were explored; with regard to this study, food allowance, security allowance, inter-personal relationship, recognition as well as promotion were used to measure motivation preferences among healthcare workers in Mbeya region. The results of the findings are presented in Table 4.3. 

4.4.1 Food Allowance

The results of preferred motivation strategy with regards to food allowance towards performance improvement among healthcare workers in Mbeya region are shown in Table 4.3. From the table the findings revealed that 11 respondents (10% of the respondents) had no opinion over the influence of food allowance as a motivation strategy towards healthcare workers performance in the region  .  It was also discovered  that 25 respondents (23% of the respondents) they disagreed that food allowance as motivation strategy was having influence over the performance of healthcare workers in Mbeya region ; and 71 respondents (67% of the respondents) agreed that food allowance as motivation strategy has influence on the performance of healthcare workers in Mbeya region. 

4.4.2 Security Allowance   

Security allowance as a preferred motivation strategy towards improving performance of healthcare workers in Mbeya region are shown in Table 4.3. The findings reveals that, 8 respondents (8% of the respondents), observed that that security allowance as motivation strategy towards improving performance of healthcare workers in Mbeya region does not work and 88 respondents (81% of the respondents) agreed that job security allowance serves as a preferred motivation strategy among healthcare workers in Mbeya region and thus it has influence on their performance.

4.4.3 Inter-Personal Relationship

The findings on inter-personal relationship as preferred motivation strategy towards improving performance of healthcare workers in Mbeya region are shown in Table 4.3. Results reveals that 7 respondents (6% of the respondents) observed that that inter-personal relationship as motivation strategy has no influence towards improving performance of healthcare workers in Mbeya region  and 96 respondents (89% of the respondents) agreed that inter-personal relationship as a preferred motivation strategy has influence on the performance of healthcare workers in Mbeya region.

4.4.4 Recognition

 Table 4.3 also comprise of findings pertaining to recognition as preferred motivation strategy towards improving performance of healthcare workers in Mbeya region. Results show that 8 respondents (8% of the respondents) observed that recognition as motivation strategy has no influence towards performance improvement of healthcare workers in Mbeya region. Moreover the findings indicate that 6 respondents (7% of the respondents) had no opinion over the influence of recognition as a motivation strategy towards performance of healthcare workers in the region and 94 respondents (87% of the respondents) agreed that work recognition serves as a preferred motivation strategy towards performance improvement among healthcare workers in Mbeya region.

4.4.5 Promotion

The findings  on  promotion as preferred motivation strategy towards improving performance of healthcare workers in Mbeya region are also indicated in Table 4.3.They declare that 10 respondents(9% of the respondents) observe that promotion as motivation strategy has no influence towards performance improvement of healthcare workers in the region. They also shows that 10 respondents (9% of the respondents) had no opinion over the influence of promotion as a motivation strategy towards performance of healthcare workers in the region and 94 respondents (87% of the respondents) agreed that work promotion serves as a preferred motivation strategy towards performance improvement among healthcare workers in Mbeya region.

Table 5.3: Response on Preferred Motivation Strategies towards Improving Performance of Healthcare Workers
	Motivation Item
	SD
	D
	N
	A
	SA

	Food Allowance
	11(10%)
	14(13%)
	11(10%)
	29(27%)
	43(40%)

	Security Allowance
	4(4%)
	4(4%)
	12(11%)
	28(26%)
	60(55%)

	Inter-personal relationship
	2(2%)
	5(4%)
	5(4%)
	6(5%)
	90(84%)

	Recognition
	4(4%)
	4(4%)
	6(7%)
	37(34%)
	57(53%)

	Promotion 
	4(4%)
	6(5%)
	10(9%)
	43(40%)
	45(42%)


Source: Field Data (2022)

In addition, the qualitative findings were emphasized by the participants when they were interviewed and asked on the strategies they prefer to improve their performance as healthcare workers in the region. Most of the interviewed respondents mentioned inter-personal relationship, recognition and food allowance to be the preferred in improving their performance. As one of the respondents said; 

“I automatically prefer to get recognition so as to improve my performance and the second is security allowance. And this applies for most of the employees in this facility” (Respondent no.03).
4.5 Factors Measuring Employees Performance at Mbeya Region

The dependent variable in this study is employees’ performance. Therefore, before looking at the relationship between motivation and employees performance in the region lets first look on factors measuring employees’ performance of healthcare workers in Mbeya region. In order to determine employees’ performance in this study descriptive statistics was undertaken. However, employees’ performance was measured using variables such as completion of assignment in time, achieving desired output, accuracy in work, submission of duties in time and reducing of absenteeism at work places. 

4.5.1 Completion of Assignment in Time

Findings on completion of assignment in time towards employees’ performance of healthcare workers in Mbeya region are shown in Table 4.4. The findings indicate,  that 20 respondents (21% of respondents) observed that that healthcare workers in Mbeya region did not complete assigned tasks on time, 14 respondents (13%) had no opinion over healthcare workers on completion of assignment in time and 71respondents (67%) agreed that healthcare workers in Mbeya region complete their assignment in time.  

Table 6.4: Completion of Assignment in Time
	Extent 
	Frequency
	Percent

	Strongly Disagree
	11
	12%

	Disagree
	9
	9%

	Neutral
	14
	13%

	Agree
	24
	22%

	Strongly agree
	49
	45%

	Total 
	108
	100


Source: Field Data, 2022

Moreover, relating tothe completion of assigned task on time as a criterion for employees’ performance, one of the senior employee had the following during the interview;  

“Being a roadmap, motivation packages available motivate employee to complete assigned tasks on time. This is because it enhances individual recognition, so employees are committed for completion of assigned task on time (Respondent no. 04).

4.5.2 Achieving Desired Outputs

Findings on achieving desired output as a factor towards healthcare workers performance in Mbeya region is shown in Table 4.5. They declare that 1 respondent (11%) observed that health care workers are achieving their desired outputs in Mbeya region, 10 respondents (9%) had no opinion on the achieving desired output by healthcare workers in the region while 87 respondents (80%) agreed that health care workers in the region achieved their desired output.

Table 7.5: Achieving Desired Output

	Extent 
	Frequency
	Percent

	Strongly Disagree
	4
	4%

	Disagree
	7
	7%

	Neutral
	10
	9%

	Agree
	49
	45%

	Strongly agree
	38
	35%

	Total 
	108
	100


Source: Field Data, 2022

4.5.3 Accuracy at Work

Table 8.6: Response on Accuracy of Work
	Extent 
	Frequency
	Percent

	Strongly Disagree
	13
	12%

	Disagree
	10
	9%

	Neutral
	8
	8%

	Agree
	34
	31%

	Strongly agree
	43
	40%

	Total 
	108
	100


Source: Field Data, 2022

Findings pertaining to of accuracy of work in related to employees’ performance in the region are stipulated in Table 4.6. From the table, results 23 respondents (21%) observed that health workers ere undertaking their duties accurately, 8 respondents (8%) were neutral and 77respondents (71%) agreed that there is work accuracy in the performance of healthcare workers in the region. 

4.5.4 On-time Submission of Assigned Duties 
Findings of on-time submission of assigned duties as a measure of performance of healthcare workers in Mbeya region are shown in Table 4.7. Results from the table indicated that 22 respondents (21%)  said that submission of assigned duties was not on time, 8 respondents (7%)  had no opinion on the subject and 77 respondents (73%) agreed that there was on-time submission of assigned duties to healthcare workers in the region.  

Table 9.7: Response on on-Time Submission of Assigned Duties
	Extent 
	Frequency
	Percent

	Strongly Disagree
	12
	11%

	Disagree
	10
	9%

	Neutral
	8
	7%

	Agree
	34
	33%

	Strongly agree
	43
	40%

	Total 
	108
	100


Source: Field Data, 2022

4.5.5 Reduced Absence at Work Place

The findings on reduced absence at work place towards employees’ performance at Mbeya region are shown on Table 4.8. From the findings  19 respondents (17%) reported that their performance did not reduce absence at work place, 8 respondents (7%) had no opinion towards reduced absence and their performance at work, and 81respondents (75%) observed that reduced absence at work place had influence the performance of healthcare workers in Mbeya region. 

Table 10.8: Response on Reduced Absence at Work Place
	Extent 
	Frequency
	Percent

	Strongly Disagree
	6
	6%

	Disagree
	13
	12%

	Neutral
	8
	7%

	Agree
	36
	33%

	Strongly agree
	45
	42%

	Total 
	108
	100


Source: Field Data, 2022

4.6 Relationship between Motivation and Performance of Healthcare Workers’ in Mbeya Region
The second objective of this study determines the relationship between motivation and performance of healthcare workers in Mbeya Region. In order to determine the relationship between motivation and employees performance correlation analysis was performed. The findings of the analysis are shown in Table 4.4. The findings indicate that motivation is positive and statistically significant related with employees performance (r = .718**, p < 0.01).  Moreover, the findings reported that a decrease in the provisions of whatever kind of motivation is related to the decrease of employees’ performance.

Table 11.9: Correlation Results of Motivation and Employees Performance
	Study Variables
	Employees Performance
	Sig level

	Employees Performance 
	1
	.000

	Motivation 
	.718 **
	.000


**. Correlation level is significant at 0.01, Dependent Variable: Employee’s Performance 
Source: Researcher, (2022)

4.7 Challenges Hindering the Provision of the Desired Motivation Strategies to Healthcare Workers in the Region

The third objective of this study was to examine the challenges hindering provision of desired motivation strategies to health workers in Mbeya Region. In deepening the examination of motivation strategies challenges, the study focused mainly on examining the resources found at health facilities, complexity of formulation of motivation strategies, outcomes of organization performance if motivation are not available, the employees are not involved in formulation of motivation strategies package. The responses obtained from the respondents interviewed on the challenges hindering the provision of the desired motivation strategies to health workers working in different health facilities in Mbeya region were grouped into three major themes; individual challenges, technical challenges and organizational challenges as stipulated below:-

4.7.1 Individual Challenges Hindering the Provision of the Desired Motivation Strategies to Health Workers 
It was observed that some people particularly those in higher positions do not implement motivation strategies as supposed to be due to their individual aspects and make the employees miss motivations in their working places. As one of the interviewed respondents said;

 “Some of the people (in higher positions) due to personal interests and negligence they fail to implement the motivation strategies as it is  supposed to be. This makes employees to miss the motivation they deserve hence negatively affect their performance” (Respondent No.07).

4.7.2 Technical Challenges Hindering the Provision of the Desired Motivation Strategies to Health Workers 
Most of the interviewed respondents commented that lack of knowledge among the administrators on provision of motivation strategies desired by the health workers in Mbeya region it is the major hindrance.  As one of the respondents said;

“I was supposed to be promoted and get salary raise but due to the lack of  understanding of the officer who was dealing with promotion in our council, I was not promoted thus my salary remained the same for about five years now”(Respondent No.06).

4.7.3 Organizational Challenges Hindering the Provision of the Desired Motivation Strategies to Healthcare Workers
Most of the interviewed respondents commented that limited financial resources hinder the provision of motivation strategies desired by the health workers in Mbeya region.  As one of the respondents said;

“Our country is poor hence  financial resources are the major hindrances in providing motivation to the health workers as well as other workers in Mbeya and the country at large” (Respondent No.04).

4.8 Discussion of findings

The findings reported in this study are discussed in line with the research questions previous stated. In order to answer the key questions, the specific objectives that this study sought to attain in the main analysis were as follows: 1) to identify the preferred motivation strategies to improve performance of healthcare workers’ in the region, 2) to examine the relationship between motivation and performance of healthcare workers’ in the region and, 3) to identify challenges hindering the provision of the desired motivation strategies to healthcare workers in the region.

4.8.1 To Identify the Preferred Motivation Strategies to Improve Performance of Healthcare Workers’ in the Region

The first research question sought to identify the preferred motivation strategies to improve the performance of healthcare workers in the region. The findings reveal that food allowance, security allowance, interpersonal relationship, recognition and promotion are preferred motivation strategies that improve performance of healthcare workers in the region. The findings also indicate that most of the items used to measure the motivation of healthcare workers scores are above the average of 5 point Likert scale. However, findings reveal moderate score to some of the scale items measuring health care motivation towards their performance. Therefore, the overall employees’ motivation in Mbeya Region is high.  

The findings of this study in are line with the findings of Matsei (2008) who found that whenever there is good interpersonal relationship in a work setting, employees tend to be motivated with their work and hence improved employees performance. Similarly Manyenga (2016) found that employees’ recognition and allowances are strategies that support motivation of healthcare workers and that are important for their performance.  The argument is the need of these motivation strategies is high towards employees perhaps the strategies are not in place that’s why the strategies are ranked high showing the demand of these motivation strategies. Moreover, it is emphasized management had to ensure the strategies are in place because it has the impact towards healthcare performance. Thus to realize such performance it is fundamental to ensure the presence of the studied motivational strategies to motivate healthcare’s in the area.

4.8.2 To examine the Relationship between Motivation and Performance of Healthcare Workers’ in the Region

The second research question was geared to examine relationship between motivation and performance of healthcare workers’ in the region. The findings indicated that motivation is positive and statistically significant related with employees performance. Moreover, the findings revealed that a decrease in the provisions of whatever kind of motivation is related to the decrease of employees’ performance.  The present study reveals that findings of other researchers such as Kim and Behr (2018) who also found close relationship between motivation and employees performance. 

Employees if are not motivated they cannot perform better because they can develop negative attitude towards work such as absenteeism, turnover, mobility, low commitment and hence work dissatisfaction. Therefore for the employees to improve their performance among others motivation strategies need to be in place. Kumburu (2020) argued that motivation has direct relationship with employees’ performance. He added more saying that especially to financial aspects of work such as pay and allowances had a greater impact to the performance of workers now days. There is a tradeoff between motivation and employees performance as revealed by the findings of this study. Once motivation strategies are in place and ensured its practicability then the performance tend to increase but if the strategies are neglected then the performance also tend to jeopardize. The important of ensuring motivation strategies in work place is therefore to realize employees’ performance as well as the performance of our organization. 

4.8.3 To Identify Challenges Hindering the Provision of the Desired Motivation Strategies to Healthcare Workers in the Region
The third research question aimed to identify challenges affecting the provision of the desired motivation strategies to healthcare workers in the Region. The findings obtained from the interview revealed that some of the obstacles to the provisions of desired motivation strategies to healthcare workers are negligence of the officers responsible for employees’ motivation, limited knowledge of human resource officers as well as limited budget to implement the desired motivation strategies. In terms of knowledge the present study concurs with the findings of Lai (2017) and Heerdegen (2020) who found that management are incapable of planning and provide better motivations towards employees’ performance. 

Perhaps the findings justify that management lacks necessary knowledge and skills with regards to motivation perspectives towards respective work setting. It is not common a manager who specialized in for instance human resources management fail to plan for promotion, recognition at whatsoever. Maybe the said management laziness, negligence and other similar factors can be true towards the factors that hinder effective provision of motivation strategies in the region. Perry (2015) argued that the control of quality of used motivation strategies is not proper and therefore things to like business as usual. There is a need to provide greater emphasize over the effectiveness of motivation strategies towards employees performance of any organization. 

CHAPTER FIVE

SUMMARY, IMPLICATION OF THE RESULT, CONCLUSION, RECOMMENDATIONS AND LIMITATION OF THE STUDY

5.1 Overview

This chapter has the following subsections; summary, implication of the result, conclusion, recommendations and limitation of the study regarding the influence of motivation towards the performance of healthcare workers.  

5.2 Summary of findings

Firstly, the researcher aimed to identify preferred motivation strategies to improve performance of healthcare workers’ in the region; the findings from this study indicates that allowances such as food allowance and security allowance, interpersonal relationship, recognition and promotion are preferred motivation strategies that to improve performance of healthcare workers’ in the region.  Secondly, the researcher wanted to examine relationship between motivation and performance of healthcare workers’ in the region; the findings from this study shows that motivation is positive and statistically significant in relation with the performance of healthcare workers in the region.  

Thirdly, the researcher sought to identify challenges hindering the provision of the desired motivation strategies to healthcare workers in the region; the results from this study reported that some of the obstacles to the provision of desired motivation strategies to health care workers are like negligence of the officers responsible for employees motivation, limited knowledge from human resources officers as well as limited budget to implement the desired motivation strategies.

5.3 Conclusion

From the study findings as it indicates, it can be concluded that food allowance, security allowance, interpersonal relationship, recognition and promotion are motivation strategies that are more preferred by health workers in the region. Moreover, the study concluded that there is statistical and positive relationship between the given motivation and the performance of healthcare workers in the region; also the study indicated that negligence of the officers responsible for employees motivation, limited knowledge from human resource officers as well as limited budget to implement the desired motivation strategies are some of the obstacles to the provisions of desired motivation strategies to health care workers in the region

5.4 Recommendations

The study recommends the management particularly in the selected hospitals and health centers of Mbeya region to ensure there is an increasing attention to employee motivation practices in order to improve employee performance. Moreover, the management of the selected hospitals and health centers in Mbeya region in collaboration with President’s Office Regional Administration and Local Government Authorities (PO-RALG) should make sure that organizational policies are in place and budget for promotion and health workers allowances are in place in order to increase employees work morale and performance level. Furthermore, there is pressing need to develop organization motivation policy that help the health system to manage properly employees in handling motivation function.

5.5 Limitation of the Study

This study was done in hospitals and health care centers in Mbeya region only, therefore this limit the generalization of the study findings to Tanzania. Hence, it is suggested that future study to focus on conducting a comparative analysis taking multiple hospitals, health care centers and even dispensary  in the analysis and see whether similar finding can be generated for generalization purposes. Also, similar study using same research constructs can be conducted in other sector apart from health care centre and see whether the findings of this study can be validated in a different sector.
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APPENDICES

APPENDIX I: QUESTIONNAIRE

Section A: Demographic Characteristics of Respondents
1. Name of health facility…………………………………………………..

2. Category of Health Care Centre………………………………………....

3. Age

18-29 

[
]

30-41

[
]

42- 53 

[
]

54+

[
]

4. Sex

Male

[
]

Female

[
]

5. Education

Diploma

[
]

       Bachelor Degree
[
]

       Masters

[
]

       PhD 

[
]

Section B: Motivation

The following statements indicate motivation items. You are kindly asked to indicate your attitude  on each statement to show your agreement or disagreement using a 5 point likert scale ranging from 1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree. You are required to tick once in each of the statement.

	S/N
	Motivation Strategies
	SD
	D
	N
	A
	SA

	
	
	1
	2
	3
	4
	5

	1
	Food allowance 
	
	
	
	
	

	2
	Security allowance 
	
	
	
	
	

	3
	Inter-personal relationship 
	
	
	
	
	

	4
	Recognition 
	
	
	
	
	

	5
	Promotion 
	
	
	
	
	


Section C: Employee Performance

The following statements indicate employee performance items. You are kindly asked to indicate your agreement/disagreement on the statements provided using 5 point likert scale ranging from 1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree. You are required to tick once in each of the statement.

	S/N
	Employee Performance Factors
	SD
	D
	N
	A
	SA

	
	
	1
	2
	3
	4
	5

	1
	Completion of the assignment on time
	
	
	
	
	

	2
	Achieving desired outputs
	
	
	
	
	

	3
	Accurate in work
	
	
	
	
	

	4
	On-time  submission duties 
	
	
	
	
	

	5
	Reduced absent at working places
	
	
	
	
	


Thank you

APPENDIX II: INTERVIEW GUIDE

District………………………………………………………………………..……

Ward……………………………………………………..…..……………………

Title……………………………………………………………………….…………

Age………………………………………………………………………..…………

Sex……………………………………………………………………………………

Education level…………………………………………………….………………

1.  What is your understanding of the term employee motivation? 

………………………………………………………………………………… 

………………………………………………………………………………… 

2.  Can you tell me what kind of motivation you have been received in this organization since you have started working here? 

………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………

3. Based on your opinion, what kind of motivation strategy (s) you prefer to receive from your employer? 

……………………………………………………………………………………………………………………………………………………………………

4. Do you think, the motivation strategies mentioned in question 3 help you to improve your performance in this organization? Please explain why? ……………………………………………………………………………………………………………………………………………………………………

5. What do you think are the challenges hindering the provision of the desired motivation strategies to health workers in this organization? ………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………… 

6. In your opinion, what do you think should be done to solve the problem (s)?

…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………

Thank you
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