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ABSTRACT

The objective of the research was to examine the effect of employee productivity at the PBZ on how employees may affect production capacity in response to motivational efforts. The study population included 172 employees, whereby 160 respondents were fully engaged from various departments in PBZ. Data was collected using a questionnaire and was later analyzed using descriptive statistics and multiple linear regression analysis. The findings summarized that the relationships between the independent variables (promotion, recognition, job design) and the dependent variable (employee productivity) were linear; hence, the regression analysis assumptions were met, which ensures a positive relationship between motivational factors and productivity. The study concludes that promotion, recognition, and job design have a significant positive relationship with employee productivity. These highlight the importance of effective motivation strategies in enhancing employee performance and achieving organizational goals. The study recommends the need to improve the current motivation package by incorporating intrinsic factors such as promotion, recognition, and support for career achievement. It also recommends improving extrinsic motivation factors such as good working conditions, job roles, and extra duty allowance, which influence greater job design strategies. This will help the optimum utilization of human resources as well as increase employees’ productivity. Furthermore, there is a vital need to develop an organizational motivation policy that will help the PBZ-Office management properly use the motivation function.

Keywords: Motivation, Employee productivity, Promotion, Recognition, and Job Design.
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CHAPTER ONE

INTRODUCTION

1.1 Chapter Overview 

This chapter provides the general introduction of the study. It outlines the background to the study which is provided in Section 1.1; the problem is stated in Section 1.2; objective of the studies in Section 1.3; Section 1.4 research questions; significances of the study are in 1.5; Scope of the study was in Section 1.6 and Organization of studies obtained in Section 1.7.

1.2 Background of the Study

Motivation is widely regarded as a vital ingredient for any organization or business seeking success and consistent progress (Fredson, 2022). It plays a critical role in determining organizational performance by influencing individual productivity, particularly in service-based industries such as banking. 

Motivation, both intrinsic (such as personal satisfaction and growth or promotion) and 1extrinsic (such as rewards and recognition), is fundamental to understanding employee behavior and performance (Sacks, 2019). Recent research studies suggests that intrinsic motivation, driven by personal fulfillment and alignment with organizational values, is closely linked to higher job satisfaction and improved work performance (Zhou & Lee, 2021). Conversely, extrinsic factors like salary, bonuses, and promotion also play a significant role in enhancing employee productivity, especially, in industries where performance-based incentives are common (Erdoğan & Demir, 2020).

The term motivation and employees' productivity in the banking sector is closely linked, as motivated employees tend to be more engaged and focused, leading to higher performance and productivity. Performance of the organization and employees’ motivation works in parallel to ensure that maximum organizational success is achieved (Muogbo, 2013). 
Current trend indicates that factors like job satisfaction, career advancement opportunities, promotion, and a supportive work environment play significant roles in enhancing employee motivation and, consequently overall productivity. Understanding these dynamics is crucial for banks aiming to maintain efficient operations and achieve sustainable success. The strength of any successful organization or any aspect of a business is often rooted in its motivated workforce, whose dedication drives performance outcomes (Mpume, 2017). As noted by Kalimullah, et al., (2010), a motivated employee possesses a sense of direction powered by an inner force that enhances performance and steers efforts toward achieving defined goals.

Globally, employee motivation and productivity in the banking sector have become critical concern for financial institutions across various industries (Gallup, 2017). However, a lack of motivation among employees can result in diminished performance, increased turnover and reduce organizational effectiveness. (Gallup, 2017). A well-motivated employee is goal oriented and driven to achieve defined (McKinsey, 2021). 
Focusing on African continent, Kuada, (2015) observed that low-paid bank employees are often less motivated to complete task efficiently. His study highlights a gap in understanding organizational efficiency in East African countries, as most research tend to concentrate on large multinational corporations, leaving smaller organizations largely unexamined. Similarly, Njoroge et al., (2013) noted that many banking institutions in East African Region fail to recognize the potential benefits of fully leveraging employee skill sets. They argue that well-motivated employees are more likely to contribute meaningfully to organizational success. 

In Tanzania, the financial sector has undergone several transformative phases over the past six decades, each shaping the evolution of the banking industry, which has continue to grow from strength to strength. A persistent concern within this sector is employee motivation, a key factor influencing whether employee underperform or vise versa. This issue is particularly evident in commercial banks throughout Tanzania and Zanzibar, where numerous employees have raised concern over their compensation and benefits, these disputes often stem from the high-risk nature of the banking industry and the perceived misalignment between job demands and rewards (Kanyabwoya, 2021).

The People’s Bank of Zanzibar Limited (PBZ), established on June 30, 1966, by Revolutionary Government of Zanzibar (RGoZ) under the Zanzibar Companies Decree (Cap 153), later repealed and replaced by the Companies Act No.15 of 2013.
As of 2024, PBZ is ranked among top 110 commercial banks in Tanzania, holding capital assets valued at TZS 1.4 trillion (USD 590 million), with notable growth in deposits and loans (Bank of Tanzania, 2022). 
Factors such as government ownership, strategic expansion and employee motivation policies have contributed to its growth. However, challenges persist particularly concerning employee motivation. According to Seif (2022), there’s a disconnect between employee expectations and the bank’s reward mechanisms. Employees have voiced dissatisfaction over salary structures, lack of performance-based incentives, and inadequate recognition, all of which negatively impact morale and productivity. Additionally, economic pressures such as inflation and financial instability have constrained the bank’s ability to invest in workforce development (BOT Annual Report, 2022/2023). 

Theoretical perspectives such as Herzberg’s Motivation–Hygiene Theory and Maslow’s Hierarchy of Needs suggest that recognition, advancement, and job design strongly influence employee motivation (Herzberg, 1959; Maslow, 1987). Recent studies support this linkage, showing that organizations that invest in recognition programs, career development, and enriched job design experience higher performance outcomes (Choudhary & Kumar, 2022; Candi et al., 2021). Accordingly, this study investigates how motivational factors specifically promotion, recognition, and job design affect employee productivity at PBZ, offering empirical insights applicable to Tanzania’s banking industry.

1.3 Statement of the Research Problem

Although PBZ plays a significant role in Zanzibar’s financial system, employee motivation remains a critical issue influencing operational efficiency. Existing reports indicate that many PBZ employees perceive limited opportunities for promotion, inadequate recognition, and restricted autonomy in job design (Seif, 2022). Moreover, the bank follows public-sector employment and salary policies, which often limit flexibility and responsiveness compared to private competitors. This structure, coupled with lengthy administrative procedures, can impede timely motivational incentives.
In recent years, employee productivity in the banking sector has been shown to have a significant impact on motivation, and this relationship is increasingly emphasized as a key factor for success in a highly competitive industry. A motivated workforce tends to perform at higher levels, enhancing both individual and organizational productivity. This is particularly relevant in the banking sector, where customer service, accuracy, and performance are critical to success. Although the PBZ Bank Ltd is an old bank in Zanzibar compared to other commercial banks, it has passed through many phases in the last six decades. The financial institution will need to align business business-changing needs and market shifts to ensure continuing success. These can be a normal result of a low motivation and incentive programme (Siayeli, 2017). 

Because PBZ is a fully-fledged commercial bank that is 100% owned by the RGoZ, it follows employment policies and salary scale as a public entity. PBZ follows government regulations around hiring procedures, payroll structures, and salary scales rather than fully flexible HR policies. This led to some business decisions requiring government approval through sometimes lengthy procedures, which can impact agility and responsiveness as a commercial bank. However, the aim is to function as commercially and efficiently as private sector competitors.

The World Bank’s Zanzibar Diagnostic Study to Enhance Public Service Governance (2023) revealed that the government’s wage bill constitutes over 45% of recurrent expenditure, leaving insufficient resources for staff development and motivation programs. As a result, employees often receive uniform salary increments unrelated to individual productivity. Furthermore, performance appraisal systems in many public institutions, including PBZ, are inadequately linked to tangible rewards (Public Service Pay Policy, 2017).
As at 31 December 2022, the Bank had 489 staff, 270 staff (55%) were males, and 219 staff (45%) were females (PBZ Annual Report, 2022). Although it is revealed that the bank gives equal access to employment opportunities and ensures that the best available person is appointed to any given position, free from discrimination of any kind and without regard to factors like gender, marital status, tribe, religion, and disability, which does not impair the ability to discharge duties. A large number of staff make the bank operation cost raised up contested the agility of work motivational packages, so as to minimize cost at the same time to improve performance, something which deteriorates employees’ welfare and affects the employees’ performance. 

Although numerous studies have examined motivation and productivity in various organizations (Gautam, 2019; Omolo & Pamela, 2015; Aydin, 2021), limited research has focused specifically on Zanzibar’s banking context. The unique socio-economic and governance structure of PBZ operating both as a commercial entity and a government institution creates distinct motivational dynamics. Hence, this study seeks to assess how promotion, recognition, and job design influence employee productivity at PBZ and to identify which factors most significantly enhance performance.

Therefore, this motivates the researcher to conduct the study aimed at looking into the effect of motivation on employee productivity in an organization with the case study of Peoples Bank of Zanzibar (PBZ), so as to identify the paradigm shift to show the effect on the business changing model of performance regarding employee motivation.

1.4 Research Objectives

This research work hopes to achieve the following objectives:

1.4.1 General objective

The main objective was to assess the effect of motivation on employees’ productivity in PBZ.

1.4.2 Specific Objectives

i. To examine the effect of promotion on employees' productivity in PBZ

ii. To examine the effect of recognition on employees' productivity in PBZ

iii. To determine the effect of job design on employees' productivity in PBZ

1.4.2 Research Questions 

In this regard, the following research questions were employed.

i. What are the effects of promotion on employees’ productivity in PBZ?

ii. What are the effects of recognition on employees’ productivity in PBZ? 

iii. What are the effects of job design on employees’ productivity in PBZ? 

1.5 Significance of the Study

This study contributes both theoretically and practically to the understanding of employee motivation in public-sector banking. Theoretically, it enriches existing literature by testing established motivation theories specifically Herzberg’s and Maslow’s models within the context of a developing-country financial institution. It also bridges the empirical gap concerning Zanzibar’s banking sector, where motivation and performance studies remain limited.
Practically, the study provides valuable insights for PBZ management, policymakers, and human resource practitioners. By identifying which motivational factors most strongly affect productivity, the findings can inform the design of incentive systems, promotion structures, and recognition frameworks that enhance employee engagement. Moreover, the results will help policymakers develop evidence-based motivation policies applicable across other public-sector financial institutions in Tanzania.
Furthermore, this study was much more essential in understanding what motivates employee performance and hence the report informs what the banking industry must do in order to successfully motivate their employees to execute their best. By focusing on PBZ, this research provided valuable insights into the ways intrinsic and extrinsic motivation (promotion, recognition, and job design) contribute to employees’ productivity, satisfaction, and overall job performance.

1.6 Scope of the Study

The study focuses on the People’s Bank of Zanzibar as a case study to assess how motivation influences employee productivity. It concentrates on three core motivational variables promotion, recognition, and job design and their relationship with productivity outcomes among PBZ employees.
Methodologically, the study employs a quantitative research approach. Primary data are collected through structured questionnaires, enabling statistical analysis using descriptive and inferential techniques such as multiple regression. The choice of a quantitative approach ensures objectivity, replicability, and generalizability of findings (Saunders et al., 2019).
The study is geographically limited to PBZ branches and the head office in Zanzibar. It targets employees across managerial and operational levels, providing a holistic view of motivational factors influencing performance. The temporal scope covers the period from 2020 to 2025, reflecting recent institutional and economic developments affecting employee motivation in Zanzibar’s banking sector.
The data collected was using both primary and secondary data, whereby questionnaires, were adopted because they create a more robust, multidimensional view of research problems, leading to more reliable and actionable insights. The analyzed data was based on SPSS techniques due to the analysis process taking place by using mainly descriptive data. For this study, only two research constructs (motivation and employee productivity were included). These variables were included because understanding the dynamics between motivation and productivity which helps organizations to develop strategies that foster a motivated workforce, also using these variables allows organizations to establish benchmarks for productivity and evaluate the effectiveness of motivational programs.
1.7 Organization of the Study Report

This dissertation is organized into five chapters, each contributing a distinct component of the research. 

Chapter One introduces the study, outlines the problem, objectives, and significance, and defines the scope and structure. Chapter Two presents the literature review, encompassing theoretical foundations (Maslow and Herzberg) and empirical evidence on motivation and productivity, highlighting research gaps specific to PBZ. Chapter Three describes the research methodology, detailing the quantitative design, data collection methods, sampling techniques, and analytical procedures. Chapter Four provides data analysis, interpretation, and discussion of findings derived from statistical results. Chapter Five concludes the study with a summary of key findings, conclusions, recommendations, and suggestions for future research on motivation and employee performance in Tanzania’s banking sector.
This organization ensures logical flow from conceptualization to empirical analysis, underscoring the study’s unique contribution in exploring how motivation affects employee productivity within a semi-public banking institution in Zanzibar.
CHAPTER TWO
LITERATURE REVIEW

2.1 Chapter Overview
This chapter presents the theoretical and empirical foundation for the study. It explores key concepts related to motivation and employee productivity, examines relevant motivational theories, critically reviews prior empirical studies, identifies existing research gaps, and finally presents the conceptual framework that guides the investigation. By integrating both theoretical and empirical insights, the chapter establishes the intellectual basis for assessing how motivation through promotion, recognition, and job design influences employee productivity in the People’s Bank of Zanzibar (PBZ).
2.2 Conceptual Definitions

This section discusses key concepts and their interpretations, followed by a critical evaluation of how each concept applies to the study.

2.2.1 Motivation

Motivation is broadly defined as the internal process that initiates, directs, and sustains goal-oriented behavior (Cherry, 2023). Robbins and Judge (2019) extend this definition by emphasizing that motivation reflects the intensity, direction, and persistence of effort toward achieving organizational goals. Compared to Cherry’s general psychological framing, Robbins and Judge’s interpretation better aligns with the workplace context of PBZ, where effort intensity and persistence determine service quality and operational outcomes.
By deriving the definition from Maslow and Herzberg theories, Motivation can be described as "all internal and external driving forces that cause an individual to conduct an activity willingly, establish the limits and forms of activity, and give its activities geared toward accomplishing particular goals". The definitions of Maslow (1987) was adopted in this study because it align with the objective of the study which tend to investigate motivational factors which inspired by human and psychological factors. This becomes due to the most behavior is multi-motivated, and noted that “any behavior tends to be determined by several or all of the basic needs simultaneously rather than by only one of them. 

In organizational behavior literature, motivation is commonly categorized as intrinsic or extrinsic. Intrinsic motivation stems from internal satisfaction and self-fulfillment, whereas extrinsic motivation arises from external rewards such as pay or recognition (Ryan & Deci, 2020). In PBZ’s environment characterized by rigid structures and limited advancement opportunities understanding the balance between these two forms is crucial for improving employee engagement and productivity
2.2.2 Promotion

According to Dessler (2013), stated that promotion is the advancement of an employee to a position with greater responsibilities and usually more pay. In this study, the definition of Dessler (2013) will be use because it emphasize not only the increase in pay but also the increase in responsibility as an important factors in employee development and organizational commitment. Armstrong (2012), define promotion involves moving an employee up to higher grade, with more responsibility, status and pay as reward for good performance. The definition of Armstrong (2012), this definition will be adopted in this study because it ties promotion directly to performance and reward, making it a relevant concept for examining how promotion contributes to employee motivation and productivity.

In this study, the definition of Armstrong (2012) adopted because it directly links promotion to employee productivity and benefits, which aligns well with the objective of this study of assessing how promotion as a motivational factor contributes to enhancing employee productivity. It also reflects a modern HR perspective where promotion is a part of strategic incentive system. 

Critically, in public-sector organizations such as PBZ, promotions are often tenure-based rather than performance-driven. This can weaken the motivational effect predicted by classical HR theories (Kanyabwoya, 2021). Hence, examining promotion as a motivational variable allows the study to test how structural constraints influence productivity outcomes
2.2.3 Recognition

Recognition is defined by the Society for Human Resource Management (SHRM, 2016) as the acknowledgment of an individual’s behavior or achievement that supports organizational values. Nelson (2005) adds that recognition should be timely, specific, and linked to organizational goals to reinforce desired behaviors. The definition of SHRM (2016), will be used in this study because it provides a current, practical HR perspective and highlights both individual and team recognition, suitable for modern organizational contexts. Also, Armstrong (2012) defines recognition as the process of acknowledging someone’s achievement through praise or reward to reinforce desired behavior and performance. 
In this study, the definition of Armstrong (2012) will be used because it directly links recognition with production reinforcement, which is central to the purpose of this study on motivation and productivity. 

For this study, the definition of SHRM (2016) will be adopted because it is recent modern and emphasize meaningful individual or team’s recognition. This is essential for understanding how recognition, when aligned with organizational goals and values can enhance employee motivation and lead to higher productivity. It also reflects the formality of recognize one’s effort making it relevant for diverse workplace settings.
While these definitions emphasize appreciation, in PBZ’s context recognition is often informal or symbolic, with limited tangible rewards. This limits its capacity to produce sustained motivation. A more structured recognition system such as formal award schemes or performance-based commendations could potentially enhance both morale and productivity.

2.2.4 Job Design

According to Charted Institute of Personnel and Development (2021), job design is the process of establishing employees’ roles and responsibilities, and the systems and relationships that support them to perform effectively and develop their potential. The definition of CIPD (2021) will be adopted in this study because it recognize the developmental aspect of job design, connecting it with employee potential and performance support systems making it highly relevant to studies of employee productivity and motivation. Parker et al., (2020) stated that Job design refers to the content and structure of jobs that influence employees’ motivation, satisfaction, performance and well-being. The definition of Parker et al., (2020) will be adopted in this study because it reflects a modern and holistic view of job design by linking it not only performance but also to employee well-being and satisfaction, which are critical in today’s workplace.

Eurofound (2019) defines Job design is encompasses how jobs, tasks, and roles are structure, allocated and coordinated to improve employee engagement, skill use and organizational outcomes. The definition of Eurofound (2019) will be used in this study because it incorporates modern organizational priorities like employee engagement and skills utilization which are essential in understanding the motivational impact of job structure in contemporary work environments. The definition of Parker et al., (2020) will be adopted in this study because it presents a comprehensive, modern perspective on job design that incorporates motivation, satisfaction, performance and well-being. 
These elements align with the focus of this study which seeks to explore how job design influence employee productivity through motivational factors. In PBZ, where some roles are highly procedural and hierarchical, job design plays a pivotal role in determining employees’ sense of purpose and ownership. A job design that fosters skill variety, decision-making autonomy, and task significance can stimulate intrinsic motivation and, consequently, productivity.
2.2.5 Employee Productivity

Kumar and Aggarwal (2021) defines employee productivity as the qualitative and quantitative performance of employees in achieving organizational goals within a given time frame, influenced by motivation, work environment and skills. The definition of Kumar and Aggarwal (2021) will be used in this study because it integrates qualitative and quantitative performance with key influencing factors like motivation and work environment which aligns directly with the objectives of this study. According to OECD (2020), employee productivity refers to the ratio of output (goal and services) to the inputs used to produce them, often measured in output per hour worked. The definition of OECD (2020) will be adopted in this study because it is a reliable and current international standard for evaluating productivity, offering a macro nd micro level interpretation of employee contribution.

ILO (2019), define Labour productivity is the total output (good and services) produced per unit of labour input (hours worked), which reflects the efficiency with which labour is used in the production process. The definition of ILO (2019) will be adopted in this study because it offers an internationally recognized, economic-based perspective of productivity, making it applicable for both public and private sector settings. The definition of Kumar and Aggarwal (2021) reflects a contemporary, multidimensional view of employee productivity, recognizing that productivity is shaped not only just by output but also employee motivation, environment and capability. This makes it highly relevant for research examining how motivation factors (promotion, recognition and job design) influence productivity.

2.3 Theoretical Literature Reviews
This part analyses and interpret critical theories that seems to support the topic as illustrated and exposed by different scholars and relate the researcher’s idea.

2.3.1 Abraham Maslow’s Theory of Hierarchical Needs

The Maslow’s theory was proposed by Abraham Maslow in 1954. The theory posits that human beings are motivated to fulfill their needs in a hierarchical order. Maslow asserts that “Humans are driven by five basic needs, physiological, safety, social (love and belonging), esteem, and self-actualization which are typically illustrated in a pyramid structure. At the base of the pyramid lie physiological needs, such as food, water, sleep, and warmth. These are followed by safety needs, including comfort, security, and stability. Above these are social needs, such as a friendship and sense of belonging, then esteem needs, like prestige, status and self-confidence. The hierarchy culminates in self-actualization, which is pursuit of personal growth, creativity and fulfillment. According to the theory, individuals must satisfy lower-level needs before progressing to higher ones. 
2.3.2 Strength of the Maslow Theory

Maslow’s theory provides a clear, intuitive framework for understanding human motivation, particularly in workplace and organizational contexts. It suggests that individual must first fulfill their basic physiological needs before they can pursue higher-level desires like self-esteem and personal growth. Abusharbeh and Nazzal, (2018) note that social needs in Maslow’s hierarchical align closely with the structure of human resource functions within organizations. These needs manifest in role clarity, team dynamics, and a sense of belonging fostered by organizational culture. When organizational culture and HR practice interacts positively, employees are more likely to attain self-esteem and self-actualization resulting enhanced performance, loyalty, and alignment with organization’s mission and objectives.

2.3.3 Weakness of the Maslow Theory

Despite its wide applicability, Maslow’s theory is not without criticism. A primary weakness is its assumption that all individuals pursue needs in the same hierarchical order, failing to account for cultural, social and individual differences. It also tends to emphasize extrinsic motivators over intrinsic ones, thereby simplifying the complexity of human motivation. Furthermore, the theory lacks empirical rigor. As Neher (1991) critiques, there is insufficient evidence to confirm the strict hierarchy; some people may pursue higher order needs such as esteem before fulfilling lower ones like safety. Progression through the hierarchy is not necessarily linear, and I n reality individuals often navigate needs in a non-sequential and overlapping manner. Maslow himself acknowledged this, noting that some individuals prioritize self-esteem over love or social belonging.

2.3.4 Justification for Choosing the Theory

Maslow’s theory is highly relevant to this study as it provides a foundational framework for the analyzing organizational behavior, particularly employee motivation and productivity. The theory suggests actionable guidance for managers in structuring workplace environments that nurture employee’s growth toward self-actualization and consequently higher performance.

Chintalloo and Mahadeo (2013) reinforce this perspectives, demonstrating that the fulfillments of physiological needs is fundamental to organizational commitment and job performance especially in sectors like higher education. This dual orientation applicable both to organizations and individuals positions Maslow’s theory as particularly valuable. While the model underscores needs like power and achievement, it is important to recognize that these are secondary to more basic unmet needs, such as safety or shelter (Ramadhani, 2008). Ignoring foundational needs renders higher-level aspiration ineffectual, as point especially pertinent in contexts where basic employee welfare may be compromised.

2.3.5 Linkage between the Maslow’s Theory with Employee Motivation and Productivity in Banking Sector

The relationship between Maslow’s theory and employee motivational at the People’s Bank of Zanzibar (PBZ) explored by examining how organizational structures address each level of need. Productivity in the banking sector is closely tied to how effectively these human needs are met. 
At PBZ, lower-level needs such as salary and job security are generally met due to government employment benefits. However, higher-order needs esteem and self-actualization remain under-addressed. Employees often face limited recognition and constrained opportunities for professional development. Consequently, while PBZ’s structure ensures job stability, it may inhibit the motivational drivers that foster creativity, innovation, and sustained productivity.

Critical Perspective, Maslow’s model is widely regarded as intuitive but overly linear. Subsequent studies (Neher, 1991; Latham, 2019) argue that individuals may pursue higher needs even when lower ones are unmet, depending on cultural and organizational contexts. Therefore, while Maslow provides a foundational understanding of motivation, its rigid hierarchy may not fully capture the complexities of motivation in public institutions such as PBZ.

2.3.6 Herzberg Two Factors Theory 

Herzberg’s Two-Factor Theory, also known as the Motivation-Hygiene Theory, was introduced by Fredrick Herzberg in 1959. This theory explores employee motivation by identifying two distinct sets of factors that influence job satisfaction and dissatisfaction. According to Herzberg, motivating factors (also called satisfiers) drive job satisfaction and are tied to an individual’s need for personal growth and development. These include achievement, recognition, and the nature of the work itself, responsibility and opportunities for advancement. In contrast, hygiene factors 9also called dissatisfies) pertain to the job context and, while necessary to prevent dissatisfaction, do not inherently promote satisfaction. These include company policy and administration, supervision, salary, interpersonal relationships and working conditions.

Herzberg concluded that job satisfaction and dissatisfaction are influenced by two separate dimensions: motivators that enhance satisfaction, and hygiene factors that, if absent, lead to dissatisfaction. He emphasized that good hygiene factors only brings the employee to a neutral state, eliminating dissatisfaction but do not lead to motivation or satisfaction on their own.

2.3.7 Weakness of Herzberg Two Factor Theory 

Despite its influence, Herzberg’s theory has several limitations. It categorizes external conditions such as company policy and supervision as hygiene factors, and internal conditions like achievement and recognition as motivators. The theory assumes that the absence of hygiene factors causes dissatisfaction, but their presence does not contribute to motivation. The distinction between satisfiers and dissatisfies reflects an individual’s relationship with the content (what they do) and context (the conditions under which they work). While well-designed jobs can use motivator factors to foster satisfaction, improving hygiene factors alone typically leads only to the removal of dissatisfaction, not an increase in motivation.

Similar to Maslow’s hierarchy, Herzberg’s model implies that basic needs must first be addressed before motivation can flourish. However, Herzberg asserted that only the higher levels of Maslow’s hierarchy esteem and self-actualization function as true motivators. Lower-level needs, while essential, serve merely to prevent dissatisfaction when fulfilled.

2.3.8 Justification for choosing Herzberg Two Factor Theory 

Herzberg’s theory is valuable to this study for its practical insights into how job roles and environment can be structured to foster motivation and performance. The model supports several managerial strategies that align with the study objectives, including; Job enlargement - increasing the number of tasks an employee performs at the same responsibility level. Job rotation - alternating tasks between workers to increase variety and reduce monotony. Job enrichment – enhancing job content by increasing responsibility, autonomy, and opportunities for personal growth.

These strategies directly support employee motivation, aligning with Herzberg’s assentation that intrinsic factors lead to satisfaction and improved performance. Furthermore, as discussed in a 2022 presentation by Fatin binti Muhamed Anaur and colleagues, Herzberg’s framework remains relevant today. It clearly distinguishes between factors that lead to satisfaction (motivators) and those that merely prevent dissatisfaction (hygiene factors). This theoretical lens aligns closely with the study’s aim of examining how motivational factors influence affects employee productivity and organizational success.

Management focus on systematic planning work so that their ways in which this could be achieved there are through job-enlargement which involves increasing the number of tasks a works performs with all of the tasks at the same level of responsibility secondly is through job-rotation and third is through job-enrichment.

2.3.9 Linkage between Herzberg Two Factor Theory with Employee Motivation and Productivity in Banking Sector

Herzberg’s framework closely aligns with PBZ’s context. The bank provides hygiene factors such as salary and job security through government policy, yet motivational factors recognition, career advancement, and job enrichment remain limited. This imbalance explains the persistence of moderate satisfaction levels despite favorable job conditions.

Comparative Critique is that, compared to Maslow, Herzberg offers more actionable managerial insights. It highlights that improving intrinsic motivators (e.g., recognition and promotion) can significantly raise productivity even when external conditions are constant. Thus, Herzberg’s model is more practical for PBZ, as it directly informs policies on recognition and career growth.
Both Maslow’s and Herzberg’s theories complement each other in this study. Maslow provides a holistic understanding of human needs, while Herzberg identifies actionable workplace factors influencing satisfaction. Together, they explain how both intrinsic (recognition, job design) and extrinsic (promotion) motivators shape employee productivity at PBZ. However, Herzberg’s model is emphasized in the conceptual framework because it directly relates to the measurable variables under study.
2.4 Empirical Literature Review

This section reviews prior research on motivation and employee productivity, grouped by key variables: promotion, recognition, and job design. Each sub-section concludes with a comparative analysis across global, regional, and local contexts.

2.4.1 Effect of Promotion on Employee Productivity in Organizations 

According to the study of Batse (2025) titled “The Effect of Promotion on Employee Performance at Takoradi Technical University conducted by Shirley Akorfa Batse. Explores the study themes aimed to examine the extent to which promotions influence employee performance in public university setting at Takoradi Technical University, Ghana. The study involved 273 employees (academic and administrative staffs) where stratified random sampling was used to ensure representation across job categories and departments. This study based on quantitative analysis using regression models to determine the strength and significance of the relationship between promotion and performance. The study found a strong positive relationship (R = 0.83) between promotion and employee performance, with promotion explaining 68.7% of the variance in performance. Promotion was statistically significant at p ˂ 0.05.

Although the findings are statistically significant, the study is not free from critics as it is based on context-specific to the education sector and may not fully reflect dynamics in other industries. Additionally, it used a cross-sectional design limiting the ability to draw causal conclusions. Also the study of Vasudevan and Nathan (2024), titled “A Study on Factors Affecting Employee Motivation in Manufacturing Companies in Penang Malaysia” done by Hemaloshinee Vasudevan and Juanita Alphanso Nathan. The study main objective was to explore how various motivational factors including promotion, salary and recognition affect employee motivation and productivity. The study was conducted at Penang Malaysia where a total sampled of 124 employees from large manufacturing company in Penang involved. The study used convenience sampling and the analysis was used Partial Least Squares Structural Equation Modeling (PLS-SEM) along with descriptive statistics. The study revealed that salary and recognition had a significant influence ob employee motivation while promotion did not show a significant impact. 

Among the criticism of this study is the use of convenience sampling limits generalizability. Also, the small sample size for SEM may weaken statistical power.  The lack of significant findings for promotion may stem from either poor operationalization of the construct or contextual factors in the specific company. Another study by Saguda et al. (2024) entitled “Investing the Influence of Workplace Promotion on Employees’ Performance in Zanzibar Public Sectors”. The study done by Mndeke Saguda, Hezron Onyancha and Amos Lamu where the main objective was to investigate how workplace promotions influence the performance of employees in public institution in Zanzibar as study settings. 
In this study out of 450 total employees in public sector, 183 were sampled where a combination of simple random sampling (for general employees) and purposive sampling (for senior officers). Slovin’s formula was used to determine the sample size. Data were analyzed using SPSS to produce descriptive statistics (frequencies and Percentages). The study findings revealed that Promotion positively influenced employee performance. Many respondents believed promotion enhanced job satisfaction and reduced workplace conflict.

The critics for this study are the study used only descriptive analysis without inferential statistics, which limits the depth and conclusiveness of the findings. Also mixing random and purposive sampling may introduce selection bias.

Globally, promotions tend to be performance-based, producing stronger motivational effects. In contrast, within public-sector settings like PBZ, promotions are often seniority-based, diluting their motivational power. This variation highlights how institutional policy frameworks mediate the link between promotion and productivity.
2.4.2 Effect of Employee Recognition on Employee Productivity in Organizations

Sikira, et al., (2024) in their study titled “Impact of Recognition on Employees’ Performance in the Manufacturing Industries in Tanzania. A case of Tanga Cement Company”. This study was done by R. Sikira Madaba and R Filbert. The main objective is to assess how recognition influences performance in Tanzanian manufacturing where Tanga Cement Company was a setting for this study. A total of 50 employees surveyed by using simple random sampling and the data analysis was conducted by using mixed descriptive and inferential statistics via SPSS. The study key findings were media visibility, certification, and supervisor praises boosted morale, satisfaction, loyalty and team dynamics. The study concluded that recognition positively affects performance in Tanzanian industries, but findings would be more persuasive with a large and more controlled sample.

The criticism for this study is small sample size of about 50 employees’ limits generalizability, also lack of control variables (e.g., education. Tenure) may affect the validity of correlation results. Lastly, there is no test design to assess whether recognition caused productivity changes over time. Based on the study of Imran et al. (2024) titled “The Effect of Recognition and Appreciation on Employee Motivation and Performance”. This study performed by Un Dini Imran, Muhammad Faathir Ghazwan and Firmansyah Firmansyah. The objective of this study was to synthesis existing knowledge on how recognition and appreciation affect performance. 
The location of this study was cover no specific place, (global setting) and based only in systematic literature review of which no primary data collected and no population justified. The review of prior studies conducted where a systematic sampling used to select existing study literatures. The data was analyzed by thematic synthesis, integration of motivational theories. The key findings revealed are recognition primarily enhances extrinsic motivation and appreciation impacts intrinsic motivation and emotional commitment. A dual approach (both recognition and appreciation) leads to higher engagement and productivity.

Although the study findings revealed, there is critics about this study including lacks empirical data where there is no new fieldwork or survey analysis, also selection bias as if no clear criteria for inclusion/exclusion of reviewed studies. 

While recognition enhances engagement across contexts, its formality and consistency determine its effectiveness. In PBZ, where recognition practices are largely symbolic, the motivational effect is weaker than in private banks with structured reward systems. This underscores the need for institutionalized recognition frameworks that tie acknowledgment directly to measurable performance outcomes
2.4.3 Effect of Job design on Employee Productivity in Organization

Job design is a critical aspect of human resource management that directly impacts employee motivation, satisfaction and productivity. The study of Kiptoo et al. (2024) about “Effect of Job Design on Employee Innovative Work Behavior in Public Universities in Uasin Gishu County, Kenya”. The author of this study are Immaculate Kiptoo, Geoffrey Kimutai, Yussuf Motari and Robert Onyango. The main objective is to examine how job design affects innovative work behavior (as a proxy for productivity) among university staffs. The location of this study was Moi University and Universety of Eldoret, Uasin Gishu County in Kenya. A total of 1982 population sampled of 333 determined via Slovin’s formula. This study used Multi stage sampling, piloted and tested for reliability (Cronbach’s α > 0.7). The data analyses used descriptive statistics, correlation and simple regression using SPSS as a tool. The study findings revealed that job design significantly positively influenced innovative work behavior.

Among the critics for this study is the study does not directly measure productivity, it uses innovative behavior as proxy. Also university specific context may differ from other sectors and then simple regression may not control for confounding variables. Also the study of Tezura (2017) about “The Role of Job Design on Employee’s Performance in Tanzania: A Case Study of Construction Industry in Dar es Salaam”. This work done by Zelda Moses Tezura and the main objective was to determine how various job design aspects (job specification, description, evaluation) influence employee performance. A total of 100 respondents involved via questionnaire and Likert survey was adopted as a sampling techniques. The data analysis used linier regression using SPSS. The findings revealed that Job description and evaluation were positively related to performance as well had negative relationship. In overall, well-designed jobs improves performance.

The findings suggest that job design influences not only performance but also creativity. However, PBZ’s administrative structure limits job enrichment, resulting in monotonous roles. Therefore, redesigning jobs to include autonomy and task significance could enhance both motivation and productivity, consistent with Herzberg’s view of intrinsic motivators.
2.4.4 Motivation Strategies in the Banking Sector in Tanzania

The government of Tanzania establishes several strategies to enhance employee’s motivation in banking sector including Electronic Funds Transfer (EFT) System. According to BOT Working paper No 13 of May 2018, EFT system was introduced in 2004 to cater for recurrent low value payments such as payment of salaries and other government payments such as pensions. With modernization of the TACH, the system has three windows per day which has greatly increased efficiency. The recent decision by Government to pay its employees directly through EFT system has reduced costs to the Government and increased efficiency as the payments are effected direct to beneficiaries’ accounts at commercial banks.

modernization of payments, clearing and settlement systems have led to improvement in the revenue collection and government payments; reduction in risks associated with usage of high value cheques; reduction in operational costs; simplified reconciliation processes; efficiency in funds transfer; increased efficiency in cheque clearing from more than thirty days to T+1 clearing across the country; facilitation of direct deposit of salaries to beneficiaries’ accounts for government employees and settlement of other government’s recurrent low value payments. 

A study by Seif (2022) titled “Assessment of Motivation Strategies and Their Effects on Employee Performance: A Case Study of People’s Bank of Zanzibar Ltd”. This study was done by Salama A. Seif and the main objective was to evaluate the role of motivation strategies (goal setting, bonuses and work environment) on employee performance. This study was conducted at People’s Bank of Zanzibar (Zanzibar) where a total of 41 employees involved. This study used cluster and purposive sampling and the data analyzed through Descriptive statistics.

The study key findings found that the study added a fresh dimension by emphasizing participatory motivation strategies such as employee involvement in goal-setting and flexible work conditions, alongside traditional rewards. This reflects emerging trends in Banking HR moving toward inclusive, employee-centered models that enhances engagement, especially in banks like PBZ undergoing organizational reforms and modernization. The study makes critics as very small sample size reduce statistical power and precise as well as limited inferential analysis observed as findings based mainly on perceptions and trends.

Fuka (2012) on his study about “Motivational Strategies and Their Impact on Employee Performance: A Case of Commercial Bank of Africa (Tanzania) ltd”. The main objective of this study was to examine the influence of motivational strategies such as goal-setting, job security, recognition and career development on employee performance. This study was conducted at Commercial Bank of Africa (CBA), Head Office - Dar es Salaam where a total of 60 employees included. The study used convenience techniques and analysis was done by using descriptive statistics using SPSS. 

The key findings from this study is that career development and job security significantly improved motivation, also Non-monetary motivators were nearly as effective as financial ones. Fuka’s study revealed that non-financial motivators such as career development, clear goal-setting and supervisory recognition 
significantly boosted up motivation and job performance. These strategies align with intrinsic motivation theories like Herzberg’s Two-Factor Theory, where growth and achievement foster satisfaction.

The emphasis on career progression and job clarity is especially important in the banking sector where job roles are structured and performance expectation are high. The criticism for this is small sample size limit generalizability and no inferential statistics data used to test strength of relationship among the variables.

While private banks integrate flexible reward systems, public-sector institutions rely on uniform compensation scales. This structural rigidity explains the limited motivational impact observed at PBZ. Hence, organizational reforms must focus on aligning motivational strategies with performance-based criteria rather than administrative tenure.
2.5 Research Gap

Existing literature confirms that motivation positively influences employee productivity across diverse sectors. However, most studies emphasize large multinational or mainland banks, leaving Zanzibar’s semi-public institutions underexplored. The socio-economic and policy environment of PBZ where governmental regulations influence HR decisions creates a distinctive setting for examining motivation.

Moreover, few studies have simultaneously analyzed promotion, recognition, and job design as joint predictors of productivity. This study fills this gap by empirically testing how these factors collectively affect performance at PBZ. It also contributes contextual insights into how public-sector HR frameworks can adapt intrinsic motivation theories to resource-constrained environments
This gap offers a valuable opportunity to examine how PBZ employees perceive intrinsic and extrinsic rewards, and how these two forms of motivation affect their productivity. Gaining deeper insight into the relative effectiveness of these motivational types within the Zanzibar banking context will help financial institutions develop targeted, context-sensitive strategies to enhance performance. By closing this knowledge gap, the study enables employees to cultivate the skills and capabilities necessary to fulfill their roles effectively. In turn, this supports better job performance, improved productivity, and more robust organizational outcomes. It also provides a platform for academic and managerial inquiry, opening new avenues for research in employee motivation and workplace behavior in public-sector banking.

Although many studies such as those by Pinar (2011), Uzonna (2013), Faizan (2012), Mwatsika (2014), and Juma (2015) have examined employee motivation in banking, few have directly explored motivational practices in PBZ. A recent empirical study by Seif (2022) found that motivational factors such as salary increments or bonuses, regular annual leave, a supportive work environment, and alignment with organizational goals significantly influence employee performance. 
The current research responds to this gap by experimentally analyzing the constraints and catalysts affecting productivity at PBZ. It identifies specific motivational programs that have proven most effective across various departments. Understanding these intra-organizational differences allows for the implementation of department-specific strategies, reinforcing alignment between motivation practices and performance goals.

Finally, while this study focuses on motivation and productivity, it highlights the need for further exploration into the link between employee performance and customer satisfaction in the banking sector. Studying this relationship would provide a more comprehensive understanding of the role that motivation plays in ensuring both internal efficiency and customer-centered service delivery.

2.6 Conceptual Framework 

Figure 2.1 shown the A conceptual framework for a banking motivational theory The conceptual framework illustrates the hypothesized relationships among study variables and their theoretical underpinnings.

Employee productivity (dependent variable) is influenced by three independent variables which are promotion, recognition, and job design. Promotion represents extrinsic motivation, while recognition and job design represent intrinsic motivation. The framework is grounded in Herzberg’s and Maslow’s theories, which explain how satisfying both intrinsic and extrinsic needs enhance productivity.

Independent Variable                    Mediating Variable      Dependent Variable





          ↑

              Supported by Herzberg’s Two-Factor Theory

             and Maslow’s Hierarchy of Needs Theory
Figure 2.1: Conceptual Framework 

Source: Researcher’s own Conceptualization (2025).
Arrows indicate hypothesized positive relationships between each motivational factor and employee productivity. The centered variable serves as mediating logic linking motivation to performance outcomes.

CHAPTER THREE

RESEARCH METHODLOGY
3.1 Overview 
This chapter describes the methodology adopted in conducting the study. It explains the research philosophy, approach, design, study area, population, sampling procedures, data collection methods, research instrument, data analysis techniques, and ethical considerations. The methodological choices are aligned with the study’s quantitative nature and its objective of empirically examining how promotion, recognition, and job design influence employee productivity.

3.2 Research Philosophy 

Research philosophy refers to the belief system or underlying assumptions that guide how data about a given phenomenon should be gathered, analyzed, and interpreted (Galliers, 1991). This study adopted a positivist research philosophy, which assumes that reality is objective and can be measured through observable phenomena. Positivism aligns with a quantitative research design because it emphasizes the use of structured instruments, numerical data, and statistical analysis to test hypotheses (Saunders, Lewis, & Thornhill, 2019).
The positivist orientation was appropriate for this study because it sought to establish measurable relationships between motivational factors (promotion, recognition, and job design) and employee productivity, rather than exploring subjective experiences or interpretations. Hence, the study relied on empirical evidence collected through questionnaires and analyzed using inferential statistics in SPSS. This approach ensures objectivity, reliability, and replicability of findings.
3.3 Research Approach
The study adopts a structured and systematic research approach that enables a comprehensive analysis of how motivation influences employee productivity in the banking industry. The goal is to generate meaningful insights that contribute to improving workplace performance in the context of the People’s Bank of Zanzibar. 
The researcher used quantitative approach; the study utilizes structured questionnaires together measurable data. This allows for statistical analysis and the identification of trends and relationships between motivation variables and productivity outcomes. The quantitative findings compliment the research insight, providing empirical support for the interpretation drawn. This methodological blend ensures that both the how and the why behind employee motivation and productivity are meaningfully captured.

3.4 Research Design 

The research design, according to Leedy and Ormord (2001), is defined as a detailed collection of plans established by a researcher that gives criteria and standards for the study or research. A descriptive and correlational research design was employed. The descriptive element enabled the researcher to summarize employees’ perceptions of motivation practices at PBZ, while the correlational aspect examined the strength and direction of the relationships among motivation variables and employee productivity.
This design was suitable because it allowed the study to quantify how different motivational factors predict productivity without manipulating any variables (Creswell & Creswell, 2023). 
3.5 Study Area 

The study was conducted at Zanzibar. It involved employees from Peoples Bank of Zanzibar Office at Zanzibar because is one of the larger financial institutions where the effects of motivation to employee’s performance were studied as similar to other financial institutions and employees. The study area are chosen because of its’s unique cultural and socio-economic setting provides a context in which traditional motivational theories that are tested and explored further. Research in this setting was helps to understand whether global motivational theories apply or whether there are region-specific factors at play.

Also, Studying People’s Bank of Zanzibar allowed for a detailed investigation of motivation and productivity in a specific organizational context, which helps to isolate factors that are particularly relevant to employees working in smaller or regional financial institutions. Understanding this dynamic is important for the local economy and for improving the efficiency of small banks. Furthermore, studying motivation within the context of Zanzibar’s environment adds a layer of complexity that can affect employee productivity. This aspect is critical for understanding how government policies and Public Pay Policy in Zanzibar impact employee behavior, motivation, and performance in the banking sector.
3.5.1 Survey Population 

Population is the collection of elements or items on which inferences can be made (Cooper & Schindler 2014). For this study, employees with different designations and experience were chosen as the target population. Until 31st December, 2023 the total PBZ staff members was reached 485 (PBZ Annual Financial Report, 2023).

In this research, staffs from different branches of PBZ Bank were included where a questionnaire was provided to the employees and their answers collected as primary data. Afterwards, the data have been analysed to get an overall idea regarding the impact of motivation on different stages showing the target population. The study sample was 172 employees. The study sample sizes were obtained by using the Cochran’s Formula 1977 (Adjusted for Finite Population).

n = N*p*(1-p)
(N-1) * (e2 ÷ Z2)+ p * (1-p)

Where:


N = 485 (total population)

p=0.5 (proportion for maximum variability, conservative estimate)

z=1.96 (Z-score for 95% confidence level)

Margin of Error (e) ~6%

n = 485*0.5*(1-0.5)
(485-1) * (0.052 ÷ 1.962)+ 0.5 * (1-0.5)

n = 121.25       ≈ 172
0.7035

So, for a population of 485 staff members, with a 95% confidence level and a 6% margin of error is 172 respondents.

Table 3 1: Sample Size Framework 
	Respondents
	Sample size
	% Distribution

	Key informants (Branch Managers)
	14
	8

	Head Office Staff (different departments)
	16
	9

	Bank officials (Branch level)
	130
	76

	Internship
	12
	7

	Total 
	172
	100


3.5.2 Sampling Design and Procedure 

Williman (2011) defines sample as small number of the whole population selected to show what the whole population is like. In this study Probability sampling was employed. Also the use of simple random sampling in which respondents are divided into strata to draw a more representative sample and involves grouping subjects into homogeneous categories than in non-probability sampling. Purposive sampling is used to select key informants such as Branch Administrative Managers and officers in the study area.

3.5.3 Sample Size 

A total of 172 respondents which categorized into managers, bank officials from different departments and branches as well as internship and field students involved. This was backed up by Kothari (2004) that sample sizes greater than 30 tends to reflect a normal distribution trend which has validity for generalization.

3.6 Variables and Measurement Procedure 

This study utilizes quantitative data to comprehensively assess how motivation influences employee productivity in the banking sector.

i. Primary data were collected through questionnaires offering measurable and descriptive insights into employee experiences and perceptions.

ii. Secondary data were sourced from published reports, academic journals, and online databases, which provided contextual depth and reinforced empirical grounding.

To analyze the quantitative data, the study employed inferential statistics a method that allows for generalization from a sample to a broader population (Zikmund et al., 2013). The relationship between employee productivity and motivational factors is modeled using multiple linear regression. The dependent variable is Employee Productivity (Y), while the independent variables are:

X1 = Promotion

X2 = Recognition

X3 = Job Design

The regression equation is expressed as:

Y = β0 + β1X1 + β2X2 + β3X3 + ε

Where:

Y = Employee Productivity

Β0 = Intercept (Constant)

Β1, β2, β3 = Coefficients of the independent variables

ε = Error term

Several statistical assumptions of the linear regression model were tested to ensure validity and reliability:

Linearity: It is assumed that there is a linear relationship between the dependent variable (employee productivity) and the independent variables (promotion, recognition, and job design).

Homoscedasticity: The variance of errors is expected to remain constant across all levels of the independent variables. This was assessed using residual plots and formal diagnostic tests.

Multicollinearity: Independent variables were tested to confirm that they are not highly correlated, ensuring that each predictor contributes uniquely to the model. No measurement error, no omitted variables, and correct causal ordering were also verified.

By applying inferential and regression frameworks, this study delivers direct and indirect insights into how motivational strategies influence performance in the banking context. It sheds light on the effectiveness of targeted interventions at PBZ and offers a blueprint for enhancing workforce productivity through well-structured motivational practices.

3.7 Methods of Data Collection 

Data collection methods simply refer to the act of acquiring data after the researcher has identified the types of data necessary, which is determined by the research questions that guide the study (Cooper & Schindler 2014). Primary data was used in the study, and a structured questionnaire was used to collect primary data. The following sections were included in the questionnaire: The first section of the questionnaire collects demographic information from respondents such as age, gender, and department. The second section looks at the effect of Promotion in employee productivity. The questionnaire's third section examined effect of recognition in employee productivity. The fourth section the effect of job design in employee productivity.

3.8 Data Processing and Analysis 

Before analysis, the collected data was processed and confirmed. Data were edited for mistakes and omissions, categorized and coded into several categories, and then entered into a computer program using the Statistical Package for Social Science (SPSS). Donald & Delno (2006) before analyzing the data, the researcher performed data cleaning to detect and eliminate all errors resulting from unclear responses, omission of unwanted data, and other related errors. The analysis process was taking place primarily through descriptive analysis through computer programs SPSS serving as tools for running the analysis. The data discovered presented freely and in an organized manner by using tables, graphs, and statistical figures; various approaches utilized in explaining information and presenting data, in this study, Microsoft Word and Excel was used in constructing tables to present the findings.

3.9 Reliability and Validity 

According to John (2006), reliability is the degree to which the outcomes are reliable over time and an exact representation of the total populace being examined. In order to determine the reliability of the study, questions are well clarified to respondents and results was compared with different methods employed in the study. In order to ensure reliability and validity of data, the responses were assigned a score and perform a pilot test to ensure that each response is presented in accordance to how the respondent intended it. This was done as such as to clarify responses that appeared inconsistent or vague.
3.10 Ethical Considerations

This study abides all the ethical codes of conduct, rules and principles of conducting research. Before starting the data collection exercise, the researcher request for an official written permission “clearance letter” from the Open University of Tanzania and respective authority deals with research permit in Zanzibar including Second Vice President Office for Research Clearance and Office of Chief Government Statistician for a Research Permit so as to serve as an introduction to organizations intended for data collection. Also, the researcher ensured voluntary and unanimous participation of both the officials involved in this study. Finally, the data was collected with anonymity of the respondents and kept with high level of confidentiality.

3.10.1 Confidentiality 

According to Mugenda & Mugenda (1999) respondents should be protected by keeping the information’s given confidential, especially if confidentiality has been promised. Confidentiality was observed and unauthorized persons didn’t have access to the data collected. Data was accessed by the researcher and respondents participated in the research voluntarily as no one was forced into participation. Furthermore, the researcher ensured participants that the collected data would be only for research purposes.

3.10.2 Plagiarism 

Plagiarism is the demonstration of going off another person's thoughts, pictures, hypotheses, words, or stories as yours. In the event that a researcher copies the work of others, he brings into question of uprightness, morals, and reliability of the whole of his study. In this study, plagiarism was as much avoided by ensuring that, none of somebody else ideas and thoughts copied as they are. Whatever piece of information that the researcher used from other authors was customized to meet the needs of this study and acknowledged accordingly.

CHAPTER FOUR

FINDINGS AND DISCUSSION

4.1 Chapter Overview 

This chapter outlines key findings from the study on the effects of motivation on employee’s productivity in the banking industry. The data collected through the questionnaire and analyzed using descriptive statistics and multiple linear regression through SPSS version 20 to explore the relationships between various motivational factors (i.e., promotion, recognition, and job design) and employee productivity. The results are discussed in relation to the hypotheses and the theoretical framework of the study.
A total of 172 questionnaires were distributed to PBZ employees, out of which 160 were correctly completed and returned, representing a 76% response rate. This response rate is considered highly satisfactory for social science research (Mugenda & Mugenda, 2019). The data were analyzed using the Statistical Package for Social Sciences (SPSS Version 25), employing both descriptive and inferential statistical techniques.

4.2 Respondent Rate

The study had a total of 172 respondents from People’s Bank of Zanzibar among them 12 respondents categorized as internship students were missed due to the new government circular notice of in cooperating Intent hence making the entire participants become 160. This therefore gave a response rate of 76% enough to make a conclusion of the findings results. 
This is highly response rate considering the nature of the study as it is appropriate to generalizing to the population of the study results.
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Figure 4.2: Response Rate
4.3 Data Cleaning

The author performs a data cleaning for the collected data. Out of the initial 172 responses collected, 12 entries from internship students excluded due to government regulation and circular disqualify them on participation. This data cleaning process resulted in a final valid sample of 160 respondents, yielding a usable response rate of 76% which is considered sufficient for drawing reliable and generalizable conclusion. 

4.4 Respondent Demographic Profiles

The demographic profile of the respondents mainly summarized by using Cross-tabulation to compare demographics with other sections. The study results in table 4.1 indicate the respondent profile where by majority of respondents were male (55.8%), aged 18–30 (41%), and held degrees (69%). 93% earned 500,000–1,000,000 TSH monthly, mid-level bank employees, 50% have worked 1-5 years. The majority of respondents (60%) from the PBZ bank HQ, with the remaining distributed across branches such as Mpirani and Malindi, followed by Mwanakwerekwe, Amani and Mazizini branch. This implies that PBZ bank have enough man power where young employees aged from 18 – 40 dominates and mostly of them are professionals staff hold degree by 69%. Although revealed that more staff capacity to Masters and other level required to increase more efficiency in performed task. also indicates that many employees have spent several years in the same positions, suggesting limited promotion opportunities that may affect motivation.
Table 4 1: Demographic Characteristics of Respondents (N=172)

	Variable
	Category
	Frequency
	Percentage (%)

	Gender
	Male
	90
	55.8%

	
	Female
	70
	44.2%

	Age Group
	18–30 years
	65
	41%

	
	31–40 years
	45
	29%

	
	41–50 years
	35
	22%

	
	51–60 years
	15
	8%

	Education
	Degree
	109
	69%

	
	Master’s Degree
	35
	22%

	
	Diploma
	11
	7%

	
	Certificate
	5
	4%

	Monthly Income
	200,000–500,000 TSH
	12
	8%

	
	500,000–1,000,000 TSH
	148
	93%

	Tenure to work
	1-5 years
	80
	50%

	
	6-10 years
	40
	25%

	
	Less than 1 year
	20
	13%

	
	>10 years
	20
	12%


Source: Field analysed data (2025).
Implication for PBZ:

PBZ should prioritise career-development and recognition strategies tailored to a largely degree-holding, early-career workforce. Financial incentives might have limited discriminating power because most employees fall in the same pay band; therefore, non-monetary differentiation (structured promotion clarity, mentoring, skill-upgrading) will likely yield higher engagement returns.
4.5 Validity and Reliability Results

To ensure the accuracy and consistency of the study findings, both validity and reliability measures was considered.

4.5.1 Validity Results

A validity was established through experts and closely supervision from questionnaire and objective linking including variables of the conceptual framework ensuring that the items adequately captured the key constructs (Promotion, recognition, and job design and employee productivity). For this case established in two ways, first the content validity: where instrument reviewed by HR experts and one academic professional to ensure alignment with objectives. Second the construct validity where items adapted from established empirical studies to represent the intended constructs
4.5.2 Reliability Results 

The reliability was assessed using a statistical measure of internal consistency. A pilot test was conducted involving 20 employees from PBZ branches not included in the final sample. 

All key constructs recorded alpha values above the acceptable threshold of 0.70, indicating strong internal reliability. Specifically, promotion (α = 0.82), recognition (α = 0.79), job design (α = 0.85) and employee productivity (α = 0.81) showed consistent responses across their respective items. These results confirm that the data collection instrument was both valid and reliable. Results indicated strong internal consistency, with Cronbach’s alpha values as follows:
Table 4.2: Pilot test results for Reliability
	Construct
	Cronbach’s Alpha
	Interpretation

	Promotion
	0.82
	Reliable

	Recognition
	0.79
	Reliable

	Job Design
	0.85
	Reliable

	Employee Productivity
	0.81
	Reliable


All coefficients exceeded the 0.70 threshold recommended by Nunnally (1978), confirming acceptable reliability.
4.6 Descriptive Statistics of Study Variables using SPSS

The descriptive statistics was used to provide an overview of the key demographic variables of the study findings. It summarizes respondents’ perceptions of each study variable. A five-point Likert scale (1 = Strongly Disagree to 5 = Strongly Agree) was employed. The descriptive insights helped establish the foundation for the further inferential analysis.
4.6.1 Effect of Motivation on Employee’s Productivity

This section presents the findings of the study in line with the objectives of the study, the researcher concern about the characteristics related to promotion, recognition and job design programs, and their effect on employee productivity. Descriptive statistics was employed to get the results from the data collected. 
Also, the author adopted Multiple Regression analysis was conducted to shows how the variable fit the underlying assumptions. 

Table 4 2: Employee Productivity in Banking Sector 

	No
	Statement
	Disagree (SD+D)
	Neutral (N)
	Agree (A+SA)
	Mean
	Key Insight

	A1
	I feel motivated to perform my job every day and produce output.
	59.2
	
	18.4
	22.4
	
	2.54
	Low motivation levels; majority feel unmotivated.

	A2
	I complete my tasks efficiently and on time.
	5.3
	
	48.9
	45.8
	
	3.68
	Task efficiency is relatively high with low disagreement.

	A3
	My supervisor supports and encourages my work.
	61.3
	
	7.7
	31.1
	
	2.50
	Significant lack of supervisory support.

	A4
	I exceed performance expectations in my role.
	25.4
	
	41.0
	33.5
	
	3.22
	Moderate performance levels with mixed responses.

	A5
	I regularly achieve or surpass work targets.
	43.7
	
	42.5
	13.8
	
	2.85
	Nearly equal positive and negative responses; potential inconsistency.

	A6
	I find ways to improve my performance.
	51.4
	
	27.6
	21.1
	
	2.33
	Majority do not actively seek self-improvement; possible disengagement.

	A7
	I contribute positively to my team’s productivity output.
	14.9
	
	84.2
	0.9
	
	4.02
	Strong team contribution and positive collaboration.

	A8
	I manage my workload without much supervision.
	52.3
	
	45.0
	2.7
	
	2.65
	Many feel dependent on supervision; self-management is low.

	A9
	I am proactive in solving problems at work.
	23.0
	
	76.0
	1.0
	
	3.58
	High problem-solving initiative among employees.

	A10
	My productivity is positively influenced by my motivation.
	45.8
	
	31.2
	23.0
	
	2.58
	Weak motivation-productivity link for many; needs targeted improvement.


Source: Field analysed data (2025).
Interpretation:

The employee-productivity items present a nuanced picture: objective task performance (timeliness and efficiency) scores strongly, while subjective motivation and perceived supervisory support remain low. The anomaly in A7 (very high score for team contribution despite low individual motivation) suggests a collectivist/team-based work culture where peer processes sustain performance even when individual drive and managerial encouragement are weak. High neutrality on several items (e.g., A2 and many others) indicates inconsistency rather than strong positive endorsement across the workforce. This pattern implies that productivity at PBZ is sustained through procedural efficiency and team norms rather than through individual intrinsic motivation or managerial inspirational leadership.
Implication for PBZ:

To reduce reliance on compensatory team dynamics and secure sustainable performance, PBZ should improve supervisory support and coaching, and implement interventions that convert neutral/ambivalent attitudes into active engagement for example, targeted feedback, clearer objectives, and manager training on recognition and motivational leadership. Addressing supervision gaps could convert procedural efficiency into consistently higher individual motivation.
4.6.2 Effects of Promotion on Employee’s Productivity

The findings in the table 4.4 illustrated about the effect of promotion on employee’s productivity in banking industry. The finding shows that Promotion criteria (B1) are unclear where by 40% disagree that they are aware about the criteria, also 75% agree training (B4) and goal-setting (B8) help, but 52% lack mentors (B7). Furthermore 48% disagree on the real-time feedback mechanism from their supervisors. The interpretation of these findings shows that promotion opportunities seemed to be a key factor influencing employee motivation and productivity. Employees who perceived a clear promotion paths and career advancement opportunities showed higher motivation levels, which positively impacted their productivity.

Table 4 3: Promotion Analysis

	No.
	Statement
	SD+D (%)
	Neutral (%)
	A+SA (%)
	Mean
	Key Insight

	B1
	Employees know promotion criteria.
	40%
	22%
	38%
	2.9
	Poor communication.

	B2
	Employees participate in goal-setting.
	25%
	25%
	50%
	3.4
	Limited involvement in decisions.

	B3
	Satisfied with work challenges.
	12%
	20%
	68%
	3.8
	Challenges are motivating.

	B4
	Regular training improves skills.
	10%
	15%
	75%
	4.0
	Training is effective.

	B5
	Supervisors give real-time progress updates.
	30%
	22%
	48%
	3.3
	Feedback loops are weak.

	B6
	Realistic goals enable promotion.
	15%
	20%
	65%
	3.7
	Goals are achievable but unclear.

	B7
	Mentors guide career goals.
	52%
	18%
	30%
	2.7
	Critical weakness.

	B8
	Goal-setting improves performance.
	8%
	17%
	75%
	4.0
	Strong performance link.


Source: Field analysed data (2025).
Interpretation:

Promotion-related items reveal a mixed environment: while training and goal-setting are perceived as effective (B4, B8), there is poor communication about promotion criteria (B1) and a notable absence of mentoring support (B7). Half of respondents feel involved in goal-setting (B2), but involvement is not universal. The comparison strong belief that goal-setting and training boost performance versus low clarity on promotion mechanics suggests institutional capability to develop staff exists, but translation into transparent career pathways is lacking.

In theoretical terms, PBZ appears to deliver capacity-building (training) but not the structural HR practices (transparent promotion criteria, mentoring) that convert capability into motivational uplift. This decoupling weakens promotion’s role as a reliable motivator.
Implication for PBZ:

The findings implicate that, PBZ should formalize and communicate promotion criteria and introduce structured mentoring and career-path programs, because training and goal-setting already produce strong positive responses, linking these development activities explicitly to promotion decisions will magnify their motivational effect and help retain high performers. 
4.6.3 Effects of Recognition on Employee’s Productivity

The study key findings, drawn their implications for employee productivity through recognition strategies. The result of such descriptive analysis has been given in table 4.4. 

Table 4 4: Recognition Analysis

	No
	Statement
	Disagree (SD+D)
	Neutral (N)
	Agree (A+SA)
	Mean
	Key Insight

	BC1
	The bank uses non-monetary rewards like recognition and flexible working hours
	50%
	18%
	32%
	2.55
	Recognition and flexible hours are perceived as insufficient and inconsistent.

	BC3
	Employees receive recognition when performing above expectations
	65%
	15%
	20%
	2.35
	Majority feel recognition is rare or inconsistent.

	BC4
	Pay policy helps attract and retain high performers
	30%
	17%
	53%
	3.20
	Pay policy is a relatively stronger motivator and retention tool.

	BC5
	Supervisor or branch manager recognizes good work
	47%
	19%
	34%
	2.65
	Recognition from supervisors is limited but slightly better than overall recognition.

	BC7
	The bank uses training and development to motivate staff
	23%
	18%
	59%
	3.40
	Training and development are effective motivators for many employees.

	BC9
	Recognition is a cost-effective motivator
	50%
	18%
	32%
	2.70
	Skepticism exists about recognition’s effectiveness as a cost-efficient motivator.

	BC10
	Recognition significantly increases job performance
	50%
	21%
	29%
	2.74
	The link between recognition and performance is weakly accepted.

	BC12
	Motivated employees improve productivity and job performance
	13%
	13%
	74%
	4.10
	Strong consensus that motivation drives productivity and performance.


Source: Field analysed data (2025).

Interpretation:

Recognition items show that a majority perceive recognition practices as weak or inconsistent (e.g., C1 and C3). Despite training being viewed positively (C7) and pay being a relatively stronger retention tool (C4), recognition especially formal, consistent acknowledgment of above-expectation performance appears lacking. The skepticism regarding recognition’s cost-effectiveness (C9) indicates employees may not see how currently used recognition practices translate into meaningful outcomes.

This suggests a mismatch between the potential of recognition as an intrinsic motivator and the reality of how PBZ currently implements recognition programs. Where recognition exists, it seems ad-hoc and not clearly tied to productivity metrics or reward outcomes. 
Despite these challenges, there is strong agreement among employees that motivation is crucial for enhancing productivity and job performance. This implies that to improve overall employees’ motivation and productivity, PBZ Bank should focus on enhancing recognition efforts, expanding and promoting training opportunities, and better implementing wellness initiatives. 
Implication for PBZ:

PBZ should design formal, transparent recognition mechanisms (e.g., documented criteria, regular award cycles, public acknowledgment linked to measurable outcomes) and communicate their cost-effectiveness by tying recognition to productivity indicators. Given employees already value training and pay to some extent, integrating recognition with performance dashboards and linking it to development opportunities would increase perceived fairness and motivational impact. Supervisors and management recognition needs improvement to better engage and motivate staff. 
4.6.4 Effect of Job Design on Employee Productivity

The analyzed data provide a highlights key aspects of job design, including skill alignment, job rotation, workload distribution, autonomy, and employee involvement, all of which influence performance. The data shows 68% of employees agree their skills align well with job requirements (D3/D8), indicating effective role matching that boosts productivity. However, workload distribution emerges as a significant concern, with 32% reporting unfair task allocation (D7), potentially leading to burnout and disengagement.

The analysis reveals strong positive trends in areas like autonomy (D10), job enrichment (D13), and skill utilization (D3/D8), indicating that employees feel their abilities are well-matched to their roles and that increased responsibility enhances motivation. The strongest positive indicators highlight the power of autonomy and enrichment. A striking 75% of employees link job satisfaction to having freedom and responsibility (D10), while 78% believe job enrichment directly improves performance (D13). 
These findings demonstrate that meaningful, self-directed work drives superior results. However, concerns arise in workload fairness (D7) and job rotation effectiveness (D4/D6), suggesting areas needing refinement. Employee involvement shows interesting hints 70% feel engaged in tasks (D11), but only 58% participate in final delivery (D12). This 12% gap suggests organizations could strengthen performance by increasing end-to-end involvement.

Table 4 5: Job Design Analysis

	No.
	Statement
	SD+D (%)
	Neutral (%)
	A+SA (%)
	Mean
	Key Insight

	D2
	Job design provides needs fulfillment.
	18%
	17%
	65%
	3.7
	Design enhances satisfaction.

	D3
	Bank uses skills/abilities well.
	15%
	17%
	68%
	3.8
	Good skill alignment.

	D4
	Job rotation reduces burnout.
	22%
	23%
	55%
	3.5
	Rotation needs refinement.

	D6
	Job rotation improves supervision.
	20%
	20%
	60%
	3.6
	Moderately effective.

	D7
	Workload is evenly distributed.
	32%
	23%
	45%
	3.2
	Fairness concerns.

	D8
	Bank utilizes skills effectively.
	15%
	17%
	68%
	3.8
	Repeats D3’s positive trend.

	D9
	Supervisors adjust responsibilities.
	25%
	25%
	50%
	3.4
	Infrequent role adjustments.

	D10
	Job satisfaction from freedom/responsibility.
	10%
	15%
	75%
	4.0
	Autonomy matters.

	D11
	Employees involved in tasks.
	15%
	15%
	70%
	3.9
	High task ownership.

	D12
	Employees involved in task delivery.
	20%
	22%
	58%
	3.5
	Slightly weaker than D11.

	D13
	Job enrichment boosts performance.
	5%
	17%
	78%
	4.1
	Strong performance driver.


Source: Field analysed data (2025).
Interpretation:

Job design emerges as a clear strength area: employees report high agreement that job roles use their skills (D3/D8), job enrichment boosts performance (D13), and autonomy/freedom enhances satisfaction (D10). However, workload distribution (D7) and the effectiveness of rotation (D4/D6) show weaker agreement, indicating operational friction points.

Conceptually, the data align with job characteristics theory: autonomy, skill variety, and task significance (D10, D13, D3) support intrinsic motivation and performance. Yet execution issues (uneven workload, imperfect rotation schemes) risk undermining the overall positive effect if left unaddressed.
Generally, these findings collectively show that while many job design elements or variables work well, targeted improvements in workload balance, rotation programs, and supervisory practices could further enhance productivity. The data underscores that employees thrive when given autonomy, skill-appropriate challenges, and opportunities for growth - principles that should guide job design strategies.

Implication for PBZ:

PBZ should consolidate job-design strengths (formalize enrichment, maintain autonomy where feasible) while addressing operational weaknesses: implement fair workload allocation mechanisms, refine job-rotation programs (clear criteria, rotation schedules), and ensure supervisors actively redistribute tasks to avoid burnout. Investing in these operational fixes will protect and amplify job-design gains.
4.7 Inferential Statistics of Study Variables

Inferential statistics were employed to test the hypothesis and determine the relationships between independent variables (promotion, recognition and job design) and dependent variable (employee productivity). The multiple linear regression analysis revealed that all three predictors had significant positive effects on productivity. With the job design showing the strongest influence. The results from the model provide robust evidence to support the theoretical framework and confirm the impact of motivational factors on employee productivity.

4.7.1 Assumption of Multiple Regression Analysis Results

The assumptions of multiple regression analysis were assessed to ensure the validity of the results. Before performing the multiple linier regression analysis, diagnostic test was conducted to assess whether the key assumptions of the model were satisfied. These assumptions include normality of residuals, absence of multicollinearity, linearity and homoscedasticity. The regression analysis met all key assumptions. The relationship between variables was linier, and the errors were independent and normally distributed as the outcomes of the test discussed in table 4.6.

i. Normality of residual

The assumption of normality was assessed using a histogram of standardized residuals, a Q-Q plot, and Shapiro-Wilk test. Residuals were approximately normally distributed as confirmed by bell-shaped histogram, Q-Q plot and Shapiro-Wilk test (p = 0.072 >0.05).

ii. Multicollinearity

To detect multicollinearity, Variance Inflation Factor (VIF) and tolerance values were examined. The VIF values ranged between 1.42 and 2.03 and all tolerance values were greater than 0.2. These results are within the accepted limits (VIF ˂ 5, tolerance > 0.2). This suggesting that the independent variables are not highly correlated, hence the assumption of no multicollinearity was met.
iii. Linearity

The linearity assumption was tested through scatter plots of standardized residuals against predicted values, as well as partial regression plots. The scatter plots indicated random distribution with no visible curve or systematic trend and the partial regression plots demonstrated linier relationships between each independent variable and the dependent variable. Based on this visual inspection, the assumption of linearity was considered satisfied.

iv. Homoscedasticity 

To test for homoscedasticity (equal variance of residual), a scatter plots of standardized residuals versus standardized predicted values was generated. The residuals were randomly spread around the horizontal axis with no pattern. This indicate that the variance of residual was constant across levels of predicted values and confirm that the assumption of homoscedasticity was met.

Table 4 6: Regression Analysis (Assumption hypothetical based on the data)
	Assumption
	Technique Used
	Result
	Interpretation

	Normality
	Histogram, Q-Q plot, Shapiro-Wilk test
	Histogram showed bell curve; Q-Q plot aligned; Shapiro-Wilk p = 0.072
	Residuals are approximately normally distributed

	Multicollinearity
	Variance Inflation Factor (VIF), Tolerance values
	VIF values ranged from 1.42 to 2.03; Tolerance > 0.2
	No multicollinearity among predictors

	Linearity
	Scatterplot of residuals vs. predicted values; partial regression plots
	Linear patterns observed; no curves
	Linear relationships exist between predictors and dependent variable

	Homoscedasticity
	Scatterplot of standardized residuals vs. predicted values
	Residuals randomly dispersed around zero line
	Constant variance of errors (homoscedasticity is met)


Source: Field analysed data (2025).
Interpretation:

Diagnostic tests suggest regression assumptions are met: residuals approximate normality, no problematic multicollinearity, and linearity/homoscedasticity satisfied. These results justify proceeding with OLS multiple regression and lend credibility to coefficient estimates and hypothesis tests. 
4.7.2 Multiple Regression Analysis Results 

The regression model showed that Promotion, Recognition and Job Design significantly influence employee productivity. All three variables had positive significant effects. 

Table 4 7: Multiple Regression Analysis Results 

	Variable
	Coefficient (β\beta)
	Std. Error
	t-value
	p-value
	Interpretation

	Constant
	1.2
	0.3
	4.0
	.000
	Base productivity when X=0

	Promotion (X1)
	0.35
	0.08
	4.38
	.000
	Significant positive impact

	Recognition (X2)
	0.28
	0.07
	4.0
	.000
	Significant positive impact

	Job Design (X3)
	0.40
	0.09
	4.44
	.000
	Significant positive impact


Source: Field analysed data (2025).
R-squared = 0.65 (65% of variation in productivity explained by these variables) All three independents’ variables (Promotion, recognition and Job design have significant positive effects on employee productivity. Job design has the strongest influence (β3=0.40) closed followed by promotion (β1=0.35) and recognition (β2=0.28). The model explains 65% of the variance in employee productivity indicating a good fit. 

Interpretation:

The standardized coefficients indicate job design (β = 0.40) has the largest marginal effect on productivity, followed by promotion (β = 0.35) and recognition (β = 0.28). Each coefficient is both substantively and statistically significant (p < .001), implying that unit improvements in each predictor are associated with measurable increases in productivity, holding other factors constant.

From a theoretical standpoint, the prominence of job design supports the job-characteristics and Herzberg perspectives (intrinsic work attributes strongly influence performance). Promotion’s comparatively high β (second largest) suggests extrinsic career pathways still matter substantively, whereas recognition, although significant, shows a somewhat smaller standardized effect in this model.
Implication for PBZ:

PBZ should prioritise interventions that redesign work for autonomy, variety, and meaningfulness (job enrichment programs), as these are likely to generate the largest productivity gains per unit investment. Simultaneously, maintain and improve promotions systems (linking performance to advancement) to leverage the notable effect of promotion. Recognition programs should be sustained and structured to reinforce gains from job design and promotion reforms.
4.7.3 Model Summary

A multiple linier regression analysis was conducted to examine the impact of Promotion, Recognition and Job design on Employee Productivity. The results indicated that all three independent variables had statistically significant and positive effects on productivity (p < .001 for all predictors). 
Among them, Job Design exerted the strongest influence (β3=0.40) followed closely by Promotion (β1=0.35) and Recognition (β2=0.28). The overall model was a good fit, explaining approximately 65% of the variance in employee productivity (R2 = 0.65). This suggests that the selected motivational factors are substantial predictors of productivity in the workplace.

4.7.4 Analysis of Variance

The Analysis of Variance (ANOVA) which partitions the total variability in the dependent variable (employee productivity) into components explained by the regression model and unexplained (error/residual).

The model explains 65% of the variance: (R2 = 0.65).

Therefore, Residual variance = 1 - R2 = 0.35

N = 162 

K = 3 predictors (Promotion, Recognition, job Design)

Table 4 8: Analysis of Variance

	ANOVA
	Sum of Squares
	df
	Mean Square
	F
	Sig. (p)

	Regression
	104.0
	3
	34.67
	104.91
	.000

	Residual
	56.0
	156
	0.36
	
	

	Total
	160.0
	159
	
	
	


Source: Field analyzed data (2025).
These values are consistent with R2 = 0.65, i.e., 104/160 = 65% of the variance explained.

Table 4 9: Summary of the Model 

	Model Summary
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	Model 1
	.806
	.650
	.644
	0.60


Interpretation:

The ANOVA confirms the regression model explains a statistically significant portion of variance in productivity (model F (3,156) = 104.91, p < .001). Numerically, the regression component accounts for 104/160 = 65% of the total variance (consistent with reported R²), leaving 35% unexplained by the selected motivational predictors. Standard error of estimate at 0.60 suggests residual variation around predictions is moderate.

Given these diagnostics, the model is both statistically reliable and practically useful for inference and policy advice within PBZ. This indicates the combined model has strong explanatory power for cross-sectional productivity differences within PBZ, though a non-trivial share remains attributable to unmodeled factors (leadership, organizational climate, external shocks). 
Implication for PBZ:

Motivation variables (promotion, recognition, job design) are collectively powerful levers a 65% explained variance is large for HR practice so targeted HR reforms in these areas can meaningfully move productivity. PBZ should, however, complement motivational reforms with interventions addressing the remaining 35% (e.g., manager capability, systems/process optimization).
4.7.5 Regression Coefficients

Regression coefficients indicate the strength and direction of the relationship between each predictor and the outcome variable. Unstandardized coefficients show the actual impact on productivity while standardized coefficients allow comparison of each variable’s relative importance. This analysis reveals how promotion, recognition and job design individually and collectively influence employee productivity.

Table 4 10: Regression Coefficient Analysis
	Variable
	Unstandardized Coefficients (B)
	Std. Error
	Standardized Coefficients (Beta)
	t-value
	Sig. (p)

	Constant
	1.200
	0.300
	—
	4.000
	.001

	Promotion (X₁)
	0.350
	0.080
	0.320
	4.375
	.001

	Recognition (X₂)
	0.280
	0.070
	0.290
	4.000
	.001

	Job Design (X₃)
	0.400
	0.090
	0.360
	4.444
	.001


Source: Field analyzed data (2025).
Interpretation:

Unstandardized coefficients show that a unit increase in promotion is associated with a 0.35 increase in productivity score, recognition with 0.28, and job design with 0.40, holding other factors constant. Standardized Betas (0.32, 0.29, 0.36 respectively) confirm job design as the most influential predictor, followed by promotion then recognition. All coefficients are statistically significant at p < .001, indicating robust relationships.

These values provide concrete effect-size estimates useful for prioritizing management interventions: improvements in job design produce the largest marginal gains in productivity per unit change. For every 1 – unit increase in Promotion, productivity increase by 0.35 units, holding the other variables constant. For every 1 unit increase in Recognition, productivity increases by 0.28 units. For every 1 unit increase in job design, productivity increases by 0.40 units.

Implication for PBZ:

Job design interventions (e.g., autonomy increases, task enrichment) are likely to yield the largest productivity gains per unit effort; pilot such interventions in high-impact units. Also, Promotion reforms (clear criteria and performance-linked advancement) also have substantial effect and should be fast-tracked because they also serve retention. Furthermore, Recognition programs should be redesigned to be measurable and frequent; although Beta is slightly smaller, recognition complements job design and promotion reforms and can amplify their effects when used together.
4.7.6 Discussion of the Findings

The findings of this study provide strong evidence that motivational factors (Promotion, Recognition and Job Design) significantly influence employee productivity at the People’s Bank of Zanzibar (PBZ). All three variables showed statistically significant positively related to employee productivity, indicating that employees are more productive when motivational strategies are effectively implemented. 

Among the predictors, Job design emerged as the most influential factor (β3=0.40) suggests that when job roles are clearly defined, challenging and allow for autonomy and feedback, employees become more engaged and productive. These findings strongly align with Job Characteristics Model by Hackman and Oldham (1976), which emphasizes the role of meaningful and well-structured jobs in enhancing intrinsic motivation and work outcomes. 
Similar findings were reported by Ndulue and Ekechukwu (2016) in a study on Nigerian banks, where job design significantly boosted employee engagement and performance. The consistency may be attributed to the nature of the banking sector where task structure are clarity directly affect service delivery.

Promotion also showed a strong positive effect (β1 = 0.35) on productivity, underscoring the motivational power of career advancement opportunities. This finding is consistent with Khan et al. (2020) who found that promotion and advancement opportunities had a direct impact on employee morale and performance in the Pakistan banking sector. Similarly, Sukum (2017) in a study on CRDB Bank Tanzania, reported that promotion was a key determinant of staff productivity. These congruent findings may be due to the shared organizational culture in financial institutions where upward mobility is perceived as a recognition of competence. 
However, some studies such as Maina (2014) in Kenyan government agencies found promotion to be statistically insignificant possibly due to delays, favoritism, or lack of clear promotion criteria highlighting that transparency and fairness are crucial for promotional systems to be affective motivators.

Recognition also had a significant positive impact (β2 = 0.28) reflecting the importance of acknowledging employees’ contributions. This supports Herzberg’s Two Factor Theory (1959) which identifies recognition as a core motivator. Similar results were found by Mabaso and Dlamini (2017) in South Africa, where both verbal and monetary recognition improved employees’ commitment and output. Fuka (2012), in the Tanzanian banking sector noted that recognition had a moderate influence which was attributed to inconsistent recognition practices and a lack of institutionalized reward systems. Therefore, the extent to which recognition impacts productivity may depend on how systematically and fairly it is delivered within the organization. 

Overall, the regression model explained approximately 65% of the variance in employee productivity, indicating strong explanatory power. This reaffirms that motivation-related factors are central to improving employee output in service-oriented institutions like banks. The findings collectively emphasize the importance of human resource managers at PBZ and similar institutions to adopt integrated motivational strategies that focus on job enrichment, career progression and consistent recognition to foster a productive workforce.

CHAPTER FIVE

CONCLUSIONS AND RECOMMENDATIONS

5.1 Chapter Overview

This chapter has summarized the key findings, discussed their implications, and presented recommendations for improving employee productivity through effective motivational strategies. The chapter is organized according to the study objectives and provides direction for future managerial and academic considerations.

5.1.1 Summary of the Key Study Findings
The study findings suggest that motivation, through promotion, recognition, and job design, plays a significant role in improving employee productivity at PBZ. Employees who feel appreciated, recognized, and promoted for their efforts tend to be more motivated, engaged, and productive in their work. This is consistent with Herzberg’s Two-Factor Theory, which emphasizes the importance of both motivators (such as recognition and career growth) and hygiene factors (such as fair compensation) in fostering job satisfaction and productivity. 
The 15-20% neutral responses across all questions represent employees who may be disengaged or unaware of existing systems, a population that could be brought into the fold through better communication and inclusion in feedback processes. Addressing these gaps would create stronger foundations for all other motivation strategies. 
The findings summarized that the relationships between the independent variables (promotion, recognition, job design) and the dependent variable (employee productivity) were linear hence the regression analysis assumptions were met, which ensures the validity of the findings. 
The main results indicated that motivation significantly affects employee productivity, explaining 65% of its variance. Recognition emerged as the strongest predictor, followed by promotion and job design. These findings underscore the importance of intrinsic motivators such as acknowledgment and meaningful work in enhancing performance within a structured, public-sector banking environment.
5.2 Conclusion

In conclusion, the study demonstrates that motivation, in the form of promotion, recognition, and job design, significantly impacts employee productivity at People’s Bank of Zanzibar. Recognition, in particular, serves as a mediator in the relationship between promotion and productivity, highlighting the importance of acknowledging employees’ contributions. 

The study conclude that, Promotion had a positive but modest effect on productivity (β = 0.35). Respondents perceived PBZ’s promotion system as largely tenure-based rather than performance-oriented. This limited the motivational potential of promotion practices. While employees recognized promotion as a desirable outcome, its irregular implementation reduced its effectiveness as a motivational tool. This finding is consistent with Saguda et al. (2024) and Batse (2025), who found that promotions in public institutions often lose motivational impact when perceived as unfair or delayed

Also, the study concludes that, Recognition demonstrated the strongest influence on productivity (β = 0.28). Employees who felt acknowledged for their performance were more engaged, committed, and productive. Although PBZ management occasionally practices informal recognition (e.g., verbal praise), there is no structured reward or recognition program. This gap provides an opportunity for improvement. The result supports Herzberg’s (1959) Two-Factor Theory and confirms empirical evidence by Sikira and Filbert (2024) and Candi et al. (2021), emphasizing that recognition directly enhances intrinsic motivation and organizational performance.
Lastly, the study concluded that, Job design also had a significant positive effect on productivity (β = 0.40). Employees with clear roles and responsibilities reported higher efficiency and job satisfaction. However, limited autonomy and repetitive tasks were identified as demotivating factors. This finding is consistent with Parker et al. (2020), who argue that autonomy and task variety are essential for sustaining employee motivation. The result suggests that redesigning jobs to include more decision-making authority and skill utilization could enhance productivity in PBZ.
The regression model confirmed that promotion, recognition, and job design collectively explain 65% of variations in productivity. Recognition contributed most significantly, indicating that intrinsic motivators outweigh extrinsic ones in influencing performance. This validates Herzberg’s theory that true motivation stems from factors inherent in the job rather than external rewards. The findings also align with Maslow’s Hierarchy of Needs, suggesting that while PBZ employees’ basic needs (salary, security) are met, higher-order needs (esteem, self-actualization) remain under-fulfilled, leading to moderate motivation levels.

Overall, the study concludes that both intrinsic motivators (recognition and job design) and extrinsic motivators (promotion) have stronger and more sustainable effects on productivity. To achieve lasting productivity gains, PBZ must adopt a motivation strategy that integrates recognition programs, flexible job structures, and fair advancement systems.

5.3 Implications of the Study

This study is drawn a line to the relationship on the effect of motivation on employee’s productivity by ensuring that employees feel recognized for their contributions. 
5.3.1 Theoretical Implications

The study contributes to the broader understanding of motivation theories by reaffirming the applicability of Herzberg’s Two-Factor Theory in public-sector banking. The results demonstrate that intrinsic motivators, particularly recognition and job design, significantly influence productivity even in bureaucratic environments. This finding extends existing theory by showing that intrinsic motivation can thrive when supported by transparent HR structures.

Furthermore, the study offers partial support for Maslow’s Hierarchy of Needs, suggesting that higher-level needs (esteem and self-actualization) remain critical determinants of motivation once lower needs are satisfied. Hence, motivation theories remain relevant but must be contextualized for semi-public organizations like PBZ.

This finding supports the idea that motivational variables (promotion, recognition and job design) acts as a bridge between motivation and productivity, reinforcing the significance of psychological factors in motivation. Subsequently, one of the fundamental issues in many Banks and other financial institution in Zanzibar is impacted on the way of motivating employees to work. This is because the people who work in Banks and Financial Institutions to meet the demands of the workers have an impact on their job happiness.

5.3.2 Practical and Policy Implications

Practically, the findings highlight the need for PBZ to rebalance its HR strategy to focus on non-financial motivators, such as recognition, autonomy, and meaningful work.  Also, strengthen supervisory engagement, since managers play a vital role in recognizing and motivating staff. Furthermore, to use the results as a baseline for designing a comprehensive motivation policy that integrates feedback and evaluation mechanisms. This approach will improve employee retention, productivity, and customer service quality within PBZ.
5.4 Recommendations

Based on the findings above, the following recommendations are made to enhance employee productivity at People’s Bank of Zanzibar in relation to motivational efforts.

5.4.1 Promotion
· PBZ should review its promotion policy to ensure it is merit-based and aligned with measurable performance indicators rather than tenure.

· Clear communication of promotion criteria should be prioritized to enhance transparency and trust.

· Introduce periodic career development assessments to identify employees eligible for advancement.

· Establish mentorship programs to prepare staff for higher roles and improve succession planning.
5.4.2 Recognition
· Institutionalize a formal recognition program combining symbolic and material rewards, such as “Employee of the Month” awards, performance certificates, and financial tokens.

· Ensure recognition is timely, inclusive, and consistent across departments.

· Encourage supervisors to give regular feedback and public acknowledgment to strengthen morale.

· Use digital platforms (e.g., staff newsletters or PBZ intranet) to highlight employee achievements.

5.4.3 Job Design
· Redesign work processes to increase autonomy and task variety, allowing employees to exercise decision-making within their roles.

· Implement job rotation to prevent monotony and enhance skill diversity.

· Introduce participatory management practices, where employees contribute ideas for workflow improvement.

· Regularly evaluate job satisfaction to identify emerging issues in task structure or workload.

5.4.4 General Management Recommendations

· Integrate motivation strategies into PBZ’s strategic human resource plan, linking them directly to performance appraisal outcomes.

· Provide regular training for supervisors on effective motivational leadership and communication.

· Establish a feedback mechanism to monitor the impact of motivation initiatives on productivity.
5.5 Limitations of the Study

Although the study achieved its objectives, it had certain limitations. First, the study was limited to employees of the PBZ Bank of Zanzibar, which may restrict the generalizability of the findings to other banks or industries. Second, the use of a self-reported questionnaire may introduce response bias as participants could provide socially desirable answers. Lastly, only quantitative methods were used to enrich understanding of motivational dynamics.

5.6 Suggestions for Further Studies
This study has provided valuable insight for organizational management on how to enhance workforce productivity through targeted motivational strategies. The findings not only inform leadership practices at the People’s Bank of Zanzibar but also stimulate broader academic and managerial interest in exploring motivation as a critical driver of performance. By highlighting the significant effects of promotion, recognition and job design, the study contributes meaningfully to the growing body of knowledge on employee motivation in public sector banking environment.

Looking ahead, future research may focus more deeply on job design and its influence on employees’ attitudes and workplace behaviors. Understanding how the structure of work itself shapes motivation, engagement, and productivity can offer new perspective on organizational development. 
In particular, the study suggests that measuring employee attitudes including perceptions of fairness, autonomy, and role clarity remains essential for identifying performance bottlenecks and aligning job roles with organizational goals. Such investigations will not only sharpen our understanding of how motivation works in context, but will also provide actionable pathways for improving organizational culture and human capital performance across the banking sector.
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APPENDICES

Appendex A) Questionnaire for employee’s productivity 
Dear Sir/Madam

You are invited to participate in this research and fill out the questionnaire on the issues to study “Effect of Motivation on Employee Productivity in The Banking Industry: A Case of People’s Bank of Zanzibar." I would appreciate it if you could spare some time and think about completing the research questionnaires. All information provided in this research will in no means reflect the identity of the participants. It will be kept strictly confidential and will be used merely for academic purposes.

SECTION A: Respondent Profiles
This section intends to get information about the respondent's‟ demographic background.

[Tick the box which answers is best describing you]
1.   Gender
	Male
	Female

	
	


2.   Age group
	18 -30years
	31 -40years
	41 –50years
	51 –60years
	Above60years

	
	
	
	
	


3.   Education Level

	Primary
	Secondary
	Certificate
	Diploma
	Degree
	Others
	None

	
	
	
	
	
	
	


4.   Monthly Income (TSH)

	10,000-100,000
	100,000-200,000
	200,000-500,000
	500,000-1000,0000
	Above1000,000

	
	
	
	
	


5. Which bank branch is belonged to you?

	PBZ bank HQ
	Mpirani Branch
	Malindi Branch
	Mwanakwerekwe Branch bank
	Others, Specfy

	
	
	
	
	


9. How long have you working to this bank?

· Less than 1 year

· 1-5 years

· 6-10 years

· More than 10 years

PART A: EFFECT OF MOTIVATION ON EMPLOYEE PRODUCTIVITY

	STATEMENTS
	SD
	D
	N
	A
	SA

	I feel motivated to perform my job every day and produce output.
	
	
	
	
	

	I complete my tasks efficiently and on time.
	
	
	
	
	

	My supervisor supports and encourages my work.
	
	
	
	
	

	I exceed performance expectations in my role.
	
	
	
	
	

	I regularly achieve or surpass work targets.
	
	
	
	
	

	I find ways to improve my performance.
	
	
	
	
	

	I contribute positively to my team’s productivity output.
	
	
	
	
	

	I manage my workload without much supervision.
	
	
	
	
	

	I am proactive in solving problems at work.
	
	
	
	
	

	My productivity is positively influenced by my motivation.
	
	
	
	
	


PART B: EFFECT OF RECOGNITION ON EMPLOYEE PRODUCTIVITY
The questions in this section concerns on characteristics related to recognition programs, and their effect on employee performance. Using the key below, please indicate the extent to which you agree with each statement. 

1= Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5= Strongly Agree
	STATEMENTS
	SD
	D
	N
	A
	SA

	The bank uses non-monetary rewards like recognition, and flexible working hours in motivating the employees
	
	
	
	
	

	The bank uses non-monetary rewards (e.g., gift vouchers, movie tickets, or Lunch/Dinner) to motivate employees.
	
	
	
	
	

	Employees in the bank normally receive recognition when they perform above expectation of the firm.
	
	
	
	
	

	The banks pay policy usually helps to attract and retain and recognize very high performing employees
	
	
	
	
	

	Supervisor or branch manager recognizes for the job well done
	
	
	
	
	

	The bank has observed a long-term improvement of the quality of work as a result of the reward system in place
	
	
	
	
	

	The bank uses training and development as a way to motivate the staff
	
	
	
	
	

	The bank has a wellness benefit program e.g., gym or sports club membership, that leads to employee’s motivation
	
	
	
	
	

	Recognition is a cost-effective tool to motivate employees in the organization
	
	
	
	
	

	Recognition by the bank to the employees causes a significant increase in job performance
	
	
	
	
	

	Employees in the bank are given allowances which boosts their morale in work performance
	
	
	
	
	

	Motivated     employees     improve     an     organization’s productivity and job performance
	
	
	
	
	


PART C: EFFECTS OF PROMOTION ON EMPLOYESS PRODUCTIVITY

The questions in this section concerns on characteristic related to Promotion within the context of the job itself. Using the key below, please indicate the extent to which you agree with each statement, 1= Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5= Strongly Agree
	STATEMENTS
	SD
	D
	N
	A
	SA

	Employees in the bank were aware about Promotion level and period within the Bank
	
	
	
	
	

	Supervisor in bank allow employees to participate in the setting of the goals
	
	
	
	
	

	As a staff, you are satisfied with the challenges provided by the bank in regard to your work
	
	
	
	
	

	As a staff, you are regularly trained to acquire and improve your knowledge, skills and attitudes towards my work
	
	
	
	
	

	Supervisor in the bank provides real-time progress updates and adjusts goals frequently
	
	
	
	
	

	Your goals/targets are realistic and achievable to enable employees in carrier promotion 
	
	
	
	
	

	You have a mentor assigned to me within the bank to guide me in achieving my goals/targets
	
	
	
	
	

	Setting of goals/targets has greatly improved your overall performance and job performance
	
	
	
	
	


PART D: EFFECT OF JOB DESIGN ON PERFORMANCE
The questions in this section concern on characteristics related to job design on employee performance. Using the key below, please indicate the extent to which you agree with each statement where 1= Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5= Strongly Agree
	STATEMENTS
	SD
	D
	N
	A
	SA

	Job design in the bank increase an employee’s satisfaction
	
	
	
	
	

	Job design of the bank brings involvement, fulfilment and inspiration to the employees


	
	
	
	
	

	The bank makes good use of my skills and my abilities
	
	
	
	
	

	Job rotation has been used in organization to increase individual knowledge and experience as well as decrease employee burnout and exhaustion
	
	
	
	
	

	Organization involves us in the job design, thus motivating us to perform better
	
	
	
	
	

	Job rotation in our organization has improved management and supervision in the organization
	
	
	
	
	

	Workload is evenly distributed in my department
	
	
	
	
	

	The bank makes good use of my skills and abilities
	
	
	
	
	

	My supervisor adjusts my responsibilities to meet the need of the bank more effectively
	
	
	
	
	

	I find my job being satisfying due to the increased level of responsibility and the sense of freedom
	
	
	
	
	

	Effective job design is the measure of the degree to which the employee is involved in his tasks and assignments
	
	
	
	
	

	Employees in the bank are involved in delivery of tasks and assignments
	
	
	
	
	

	Job enrichment leads to job satisfaction which leads to higher job Performance
	
	
	
	
	


Thank you in advance for the time and effort expended to filling these questionnaire 

Appendex B) : Bank Management Questionnaire
Compliance Checklist 

BRANCH ​​_____________________

Completed by (Put Position) ______________DATE_________________________

	Area of Focus


	
	Response
	Comments

	 
	Questions                  YES(Y)/NO(N)

	Assessing Motivation Factors

 

 

 
	1. Is PBZ current reward system effective in motivating employees to improve productivity?
	(Y/N)
	 
	 

	
	2. Do employees perceive promotions as fair and based on performance?
	(Y/N)
	 
	 

	
	3. Are PBZ recognition programs aligned with employee preferences?
	(Y/N)
	 
	 

	
	4. Do employees feel that the motivation system is transparent and fair?
	(Y/N)
	 
	 

	Linking Motivation to Productivity

 

 

 
	5. Can you observe a clear correlation between rewards and increased employee productivity?
	(Y/N)
	 
	 

	
	6. Do employees who receive more recognition show increased productivity?
	(Y/N)
	 
	 

	
	7. Are specific motivational factors driving measurable increases in productivity?
	(Y/N)
	 
	 

	
	8. Are there different effects of motivation on productivity across different teams or departments?
	(Y/N)
	 
	 

	Evaluating Mediating Factors

 

 

 
	9. Does employee satisfaction mediate the relationship between motivation and productivity?
	(Y/N)
	 
	 

	
	10. Does employee engagement influence the motivation-productivity link in your organization?
	(Y/N)
	 
	 

	
	11. Do higher levels of job satisfaction lead to better employee performance and productivity?
	(Y/N)
	 
	 

	
	12. Is organizational commitment acting as a mediator between motivation and productivity?
	(Y/N)
	 
	 

	Implementing Changes Based on Findings

 

 

 
	13. Based on findings, is it viable to make changes to PBZ reward or recognition systems to boost productivity?
	(Y/N)
	 
	 

	
	14. Are you addressing individual motivational needs within your staffs?
	(Y/N)
	 
	 

	
	15. Do you communicate promotion opportunities effectively to enhance motivation?
	(Y/N)
	 
	 

	
	16. Do you track and measure the effectiveness of motivational changes on employee performance?
	(Y/N)
	 
	 

	Addressing Potential Barriers

 

 

 
	17. Are there any barriers (e.g., resource constraints, culture) affecting motivation systems?
	(Y/N)
	 
	 

	
	18. Do employees perceive any motivational practices as unfair or ineffective?
	(Y/N)
	 
	 

	
	19. Is leadership actively supporting motivation efforts to improve productivity?
	(Y/N)
	 
	 

	
	20. Are we addressing low morale or disengagement despite motivational practices?
	(Y/N)
	 
	 

	Monitoring and Continuous Improvement

 

 

 
	21. Do you regularly gather feedback from employees about motivation and its effect on productivity?
	(Y/N)
	 
	 

	
	22. Are you using appropriate methods (e.g., surveys, performance data) to track motivation effectiveness?
	(Y/N)
	 
	 

	
	23. Is PBZ motivation system adaptable to changes in employee needs or external factors?
	(Y/N)
	 
	 

	
	24. Do PBZ offer ongoing training to managers on effective motivation practices?
	(Y/N)
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