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ABSTRACT

The study examined employees’ motivation and its impacts on corporate performance in the banking industry in Tanzania especially at the CRDB in Dar es Salaam. Specifically it examined the extent to which employees’ financial motivation leads to improved corporate performance at the CRDB. It also examined the extent to which employees non-financial motivation leads to improved corporate performance at the CRDB, and also to determine the extent to which fairness in rewarding leads to high corporate performance in the Bank. The primary data were obtained with questionnaire and interview methods while secondary data were obtained through different literatures by other scholars. The data were analyzed using descriptive statistical methods and are presented in tables and figures with percentages. The sample comprised 120 participants. The findings reveal that external and internal incentives employees motivations are very important for a corporate performance when they are rewarded fairly. As such employee motivation will ultimately increase the performance. When employee performance is increased they are willing to stay overtime to finish their jobs, and hence facelift the corporate performance. They are also more loyal to the corporate management and business operations. It is therefore recommended that the ways to improve employee motivation may vary from the nature of the job nature, organization and individual to individual.  Thus, CRDB should establish effective employee motivation strategy which will result into more efficiency and greater outputs which is the desire of every corporate.
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[bookmark: _Toc365755939]CHAPTER ONE
[bookmark: _Toc225572498][bookmark: _Toc285791862][bookmark: _Toc303599917][bookmark: _Toc337462475][bookmark: _Toc365452499][bookmark: _Toc365755940]1.0 INTRODUCTION AND BACKGROUND OF THE STUDY
[bookmark: _Toc283028932][bookmark: _Toc314315298][bookmark: _Toc365452500]
[bookmark: _Toc365755941]1.1 Introduction
[bookmark: _Toc219185026][bookmark: _Toc247423232][bookmark: _Toc263944294][bookmark: _Toc263944356][bookmark: _Toc264131007][bookmark: _Toc264142847][bookmark: _Toc264144569][bookmark: _Toc265504015][bookmark: _Toc265505354][bookmark: _Toc265569746][bookmark: _Toc265590212][bookmark: _Toc265592918][bookmark: _Toc265596096][bookmark: _Toc265596476][bookmark: _Toc265596690][bookmark: _Toc265597045][bookmark: _Toc265598220][bookmark: _Toc266623953][bookmark: _Toc266637148][bookmark: _Toc266644497][bookmark: _Toc266644820][bookmark: _Toc266644912][bookmark: _Toc266645036][bookmark: _Toc267297038]This first chapter provides an overview of the background information. It presents the background information, statement of the problem, research objectives, and research questions, significance of the study and research organization.

[bookmark: _Toc314315299][bookmark: _Toc283028933][bookmark: _Toc365452501][bookmark: _Toc365755942][bookmark: _Toc322958064]1.2 Background of the Study
Corporate need necessary motivated employees for survival as needed in the fast moving and changing workplaces. Motivated employees help corporate to survive. Motivated employees are more productive. To be effective, managers need to understand what motivates employees within the context of the roles they perform. In addition, it is increasingly difficult for organizations or businesses to compete in today’s evolving economic environment. Growing competition, emerging technologies, and shifting workforce patterns make it harder than ever to address and accomplish expectations of employees and organization. The challenge for most companies is to create a working environment that employees find stimulating, supportive, and rewarding (Bowen &Radhakrishna, 1991).

Moreover, Huselid (1995) emphasizes the fact that usage of high performance work practices i.e. comprehensive employee recruitment, incentive compensation and performance management, extensive employee training and involvement programs surely increase competence of employees, they increase their motivation and reduce turnover. This results in retention of quality employees and also is a useful way to eradicate poor performers from the organization.

Deeprose (1994) stated that the effective reward system improve worker enthusiasm and its efficiency that play significant role in the growth of a company accomplishment. Baron (1983) describes the friendly affiliation between stimulus and work accomplishment. Both performance and motivation are directly proportion to each other. However, Robert, (2005) states that not only motivation can influence performance, but performance can also influence motivation, if followed by rewards. If employees are managed appropriately i.e. job analysis, recruitment, training, motivational tools like compensation etc they are destined to give high performance in their operations so will improve the overall productivity of the organization. The question is to what extent does employee motivation affect organizational performance?

[bookmark: _Toc365452502][bookmark: _Toc365755943]1.3 CRDB Bank Profile
The CRDB Bank was privatized in 1996. Before that it was solely owned by the government. The Company’s shares are publicly traded, and currently there are 11000 shareholders. The bank  has1800 employees, out of whom 758 are female and 1042 are male (CRDB, 2011). The Bank has employees’ motivational schemes which influence organizational performance. Additionally, the Bank fully meets the costs of medical consultation and treatment of all employees, strong health and safety, training activities, salary levels are adjusted annually, employees are members of state-owned pension schemes, postretirement benefits, termination benefits, evaluation, rewards and bonus system  for its managers and employees, and it is an equal opportunity employer (CRDB, 2011). 

[bookmark: _Toc314315300][bookmark: _Toc365452503][bookmark: _Toc365755944]1.4 Statement of the Problem
Notwithstanding the fact that motivation is very important to determine employees’ ability, so do other factors such as the resources given to an employee to do their job. Therefore, successful work performance can arise from a variety of motives. For instance, two people doing similar jobs may both be successful for different reasons, one salesperson may be motivated by the commission earned on sales, while the other may be more concerned about meeting sales targets. This creates a nuance in the subject matter because motivation to enhance performance varies from person to person and from company to company.

Peters & Waterman (1982) provide some theoretical underpinning to this phenomenon by stating that people are motivated by an essential “dualism”, which simultaneously drive them to need to be conforming members of a winning team, and to want to be stars in their own right. Moreover, Incentive measures, such as salaries, secondary benefits, and intangible rewards, recognition or sanctions have traditionally been used to motivate employees to increase performance and they reside within organizations, their structure, rules, human resource management, opportunities, internal benefits, rewards and sanctions, etc. Whether based on perception or reality, organizational incentive systems do have  significant influence on the performance of individuals and thus the organization overall. UNDP (2006).

[bookmark: _GoBack]In that light, Many studies have been done but not on the CRDB bank and its employee’s motivation in relation to corporate performance.  Therefore, goal is to reveal whether motivating all employees to perform at their best can result to corporate high performance at all times.  However, The CRDB has good employee motivation and retention scheme to make it perform to the maximum profit.   Despite of all this, it is still yet not known as to what extent do employees incentive motivations schemes increase corporate performance in the banking industry, and to what extent these motivations are fairly rewarded. As such this aspect has aroused interest to study on this phenomenon by focusing on the motivational aspect that renders to high corporate performance.
[bookmark: _Toc268102917][bookmark: _Toc283028935][bookmark: _Toc314315301]
[bookmark: _Toc365452504][bookmark: _Toc365755945]1.4 Objectives of the Study
[bookmark: _Toc283028936][bookmark: _Toc314315302][bookmark: _Toc365452505][bookmark: _Toc365755946]1.4.1 General Objectives
The general objective of this study was to examine employee motivation and its impact on corporate performance in the banking industry in Tanzania, and especially at the CRDB in Dar es Salaam.

[bookmark: _Toc283028937][bookmark: _Toc314315303][bookmark: _Toc365452506][bookmark: _Toc365755947]1.4.2   Specific Objectives
Specifically, the study was done to achieve the following specific objectives: 
(i) To examine the extent to which employees’ external incentives motivation leads to improved corporate performance in the banking industry.
(ii) To investigate the extent to which employees internal motivation applied by CRDB management lead to high corporate performance in the banking industry.
(iii)  To determine the extent to which fairness in rewarding motivation leads to high corporate performance in the banking industry. 
[bookmark: _Toc110146890][bookmark: _Toc283028938][bookmark: _Toc314315304][bookmark: _Toc365452507][bookmark: _Toc365755948]1.5 Research Questions
This study was guides by the following research questions:
(i) [bookmark: _Toc283028940][bookmark: _Toc314315305]To what extent does employees’ external incentives motivation lead to improved corporate performance in the banking industry?
(iv) To what extent does the employees internal motivation lead to high corporate performance in the banking industry?
(ii)  To what extent does fairness in rewarding lead to high corporate performance in the banking industry?

[bookmark: _Toc365452508][bookmark: _Toc365755949]1.6 Significance of the Study
The findings of this research are of interest to policy analysts, decision-makers, human resources practitioners, organizational developers, organizational behaviorists, industrial and organizational psychologists, and managers in their efforts to formulate policies and make decisions that can be included in motivational approaches. This eventually enabled Tanzanians, including CRDB staff to understand their motivation schemes, and how they contribute to organizational performance.

Additionally, the findings obtained will also provide a clear picture on the banking industry on understanding the best motivational schemes to be applied. As such this study will provide guidelines for future research to realize the importance of employee motivation to organization performance and certain employee motivating factors namely: job security, loyalty to employees, good working conditions, better wage system, work performance appreciation, as well as promotion and growth at work.

[bookmark: _Toc310318105][bookmark: _Toc314315307][bookmark: _Toc365452509][bookmark: _Toc365755950]1.7 Study Organization
This work is divided into five chapters. The first is an introduction of the study. It presents the background, purpose, research questions, and limitations of the study. Chapter two presents the literature review about the impacts of employees’ motivation and empirical studies. The third chapter is the research methodology, and specifically by case study design was applied to undertake the investigation. In addition, chapter four provides critical discussion according to the data collected and the presentation of all data collected is made. Finally, conclusions and recommendations of the study are made as well as policy implications and areas for further research are given.

[bookmark: _Toc283028941][bookmark: _Toc297073184][bookmark: _Toc365452510][bookmark: _Toc365755951][bookmark: _Toc265598230][bookmark: _Toc283028942]
CHAPTER TWO
[bookmark: _Toc297073185][bookmark: _Toc337462487][bookmark: _Toc365452511][bookmark: _Toc365755952]2.0 LITERATURE REVIEW
[bookmark: _Toc265598231][bookmark: _Toc283028943][bookmark: _Toc297073186][bookmark: _Toc365452512][bookmark: _Toc365755953]2. 1 Introduction
[bookmark: _Toc283028944][bookmark: _Toc297073187]This chapter reviews the literature relevant to the research objectives. It builds a theoretical foundation upon which the research is based, and makes reference to some empirical studies which relate to the concept of employees’ motivation and organizational performance.

[bookmark: _Toc365452513][bookmark: _Toc365755954]2.2 Definition of Key Concepts
The study uses several key concepts the most important of which are motivation and performance. 

[bookmark: _Toc297073189][bookmark: _Toc365452514][bookmark: _Toc365755955]2.2.1 Motivation
According to Butkus & Green (1999) motivation is a process by which people are convinced to move forward for performing something special to fulfill their needs and get satisfaction. Baron (1983) defines motivation as “collection or arrangements of procedures involved in the push and pull forces that strengthen the actions towards reaching specific goals. Kinicki & Kreitner (2001) think that motivation corresponds to “those psychological processes that cause the stimulation persistent to voluntary actions that are goal directed”. Similarly, Robins (1993) defines motivation as the willingness of employees to exert high level of effort towards organizational goals conditioned by the ability to satisfy some individual needs. 

Also Boddy (2002) defines motivation as the force either within or external to a person that arouse enthusiasm and commitment to pursue a certain course of action. It involves willingness to expend energy to achieve a goal. Boddy (2002) added that because human beings have a complex phenomenon multifaceted characteristic related to various desires, drives, needs and wishes. 

[bookmark: _Toc317646386][bookmark: _Toc340256018][bookmark: _Toc365452515][bookmark: _Toc365755956]2.2.2 Two Types of Employee Motivation: Internal and External
Internal or self-motivators motivate themselves from within, they acquire drive or reason to do their jobs well based on what they feel within themselves. Recognition for a job well done is strong internal employee motivation. Employees who are internally motivated demonstrate all the appropriate behaviors. It is inevitable that a confident, hard-working employee, who was recognized by the contributions he made and were rewarded by acknowledgement, will pass on those behaviors to other employees. These positive behaviors will lead directly to the success of the organization (Kleinbeck, 1990).  

Externally motivated employees get inspired from awards, bonuses, titles, promotions, money, etc. Unfortunately, these external motivators do not last and are not a very reliable source of motivation. Let us say everyone is given a bonus. That bonus will run out and it is not possible that another bonus will be given again immediately. Therefore, the employee gets discouraged. External motivators fade. Employee motivation, like success, grows from the inside out, from within, and not from external to the internal (Kleinbeck, 1990). 

Moreover for the purpose of this study Motivation is the force that makes people does things: it is a result of people’s individual needs being satisfied (or met) so that the person has the inspiration to complete a task. These needs may vary from person to person as everybody has their individual needs to motivate themselves. Depending on how motivated a person is, it may further determine the effort that was laid upon the work and therefore increase the standard of the output and loyalty to organization he/she belong.

[bookmark: _Toc365452516][bookmark: _Toc365755957]2.2.3 Performance
The Oxford English Dictionary defines performance as the “accomplishment, execution, carrying out, and working out of anything ordered or undertaken”. Besides, Armstrong & Baron (2005) argue that performance is a matter not only of what people achieve, but how they achieve it. Bates & Holton (1995) suggested that performance is a multidimensional construct, the measurement of which depends on a variety of factors. As for Brumbach (1988) performance means “both behaviours and results”. Behaviours are also outcomes in their own right and can be judged apart from results”. From the definition, and interpretations above, it can be argued that performance is not just about outputs, it is also concerned with actions and behaviours demonstrated to achieve given targets. This issue featured strongly in the research.

[bookmark: _Toc365452517][bookmark: _Toc365755958]2.2.4 Incentives
According to UNDP (2006), Incentives are an important means of attracting, retaining, motivating, satisfying and improving the performance of employees. They can be applied to groups, organisations and individuals and may vary according to the type of employer. Incentives can be positive, negative (as in disincentives), financial or non financial, tangible or intangible. Financial incentives involve the transfer of monetary values, such as salaries, pensions, bonuses, allowances, loans, etc. Non financial incentives include work autonomy, flexible hours and scheduling, recognition of work, coaching and mentoring structures, support for career development.

[bookmark: _Toc365452518][bookmark: _Toc365755959]2.3 Theoretical Review
An understanding of motivation theories can help managers increase employee performance. Employees generally fall into two types: self-motivated, and those that require external motivation to stay motivated. Self-motivated employees tend to exhibit good performance even if they are not provided with much external motivation, but their performance increases still more if they are provided with that motivation (Deci & Ryan, 1985). Employees who require external motivation certainly improve in performance when skillfully motivated. Highly motivated employees are highly productive employees. This study was guided by the following theories;

[bookmark: _Toc297073196][bookmark: _Toc365452519][bookmark: _Toc365755960]2.3.1 Hierarchy of Needs Theory
Abraham Maslow’s hierarchy of needs theory (1954) states that people will not be healthy and well adjusted unless they have their needs met. Specifically, Maslow (1954) proposed that all people seek to satisfy five basic kinds of needs: psychological needs, safety needs, belongingness needs, esteem needs, and self-actualization needs. Maslow suggested that these needs constitute a hierarchy of needs, with the most basic or compelling physiological and safety needs at the bottom. 

Maslow argued that these lowest-level needs must be met before a person will strive to satisfy needs higher up in the hierarchy, such as self-esteem needs. Once a need is satisfied, he proposed, it ceases to operate as a source of motivation. The lowest level of unmet needs in the hierarchy is the prime motivator of behavior; if and when this level is satisfied, needs at the next highest level in the hierarchy motivate behavior. This theory applies to this study because Individual growth is the key vehicle for organizational success. 

Managers must attempt to identify individual employee needs and foster satisfaction. If they do so, employees will progress toward self-actualization, permitting the organization to be all that it can be. It requires the managers to identify dissatisfying needs that make employees to be demotivated and work on the needs to satisfy them.  However, the theory fails to explain how to measure satisfaction of needs and sometimes employees are not aware of their own needs. It also fails to relate the level of need satisfaction or dissatisfaction with the decision to quit or to be loyal to the employer. For example payment can satisfy a person but excessive workload can lead to employees to be demotivated. 
[bookmark: _Toc297073197]
[bookmark: _Toc365452520][bookmark: _Toc365755961]2.3.2 Equity Theory
Equity theory states that employees strive for equity between themselves and other workers. Equity is achieved when the ratio of employee outcomes over inputs is equal to other employee outcomes over inputs theory simply states those employees' behaviors that lead to positive outcomes were repeated and behaviors that lead to negative outcomes will not be repeated (Adams, 1965). Adams (1965) proposes that employees expect equity between what they give to the organization and what they receive in return. If employees feel that their inputs such as efforts, commitment, loyalty, trust, and enthusiasm to the organization are fairly and adequately rewarded by outputs such as financial and non-financial benefits or incentives, they remain motivated and continue to provide inputs towards higher productivity. Employees get de-motivated due to the perceived absence of such equity.

[bookmark: _Toc297073198][bookmark: _Toc365452521][bookmark: _Toc365755962]2.3.3 Two- Factor Theory
Herzberg (1959) states that motivation derives from people having a sense of achievement, recognition, responsibility and opportunities for personal growth. He criticizes management for ignoring the motivational factors and trying to motivate through things like money and benefits - expensive and not successful.  The absence of such "hygiene" factors as good supervisor-employee relations and liberal fringe benefits can make a worker unhappy, but their presence will not make him want to work harder.

According to Herzberg (1959) as jobs become "enriched," the need for much mundane job supervision disappears, and hitherto unsatisfying supervisory tasks can themselves be enriched by enlarging their responsibilities on a more managerial level. The factors that lead to job satisfaction (the motivators) are: achievement, recognition, work itself, responsibility and advancement.  The factors that may prevent dissatisfaction (the hygiene) are company policy and administration, working conditions, supervision, interpersonal relations, money, status and security.
Motivators are those things that allow for psychological growth and development on the job. They are closely related to the concept of self-actualization, involving a challenge, an opportunity to extend oneself to the fullest, to taste the pleasure of accomplishment, and to be recognized as having done something worthwhile. Hygiene is simply factors that describe the conditions of work rather than the work itself. Herzberg’s point is that if you want to motivate people, you have to be concerned with the job itself and not simply with the surroundings (Herzberg, 1959). 

Thus this theory applies to this study because it is concerned with the motivation of employees through needs, and considers money and employment benefits to be hygiene factors or dissatisfiers. That is, if the pay and benefits are sufficient, the employees were satisfied but not motivated. 

[bookmark: _Toc365452522][bookmark: _Toc365755963]2.3.4 Achievement Theory
McClelland (1961) theorized that individuals have three basic motivational needs: affiliation, power, and achievement. The affiliation motive can be explained as a strong desire for individual and group approval, and it reflects the desire for social acceptance and friendship. The power motive can be satisfied by being in control. It is expressed as a strong desire to change events and to exercise influence over others. The achievement motive is based on the need to achieve and win. It is characterized by seeking a challenge, establishing goals, working hard, and succeeding. 

This theory also applies to this study because all the three motives affiliation, power, and achievement are important when it comes to motivating employees. What is more, McClelland found that learning, education, and training can stimulate a greater need to achieve. Managers can use their understanding of the three needs to match employees to tasks that help them fulfill these needs, resulting in high performance. For example, it is wasteful to place a person with a high need for achievement in a job with routine demands. This person would not feel challenged, would probably become bored, lose interest, and perhaps leave the job. People with a high need for affiliation are likely to perform better in jobs with a lot of interpersonal contact, as well as personal support and approval tied to their performance (Sims 2002). 

[bookmark: _Toc365452523][bookmark: _Toc365755964]2.3.5 Expectancy Theory
This theory propounded by Vroom (1964) is based on the belief that employee effort will lead to performance and performance will lead to rewards. Rewards may be either positive or negative. The more positive the reward the more likely employees are highly motivated, and conversely, the more negative the reward the less likely the employees are motivated. Furthermore, the expectancy theory focuses on motivation as the combination of valence, instrumentality and expectancy. Valence is the value of the alleged result. Instrumentality or P-O expectancy is the point of view of an individual whether he or she will really obtain what they want. It shows that a successful act will eventually lead to the desired results. Expectancy or E-P expectancy refers to the different levels of expectations as well as confidence regarding one’s capability (Vroom's theory, 1964).

Expectancy theory of motivation applies to this study since it  focuses on differences between individuals, and assumes that each and every individual were motivated by their own prospects, rewards as well as their preferences for the rewards. 

[bookmark: _Toc365452524][bookmark: _Toc365755965]2.3.6 Theory X and Y
McGregor is one of the first leadership gurus to profess a faith in the leadership abilities and effectiveness of common workers. One of his concepts was asking employees to help evaluate themselves using the well-known Theory X/Theory Y concept. McGregor sums it up in this sentence: "The distinctive potential contribution of the human being at every level of the organization stems from his capacity to think, to plan, to exercise judgment, to be creative, to direct and control his own behavior" (McGregor, 1960).

 In Theory X and Theory Y, McGregor divides the manager’s assumptions concerning employees into two different sets. Theory X says workers have little ambition, and threats are necessary to motivate employees; employees avoid work because they hate it, and avoid all responsibility. Theory Y employees crave responsibility, dislike threats; work is as natural as rest, and want to satisfy their need for esteem and self-actualization. 

Theory X managers view their employees as lazy and disobliging and thus, needing to be controlled through punishment and rewards, in order for them to be productive. On the other hand, Theory Y managers regard their employees as energetic, hardworking, creative employees who seek out responsibility (Pfeiffer at al, 1991).  Therefore, this theory Y applies to this study while theory X does not, since Theory Y’s assumptions about people and their work created space for bringing in an environment where they can feel motivated to perform at their best. Employee motivation often depends on the style of the managers, while the managers with theory X assumptions are characterized by certain traits, e.g. authoritarian style and tight control.  Thus McGregor (1960) argues that Theory Y managers will succeed more at having motivated employees. 

[bookmark: _Toc365452525][bookmark: _Toc365755966]2.3.7 Goal Setting Theory
Goal setting theory as developed by Lathan & Locke (1990) argue that motivation and performance are higher when individual set specific goals, when goals are difficult but accepted and when there is a feedback on performance. Participation in goal setting is important as a means of getting agreement to the setting of high goals. According to this theory, goals have two primary attributes; content and intensity. Goal content refers to the substance of the goals themselves. And goal intensity is the process by which a goal is set and accomplished. Locke & Lathan (1989) the theory is important as it accounts for the relationship between goals and performance, and describes the importance of employee’s participation in the goal setting process as it will contribute to increase workers motivation to the organizational performance.

[bookmark: _Toc365452526][bookmark: _Toc365755967]2.3.8 ERG Theory
The ERG theory (Existence, Relatedness and Growth) theory was propounded by Clayton Alderfer (1996). He believes that people have needs which are arranged hierarchically, and that these needs are determinants of human behavior. The advantages of this theory are it recognizes the importance of variables such as culture, education and family background in influencing individual behavior. The theory adapts the strong point of the earlier content theories and it is less restrictive and limiting. For example unlike Maslow’s theory, it recognizes that more than one need may operate at the same time. The limitation of this theory is that it does not show clearly which one of the three needs influence individuals’ behavior. Based on this theory we assume that the employee attrition is related to their existence, relatedness and growth which motivate them to work toward the achievement of their personal and organizational goal hence long term commitment with an organization.

[bookmark: _Toc365452527][bookmark: _Toc365755968]2.3.9 The Human Relation Model
The Hawthorne studies introduced the human relations approach to management whereby the needs and motivation of employees become tha primary focus of managers (Bedeian,1993). Mayo & Roethlisberger (1993) emphasize that human relations are important in an effort to motivate employees. The theory states that human beings are motivated by social factors, moral, satisfaction between members of a work group as well as effective management. The contribution of this model is that, management has full responsibility to make employees feel useful and important resource on the job and therefore should be provided with recognition in order to facilitate the satisfaction of employees social needs. 

The model has the strength of showing that people are motivated by many factors other than pay and work conditions, the attitudes towards work are largely influenced when people work in a group, the need for recognition and a sense for belonging ae very important to motivate workers at work places. The weakness of this approach is that, even the places where high commitment to human relations exists, in practice, they may fail to realize motivation and high performance because it is difficult to meet all the expectation of the employees.

[bookmark: _Toc297073192][bookmark: _Toc365452528][bookmark: _Toc365755969]2.3.10 Types of Employee Motivation: Internal and External
Internal or self-motivators motivate themselves from within they acquire drive or reason to do their jobs well based on what they feel within themselves. Recognition for a job well done is strong internal employee motivation. Employees who are internally motivated demonstrate all the appropriate behaviors. It is inevitable that a confident, hard-working employee, who was recognized by the contributions he made and were rewarded by acknowledgement, will pass on those behaviors to other employees. These positive behaviors will lead directly to the success of the organization (Kleinbeck, 1990).   

Externally motivated employees get inspired from awards, bonuses, titles, promotions, money, etc. Unfortunately, these external motivators do not last, and are not a very reliable source of motivation. Let us say everyone is given a bonus. That bonus will run out and it is not possible that another bonus were given again immediately. Therefore, the employee gets discouraged. External motivators fade. Employee motivation, like success, grows from the inside out, from within, and not from external to the internal (Kleinbeck, 1990).   

Moreover, for the purpose of this study motivation is taken to be the force that makes people do things. It is a result of people’s individual needs being satisfied (or met) so that the person has the inspiration to complete a task. These needs may vary from person to person, as everybody has their individual needs to motivate themselves. Depending on how motivated a person is, it may further determine the effort that was laid upon the work and therefore increase the standard of the output and loyalty to organization he/she belongs.

[bookmark: _Toc365452529][bookmark: _Toc365755970]2.4 Empirical Studies
The importance of employee motivation as a tool of job satisfaction and corporate performance is cited from various organizations in different countries.

[bookmark: _Toc365452530][bookmark: _Toc365755971]2.4.1 World Related Studies
Warsi et al (2009) conducted a study on the relationship between organizational commitment and its determinants among private sector employees in Pakistan. The objective of the  study was to analyze the relationship between work motivation, overall job satisfaction and organizational commitment among Pakistani workforce. The focus of the study was towards analyzing the general behavior of the private sector employees towards work motivation and job satisfaction which may build higher levels of organizational commitment. The sample size comprised 191 male and female employees who were randomly selected. 

The data collected were analyzed by applying statistical tests i.e., Pearson correlation and multiple regression using SPSS 13.0. The results showed that positive and significant relationship exists between work motivation, overall job satisfaction and organizational commitment. Although both independent variables are strongly associated with organizational commitment, the impact of job satisfaction on organizational commitment is relatively stronger than that of the work motivation on organizational commitment. Managerial implication of the study is to focus more on motivating employees for promoting organizational commitment on their part.

Hamood (2007) conducted a study on motivation a challenge for oil and Gas Company in Omani. The purpose of the study was to explore what motivates employees in the oil and gas industry. He used the sample survey design in obtaining the data and questionnaire as a data collection method. The findings revealed that main factors that motivate employees in this company are good performance appraisal, recognition, empowerment and good supervision style. He concludes that although money is important in a competitive market environment however non-monetary factors also play a major role in motivating oil and gas employees than monetary factors. 

Yee (2010) examined the relationships among employee loyalty, service quality, customer satisfaction, customer loyalty and firm profitability and the contextual factors influencing these relationships. They developed a research model grounded in the service-profit chain notion and empirically tested the model by conducting a survey of 210 high-contact service shops in Hong Kong. Using structural equation modeling (SEM), it was observed that employee loyalty is significantly related to service quality, which in turn impacts customer satisfaction and customer loyalty, ultimately leading to firm profitability in high-contact service industries. Using multiple-group analysis of SEM, it was found that the effect of employee loyalty on firm profitability through service quality, customer satisfaction and customer loyalty is robust under different scenarios of employee–customer contact level, market competitiveness, and switching cost in the sampled shops. This finding supports the generalizability of the observed relationships in various operating contexts.

The study by Charalambous &  Spiliotis (2007) utilizes an innovative research methodology (Kohonen’s Self-Organizing Maps (SOMs),Neural Network Analysis) to explore the connection between human resource management as a source of competitive advantage and perceived organizational performance in the European Union’s private and public sectors. While practices in these two sectors did not differ significantly, three diverse but overlapping HRM models did emerge, each of which involved a different set of EU member states. Training & Development practices were strongly related to performance in all three models and Communication practices in two. 

These results show the usefulness of an innovative technique when applied to research so far conducted through traditional methodologies, and brings to the surface questions about the universal applicability of the widely accepted relationship between superior HRM and superior business performance. While new to the field of human resource management, this methodological approach has been used successfully across different disciplines and lines of research.

Malik et al (2011) also examined organizational effectiveness in telecommunication and the banking sector of Pakistan. The study aimed at examining the impact of employees’ performance and employees’ motivation toward organizational effectiveness.  They examine the extent to which the role of employee performance, their motivation and the environment of organization influence organizational effectiveness particularly in telecommunication and banking sector. The study was conducted in four cities of Pakistan: Islamabad, Lahore, Gujranwala, and Faisalabad. The sample size consisted of 103 respondents who filled in a questionnaire.  

After analyzing the data, the findings showed that there is a significant relationship among all the factors i.e. employees’ performance and motivation toward organizational effectiveness. Results showed that increased employee’s performance accelerate organizational effectiveness. As employees get self motivation, organizational effectiveness moves in a positive way. Moreover this study indicates that the effective organizational environment promotes the effectiveness of the organization. Organizational effectiveness should be realistic and measurable. Happy employees are more productive rather than productive employees are happier.

Measuring the impact of HRM on organizational performance was another study conducted by Katou (2008). The purpose of the study was to measure the impact of HRM on organizational performance in the context of Greece. The data were collected from 178 organizations using a questionnaire survey in the Greek manufacturing sector, and analyzed using the ‘structural equation modeling’ methodology. The results indicated that the relationship between HRM policies (resourcing and development, compensation and incentives, involvement and job design) and organizational performance is partially mediated through HRM outcomes (skills, attitudes, behavior), and it is influenced by business strategies (cost, quality, innovation). 

Manzoor (2012) also examined the impact of employee motivation on organizational effectiveness in Pakistan. The purpose of the study was to identify the factors that affect employee motivation and examine the relationship between organizational effectiveness and employee motivation. A model was designed based on the literature, linking factors of employee motivation with employee motivation and organizational effectiveness. Three hypotheses were built based on the literature and the model and were tested in perspective of the previous studies and literature. The various studies concluded that factors such as empowerment and recognition have positive effects on employee motivation. The more the empowerment and recognition of employees in an organization is increased, the more will their motivations to work be enhanced. Also there exists a positive relationship between employee motivation and organizational effectiveness. The more the employees are motive to tasks accomplishment higher will the organizational performance and success.

[bookmark: _Toc365452531][bookmark: _Toc365755972]2.4.2 Tanzania Related Studies
Another study was conducted by Masesa (2004) on the factors influencing motivation of staffs in higher learning institutions; a case of the University of Dar es Salaam (UDSM). He administered a questionnaire for data collection and they revealed that most of them are motivated by variables that are within themselves (intrinsic factors). Such variables are opportunity for advancement interesting and challenging work, job security, work independence, individual goal, job freedom to act and personal growth. Other factors were reputation of the organization, flexible working hours, job significance and autonomy. He further added that the extrinsic factors are not the main determinants of academicians to stay at UDSM. He concluded that motivation should not be viewed from an institutional point of view but rather from employees’ side and be analyzed before implementation so that employees receive it as a retention factor.

Another study on motivation conducted by Kingazi (1986) explored the extent to which incentives and motivation had an effect on production in the sisal industry in Morogoro. The objective of the study was to investigate whether incentives and motivation had effect on sisal production. Questionnaire data collection method was used in obtaining primary data, and secondary data were obtained from documentary review. He found that motivation had an impact on productivity as employees who were motivated performed better than those who were not adequately motivated. Additionally the study noted that work conditions in the sisal industry, and welfare facilities were also lacking. He finally concluded that if workers’ morale was good it could result in a rise in productivity.

Juma (2010) also conducted a study on the impact of incentives on employee performance in Tanzania on the case of the Tanzania education authority. The study aimed at examining the impact of incentives on employees’ performance in Tanzania, and the Tanzania Education Authority in particular. The study used purposive sampling to select management and non-management personnel at the Tanzania Education Authority. The respondents provided their views on the incentive scheme currently in place. The study established that employee performance at the Tanzania Education Authority is brought about by four major incentives; namely staff housing, development loans, staff training and development, housing and transport allowance. It establishes that there is a direct relationship between incentives and employee performance. In fact most employees prefer monetary to non-monetary incentives. The study has also revealed that incentives provided in the institution were too inadequate to satisfy the needs of the employees. Most of these incentives were approved in the incentive scheme of 2007, hence overtaken by inflation and economic fluctuations. Overall, public institutions need to realize that employees would be motivated to increase their efforts once they are properly remunerated.

Ikomba (2010) assessed motivation practices and their effects on the Air Tanzania Company Ltd (ATCL) as a case study. The study aimed at investigating motivation practices at Air Tanzania, what de-motivates Air Tanzania employees, determining what motivates them and identifying the effects of ATCL management motivation practices. Data was collected from 33 employees of Air Tanzania through open ended, semi structured questionnaires and interviews. The content analysis method was applied to the data collected whereby a qualitative analysis was done inductively. The inductive approach involved development of theories as a result of observable empirical data. 

The findings of the study revealed that during the partnership with South African Airways (SAA), managerial controllable factors such as non involvement of employees in decision making, unequal treatment of workers, poor working environment, and lack of recognition resulted into lack of organizational commitment, misalignment between individual and company goals, conflicting groups among employees, disloyalty, all contributed to continued loss operation. 

After the split with SAA in August 2006, the study reveals that inadequate capitalization, limited management actions and choices where business and Human Resources Management decisions had to be made based on the availability of funds, and not on business strategy hence individual employee’s goals were not met and caused dissatisfaction. Another study was conducted by Taratibu (2011) on the role of selected incentive attributes on the employees’ performance in the service sector: the case of DAWASCO. This study was conducted to assess the role of selected incentive attributes on the employees’ performance in the service sector.  

The objectives were to determine the extent to which the selected incentive attributes leads to the employees’ performance in the service sector. The descriptive approach was used. The selected area for the study was 7 branches that were found in Dar es Salaam. The sample unit was the individual employees found in the different branches.  The findings of the study revealed that the performance of the employee is highly influenced by incentives. However, it was found that the DAWASCO’s incentives scheme excludes some of the employees in getting the incentives. 

[bookmark: _Toc365452532][bookmark: _Toc365755973]2.5 Research Gap
Therefore there have been a number of researches done on motivation of employees, especially on how to motivate the employee around the world and in Tanzania as a country. However still there is a gap of those studies attempted to look on the contribution of motivation on corporate in  banking  on the time the researches have been conducted, place where the research have been done and the methodology used by some  researchers. Therefore this research is seeking to minimize the gap in the literature by studying the impacts of motivation on corporate performance in banking industry the case of CRDB.

The reviewed literatures have indicated that employees’ needs and motivation are the based in determining organizational effectiveness. Mcbride & Clark (1999) noted that wherever there is motivation, then there is productivity   and people are content. They added that a motivated employee performs well and attains results consistently, shows energy, enthusiasm and always determine to succeed. While demotivated employee will always perform poorly and is often late or absent exaggerate problems, disputes and grievances, avoids responsibility and resists change.

[bookmark: _Toc298541393][bookmark: _Toc316925712][bookmark: _Toc365452533][bookmark: _Toc365755974][bookmark: _Toc274480874]2.6 Conceptual Framework
After reviewing literatures and consulting several readings as well as different authors, the researcher came up with the following conceptual framework (Figure 2.1) which shows the impacts of the three independent variables of motivational on corporate performance of CRDB:

The relationships which exist between variables are that both financial and non-financial motivation and fairness in rewarding (independent variables) results in high corporate performance (dependent variable). So the outcomes of the independent variables are results of the dependent variable.  CRDB high corporate performance is a result of the independent variables. The independent variables is employees incentives motivation conceived to have positive results into CRDB corporate high performance.

[bookmark: _Toc316925713][bookmark: _Toc335615078][bookmark: _Toc336721389][bookmark: _Toc337462508][bookmark: _Toc365452534][bookmark: _Toc365453560][bookmark: _Toc365755975]Figure 2.1: Conceptual Framework
 (
Independent Variables
) (
Dependent 
variable
)
 (
 Employees Internal and external Motivation
Salaries,
Pensions
Bonuses,
Allowances,
Loans
Training
Education supports to families
Flexible Hours
 
Recognition of Work,
Supervision
Career Development
) (
CRDB Corporate High Performance
 
Profitability Growth
Customer Satisfaction 
Quality and consistence services.
)

  



 (
Employees
 Incentive Motivation   
) 



Source: Researcher’s Model 2013

[bookmark: _Toc365755976]
CHAPTER THREE
[bookmark: _Toc299314370][bookmark: _Toc337462510][bookmark: _Toc365452542][bookmark: _Toc365755977]3.0 RESEARCH METHODOLOGY
[bookmark: _Toc299314371][bookmark: _Toc365452543][bookmark: _Toc365755978]3.1 Introduction
[bookmark: _Toc299314372]Research methodology is an approach a researcher uses to investigate a subject. This part of the study presents the methodology employed for data gathering and analysis, including the study design, area of study, targeted population, sample and sampling procedure. The other items of this chapter are data collection methods, validation of the instruments administration of questionnaire and finally the methods employed to analyze the data.

[bookmark: _Toc365452544][bookmark: _Toc365755979]3.2 Research Design
A research design describes a flexible set of guidelines that connect theoretical paradigms first to strategies of inquiry and second to methods for collecting empirical materials It provides the plan of action that links the philosophical assumptions, strategies of inquiry, and specific methods Thus, it represents a structure that guides the execution of a research method and the analysis of the subsequent data with the view to reaching conclusions about the research problem (Denzin, 2003). A case study design was employed to obtain the necessary and required qualitative and quantitative data. A case study entails studying a phenomenon within its real-life setting. Rather than studying a phenomenon in general, a specific example within time and space is chosen for study. This allows a particular issue to be studied in depth and form a variety of perspectives (Kitchin & Nicholas 2000). 
The purpose of this study together with the nature of data which were collected influenced choice of this research design. Moreover, The design is appropriate for descriptive purpose and determination of relationship between the variables. With this design, members of the group were less heterogenious and the sample size was smaller than that which was used in longitudinal studies. The study employed instruments of data collection like questionnaires, focused-group discussion and interview methods. 

In selecting a case, CRDB Bank were studied so as to examine  the impacts of motivation on organisational perfomance. Its characteristic is a single case design, whereas the  . The design is applied because of the time constraints that could not allow the researcher to carry out a research over an extended period (Kassam, 1990). 
[bookmark: _Toc247306938][bookmark: _Toc286489325][bookmark: _Toc286493504][bookmark: _Toc299314373]
[bookmark: _Toc365452545][bookmark: _Toc365755980]3.3 Research Approach
This study used mixed methods, with both quantitative and qualitative data collection methods. It is argued that to use only a quantitative or a qualitative approach falls short of major approaches being used in the social and human sciences. In fact, the combination of qualitative and quantitative approaches provides the most complete or insightful understanding. It thus provides a better understanding of research problems than either one approach alone. It can also provide better opportunities for testing alternative interpretations of the data, for examining the extent to which the context helped to shape the results, and for arriving at convergence in tapping a construct (Creswell, 2003).
[bookmark: _Toc365452546][bookmark: _Toc365755981]3.4 Area of the Study
The study was conducted at CRDB Bank in Dar es Salaam which is a leading Tanzanian private commercial bank. Established in 1996, today it provides quality financial services and insurance products to its retail and corporate customers through its countrywide branch network of 85 outlets, 9 mini-branches and 232 ATMs. All CRDB branches were connected via satellite communication, and it is regarded locally as a leader among the domestic banks in Tanzania.
	
The researcher has selected CRDB Bank branches in Dar es Salaam.  The choice of this company is mainly influenced by the researcher’s accessibility to data and also as the CRDB Bank is one of the growing Banks in Tanzania.

[bookmark: _Toc365452547][bookmark: _Toc365755982]3.5 Target Population
Population refers to the larger group from which the sample is taken (Kombo & Tromp, 2006). A population can be very large or small depending on the size of the group of the persons or objects from which the researcher plans to make inference. Thus a population refers to the people that the researcher has in mind from whom data can be obtained. In this study, the target population were 120 out of 1800 employees of the CRDB staffs.

[bookmark: _Toc365452548][bookmark: _Toc365755983]3.6 Sampling Procedures
[bookmark: _Toc365452549][bookmark: _Toc365755984]3.6.1 Sample Size
The study was based on the CRDB Bank staffs.  Both junior and senior staffs were selected.  The study ensured that reasonable number of the staffs is represented in the study. The sample size consisted of 120 respondents who were selected purposely from 1800 CRDB staffs of these 10 were supporting staffs, 20 bank tellers, 20 accountants, 20 customer service providers, 25 marketing and promotion and sales executives, 25 operational managers from different sections of the Bank.

[bookmark: _Toc365452550][bookmark: _Toc365755985]3.6.2 Sampling Unit
The individual opinion were collected  from CRDB bank  branches in the Dar es Salaam City Centre,  the unit of analysis included employees who are working in the various departments which were divided into categories, that of management and  other employees. The sample size was 120 employees selected purposely. 

[bookmark: _Toc365452551][bookmark: _Toc365755986]3.6.3 Sampling/Technique
According to Kothari (2006), sampling refers the process of picking up few or small units out of whole population for study. Such unit is expected to be representative of the whole population. The researcher used different sampling techniques; the following are the techniques which were applied.

[bookmark: _Toc86739246][bookmark: _Toc278649271][bookmark: _Toc182410137][bookmark: _Toc286489331][bookmark: _Toc286493510][bookmark: _Toc299314375][bookmark: _Toc365452552][bookmark: _Toc365755987]3.6.3.1 Purposive Sampling
Purposive sampling was used as a sampling technique. According to purposive or judgmental sampling enables the researcher to use his judgment to select cases that best enabled him to answer the research questions and to meet the objectives. This form of sample is often used when working with very small samples such as in case study research and when one wish to select cases that were particularly informative (Saunders and Mark, 2000). Such samples cannot, however, be considered to be statistically representative of the total population. The logic on which the researcher bases his strategy for selecting cases for a purposive sample should be dependent on the research questions and objectives. The researcher used this method to select supporting staffs, Bank tellers,  Accountants,  Customer service providers,  Marketing and Promotion and Sales executives, Operational managers and Bank managers because she believed that they are the good source of motivations information’s  provided to employees.

[bookmark: _Toc365452553][bookmark: _Toc365755988]3.6.3.2 Stratified Sampling
In the current study, all respondents had equal chances of being selected to make the sample to have free classification errors. The study used stratified sampling technique because the sample drawn did not constitute a homogeneous group and enabled the researcher to group the population into managerial and non managerial position as well as heads of department for managerial positions, officers and non-officers from non-managerial position.

[bookmark: _Toc299314378][bookmark: _Toc365452554][bookmark: _Toc365755989]3.7 Methods of Data Collection
Primary data were collected by means of structured questionnaires and semi structured interviews. Secondary data were obtained from different sources such as research reports, and other readily available documents (compendia) including office reports, brochures and documents. The following instruments were used during data collection.

[bookmark: _Toc299314379][bookmark: _Toc365452555][bookmark: _Toc365755990]3.7.1 Questionnaire
Kothari (2004) defines a questionnaire as a list of questions that respondents answer. Well designed questionnaire with open and close ended questions is formulated and distributed to respondents as a way of obtaining primary data/ information. The researcher distributed questionnaire to sampled employees and managers to be filled and later collected for recording and analysis. The choice of using questionnaire in data collection has been given greater priority because of its advantage over the other methods as it is efficient and has the ability to capture more information from the source.

[bookmark: _Toc299314380][bookmark: _Toc365452556][bookmark: _Toc365755991]3.7.2 Interview
Semi structured interviews were conducted with the targeted population and their comments recorded. This involved direct consultation with senior staffs and managers of CRDB. The method was used as a means to complement the information collected with the questionnaire.

[bookmark: _Toc299314381][bookmark: _Toc365452557][bookmark: _Toc365755992]3.7.3 Documentary Review
This method involves the use of secondary data whereby the researcher obtains information from articles, journals, books, pamphlets and other documents. The reason for using documentary research in this study is that documents which enable the researcher to track various types of information from documents, records, and publications within a short time and with less cost pertaining to the study were available. Saunders (2006) is of the view that one of the advantages of using secondary data is the enormous saving of resources, and particularly time and money.
[bookmark: _Toc299314382][bookmark: _Toc365452558][bookmark: _Toc365755993]3.8 Data Analysis and Presentation
Qualitative and quantitative data were analyzed using the Statistical Package for Social Scientists (SPSS- 12.0 version) so as to safeguard the drawing of conclusions concerning the study. During analysis however, the non-standardized and complex nature of data, which were collected, were classified into categories before they were meaningfully analyzed. Moreover, the data collected were presented in charts, tables, and word-reporting systems. Thus, the process of analysis aimed at determining whether or not the data collected support the hypotheses and the research questions formulated before going to the field to collect the information or reject them.

[bookmark: _Toc269225976][bookmark: _Toc271127481][bookmark: _Toc274476560][bookmark: _Toc286489337][bookmark: _Toc286493516][bookmark: _Toc299314383][bookmark: _Toc219258471][bookmark: _Toc365452559][bookmark: _Toc365755994]3.9 Data Organization and Cleaning
In this study, data organization included identifying and correcting errors in the data, coding the data, and storing them in appropriate forms. The raw data were sequentially corrected in order to detect errors, omissions, contradictions and unreasonable information.

[bookmark: _Toc299314384][bookmark: _Toc269225982][bookmark: _Toc269312606][bookmark: _Toc269892735][bookmark: _Toc269894072][bookmark: _Toc274486716][bookmark: _Toc365452560][bookmark: _Toc365755995]3.11 Validity and Reliability
According to Yin (1994) the concept of reliability has the goal of minimizing errors and biases in a study through ensuring the possibility for similar results on repeating the same procedures (while ensuring that different methods were supplementary in the sense of capturing information that could not be captured by the other method(s)). In order to increase validity the questions were checked by an independent party to see if they were understandable. Moreover, the study used triangulation design to bring together the strength of both data sets to compare, validate, confirm and corroborate quantitative results with qualitative. The study also triangulated various methods to ensure the validity and reliability of the findings. By triangulation, accuracy of data was sought in several ways: triangulation of data collection methods, triangulation of investigators, triangulation of theories, and triangulation of data sources. 
[bookmark: _Toc331743534][bookmark: _Toc331744001][bookmark: _Toc331744228][bookmark: _Toc331749932][bookmark: _Toc365452561][bookmark: _Toc365755996]
CHAPTER FOUR
[bookmark: _Toc316925735][bookmark: _Toc274901946][bookmark: _Toc285689586][bookmark: _Toc86195951][bookmark: _Toc86600191][bookmark: _Toc149899559][bookmark: _Toc149899909][bookmark: _Toc149901150][bookmark: _Toc149901535][bookmark: _Toc149901901][bookmark: _Toc149902027][bookmark: _Toc365755997]4.0 DATA PRESENTATION, ANALYSIS AND DISCUSSION
[bookmark: _Toc330350968][bookmark: _Toc331749934][bookmark: _Toc365452563][bookmark: _Toc365755998]4.1 Introduction
[bookmark: _Toc272389583][bookmark: _Toc272391664][bookmark: _Toc272494005][bookmark: _Toc272495248][bookmark: _Toc274901947]This chapter presents analysis and findings of the research based on the responded to questionnaire, interview, documentary review and observation.  The findings were presented in terms of descriptions and as per study objectives. 

[bookmark: _Toc316925736][bookmark: _Toc331749935][bookmark: _Toc330350976][bookmark: _Toc365452564][bookmark: _Toc365755999]4.2 Descriptive Findings 
Descriptive findings included age, gender and level of education. 120 questionnaires were distributed to both junior and senior CRDB staffs. The findings revealed that most respondents had worked at CRDB for more than five years and their characteristics were categorized according to age, gender and education as presented below.
[bookmark: _Toc303999670][bookmark: _Toc309099773][bookmark: _Toc310318143][bookmark: _Toc316925738][bookmark: _Toc331749936]
[bookmark: _Toc365452565][bookmark: _Toc365756000]4.2.1 Respondents’ Age
Respondents were asked to indicate their age. Figure 4.1 provides the findings:   

[bookmark: _Toc331743536][bookmark: _Toc331744003][bookmark: _Toc331744230][bookmark: _Toc331749937][bookmark: _Toc335615103][bookmark: _Toc307684130][bookmark: _Toc307685036][bookmark: _Toc309099413][bookmark: _Toc309099774][bookmark: _Toc310318144][bookmark: _Toc316924926][bookmark: _Toc316925455][bookmark: _Toc316925739][bookmark: _Toc307063284][bookmark: _Toc336721413][bookmark: _Toc337462534][bookmark: _Toc365452566][bookmark: _Toc365453592][bookmark: _Toc365756001]Figure 4.1: Age of the Respondents
Source: Researcher’s Analysis, 2013
[bookmark: _Toc303999671][bookmark: _Toc309099775][bookmark: _Toc310318145][bookmark: _Toc316925740]Figure 4.1 shows that, most respondents were between 36-45 years of age with 40(33.3%) respondents, followed by the age group of 26-35 years which comprised 35(29.2%) respondents.  These groups are categorized as youth, followed by age group of 46 – 55 years constitute 20(16.7%) respondents. These groups are categorized as most important and which reflects the nature of work and influencing power to decision making in an organization. The age group above 55 years with 15(12.5%) and 20-25 with10 (8.3%) had the lowest respondents. Thus, results reveal that most respondents were in age range of 26 – 45 in which Employees motivation is significant in order to lead to corporate performance.

[bookmark: _Toc331749938][bookmark: _Toc365452567][bookmark: _Toc365756002]4.2.2 Respondents by Gender
Gender determines division of responsibilities within an organization for the purpose of achieving organizational performance as shown on Figure 4.2 below. 
[bookmark: _Toc331716371]
[bookmark: _Toc309099777][bookmark: _Toc309099414][bookmark: _Toc309099776][bookmark: _Toc310318146][bookmark: _Toc316857986][bookmark: _Toc316924928][bookmark: _Toc316925457][bookmark: _Toc316925741][bookmark: _Toc331743537][bookmark: _Toc331744004][bookmark: _Toc331744231][bookmark: _Toc331749939][bookmark: _Toc335615105][bookmark: _Toc336721415][bookmark: _Toc337462536][bookmark: _Toc365452568][bookmark: _Toc365453594]Figure 4.2:  Respondents Gender 
Source: Researcher’s Analysis, 2013
Figure 4.2 shows that out of 120 respondents 69(57.5%) were male and the remaining 51(42.5%) respondents were female. This implies that the CRDB Bank employs both male and female employees. However, the gender attribute is very important in employees’ motivation for improving organization performance. 
[bookmark: _Toc310318147][bookmark: _Toc316925742][bookmark: _Toc331749940]
[bookmark: _Toc365452569][bookmark: _Toc365756003]4.2.3 Level of education
Respondents were asked to indicate their education level such as primary education, secondary education, college and university level as figure 4.3 below shows.

[bookmark: _Toc308609902][bookmark: _Toc309099416][bookmark: _Toc309099778][bookmark: _Toc310318148][bookmark: _Toc316857988][bookmark: _Toc316924930][bookmark: _Toc316925459][bookmark: _Toc316925743][bookmark: _Toc331743538][bookmark: _Toc331744005][bookmark: _Toc331744232][bookmark: _Toc331749941][bookmark: _Toc335615107][bookmark: _Toc336721417][bookmark: _Toc337462538][bookmark: _Toc365452570][bookmark: _Toc365453596][bookmark: _Toc365756004]Figure 4.3: Respondents Education Level
Source: Researchers Analysis, 2013

The findings in Figure 4.3 above indicated that 50(41.7%) respondents have university education, 40(33.3%) of the respondents have college education 20(16.7%) have secondary education, and 10(8.3%) have primary education. 
[bookmark: _Toc365452571][bookmark: _Toc365756005]4.3 Findings as per Study Objectives
This study examined the extent to what fair rewarding, financial and non financial improve corporate performance.  The findings were presented and discussed as per specific research objectives which were to examine the extent to what employees external incentives motivation lead to improved corporate performance at the CRDB, to examine the extent to what employees internal incentives motivation lead to improved corporate performance at CRDB and to determine the extent to which fairness in rewarding incentives lead to high corporate performance at CRDB. 

[bookmark: _Toc365452572][bookmark: _Toc365756006]4.3.1 Employees External Incentives Motivation Lead Improved Corporate Performance
The respondents were asked on the extent to what employees external incentives motivation lead to corporate performance at CRDB.  The findings were collected on the wage/salary, fringe benefits, stock ownership plans, termination benefits, provision of bonuses and being a member of pension scheme 

[bookmark: _Toc365452573][bookmark: _Toc365756007]4.3.1.1 Wages/Salaries
[bookmark: _Toc336721421][bookmark: _Toc337462542][bookmark: _Toc365452574][bookmark: _Toc365453600][bookmark: _Toc365756008]Table 4.1 Wages/Salaries
	Ranking
	Frequency
	Percentage

	Important
	23
	19.2

	Very Important
	57
	47.5

	Unimportant
	26
	21.7

	Very unimportant
	12
	10.0

	Uncertain
	2
	1.7

	Total
	120
	100


Source: Researchers Analysis, (2013)
The respondents were asked whether wages/salaries are important in motivating employees to reach high corporate performance. Their responses are presented in Table 4.1.

The findings in Table 4.1 show that 23(19.2%) of the respondents agreed that wages/salaries were important in motivating employees to attain high corporate performance. 57(47.5%) agreed that it was very important and they revealed that they want to earn reasonable salary and payment so that they feel what they are getting. 26(21.7%) indicated that salary was unimportant in motivating employees, 12(10.0%) shows that salary was very unimportant and finally 2(1.7%) were uncertain.  In total 80(66.7%) respondents indicate that at least wages and salaries contribute to motivation and corporate performance. In total 38(31.7%) agreed that wages and salary did not contribute to employees corporate performance.

This implies that money is a fundamental inducement; and no other incentive or motivational technique comes even close to it with respect to its influential value. They said that it has supremacy in magnetizing, maintaining and motivating individuals towards higher performance so enough wages and salaries were so important for corporate performance. Thus the CRDB provided competitive salaries to motivate employees. It seems that salary levels are adjusted annually within the Company’s means after negotiations between TUICO and management. However, competitive salaries were not enough to motivate employees there were other factors which must be considered. 
Stringer et al (2011) supported these findings with their study on motivation, pay satisfaction and job satisfaction of front-line employees. Their findings revealed that intrinsic motivation was positively associated with pay and job satisfaction, whereas extrinsic motivation was negatively associated with job satisfaction, and not associated with pay satisfaction. The qualitative insights indicate that pay fairness is important, and those who perceived pay was not fair generally made comparisons with others or felt that pay did not reflect their effort. It is also found that the majority of employees perceived that goals were clear. The findings highlight that managers should enhance both intrinsic and extrinsic motivation, and pay employees well to increase job satisfaction.

[bookmark: _Toc365452575][bookmark: _Toc365756009]4.3.1.2 Fringe Benefits
The respondents were asked whether fringe benefits are important in motivating employees to reach high corporate performance. Their responses are as shown in Table 4.2.

[bookmark: _Toc336721423][bookmark: _Toc337462544][bookmark: _Toc365452576][bookmark: _Toc365453602][bookmark: _Toc365756010]Table 4.2 Fringe Benefits 
	Ranking
	Frequency
	Percentage

	Important
	32
	26.7

	Very important
	61
	50.8

	Unimportant
	9
	7.5

	Very unimportant
	14
	11.7

	Uncertain
	4
	3.3

	Total
	120
	100


Source: Researcher’s Analysis, 2013
Table 4.2 revealed that 32(26.7%) of the respondents agreed that fringe benefits were important in motivating employees to reach high corporate. 61(50.8%) agreed that it was very important. On the other hand, 9(7.5 %) agreed that it was unimportant. Again, 14(11.7 %) agreed that it was very unimportant and 4(3.3%) were uncertain. It seems that the CRDB fully meets the cost of medical consultation and treatment for all employees and their immediate families.  Other fringe benefits were included in the salary package such as transports allowance and housing allowance. However, all these fringe benefits were provided more to directors and managers than to other employees. 

The results concurred with the study of Roch (2005) on an investigation of motivational factors influencing performance ratings. The findings showed that when an incentive was offered, raters expecting an expert audience to view their ratings provided significantly lower ratings, and raters expecting a dual audience provided significantly higher ratings compared to raters not offered an incentive.

[bookmark: _Toc365452577][bookmark: _Toc365756011]4.3.1.3 Stock Ownership Plans
[bookmark: _Toc336721425][bookmark: _Toc337462546][bookmark: _Toc365452578][bookmark: _Toc365453604][bookmark: _Toc365756012]Table 4.3 Stock Ownership Plans
	Ranking
	Frequency
	Percentage

	Important
	21
	17.5

	Very important
	55
	45.8

	Unimportant
	26
	21.7

	Very unimportant
	14
	11.7

	Uncertain
	4
	3.3

	Total
	120
	100


 Source: Researcher’s Analysis, 2013
The respondents were asked whether stock ownership plans are important in motivating employees to reach high corporate performance. Their responses were as shown in Table 4.3.

Table 4.3 shows that 21(17.5%) of the respondents agreed that stock ownership plans were important in motivating employees to reach high corporate performance. 55(45.8%) agreed that it was very important. Overall, a total of 76(63.3%) indicate that stock ownership plan had positive influence on corporate performance. On the other hand, 26(21.7%) agreed that it was unimportant. 14(11.7%) agreed that it was very unimportant and 4(3.3%) were uncertain. all a total of 40(33.4%) indicated that stock ownership did not influence corporate performance.  

This finding is in line with the Adams (1965) theory of equity. Accordingly, it is proposed that employees expect equity between what they give to the organization and what they receive in return. If employees feel that their inputs such as efforts, commitment, loyalty, trust, and enthusiasm to the organization are fairly and adequately rewarded by outputs such as financial and non-financial benefits or incentives, they remain motivated and continue to provide inputs towards higher productivity. Employees get de-motivated due to the perceived absence of such equity.

[bookmark: _Toc365452579][bookmark: _Toc365756013]4.3.1.4 Termination Benefits
The respondents were asked whether Termination benefits are important in motivating employees to reach high corporate performance. Their responses are presented in Table 4.4.
[bookmark: _Toc336721427][bookmark: _Toc337462548][bookmark: _Toc365452580][bookmark: _Toc365453606][bookmark: _Toc365756014]Table 4.4: Termination Benefits
	Ranking
	Frequency
	Percentage

	Important
	33
	27.5

	Very important
	58
	48.3

	Unimportant
	12
	10.0

	Very unimportant
	15
	12.5

	Uncertain
	2
	1.7

	Total
	120
	100


Source: Researchers Analysis, 2013

Table 4.4 reveals that  33(27.5%) of the respondents agreed that  termination benefits were important in motivating employees  to reach  high corporate  performance. 58(48.3%) agreed that it was very important.  On the other hand, 12(10.0%) agreed that it was unimportant. 15(12.5%) agreed that it was very unimportant and 2(1.7%) were uncertain. The findings relied to the Adams,(1965) theory of equity which proposed that employees expect equity between what they give to the organization and what they receive in return. If employees feel that their inputs such as efforts, commitment, loyalty, trust, and enthusiasm to the organization are fairly and adequately rewarded by outputs such as financial and non-financial benefits or incentives, they remain motivated and continue to provide inputs towards higher productivity. Employees get de-motivated due to the perceived absence of such equity.

[bookmark: _Toc365452581][bookmark: _Toc365756015]4.3.1.5 Provision of Bonuses
The respondents were asked whether Provision of bonuses is important in motivating employees to reach high corporate performance. Their responses are as shown in Table 4.5. 

[bookmark: _Toc336721429][bookmark: _Toc337462550][bookmark: _Toc365452582][bookmark: _Toc365453608][bookmark: _Toc365756016]Table 4.5 Provision of Bonuses
	Ranking
	Frequency
	Percentage

	Important
	36
	30.0

	Very Important
	30
	25.0

	Unimportant
	28
	23.3

	Very unimportant
	24
	20.0

	Uncertain
	2
	1.7

	Total
	120
	100


Source: Researcher’s Analysis, 2012

Table 4.5 reveals that 36(30.0%) of the respondents agreed bonuses were important in motivating employees  to reach  high corporate performance. In this aspect 30(25.0%) agreed that it was very important.  Again, 28(23.3%) agreed that it was unimportant, 24(20.0% ) agreed that it was very unimportant and only 2(1.7%) were uncertain. It seems that CRDB has implemented an evaluation and bonus system for its managers and employees. Rewards in the form of yearly bonuses are linked to the Company’s financial performance as well as individually set performance targets.  However, employees would be much motivated if it could be in quarterly bases.

The findings relied to Vroom's (1964) theory of expectation which is based on the belief that employee effort was lead to performance and performance will lead to rewards. Rewards may be either positive or negative. The more positive the reward the more likely the employee were highly motivated. Conversely, the more negative the reward the less likely the employee were motivated.
[bookmark: _Toc365452583][bookmark: _Toc365756017]4.3.1.6 Pension Scheme
The respondents were asked whether being a member of pension scheme is important in motivating employees to reach high corporate performance. Their responses are as presented in Table 4.6.

[bookmark: _Toc336721431][bookmark: _Toc337462552][bookmark: _Toc365452584][bookmark: _Toc365453610][bookmark: _Toc365756018]Table 4.6 Pension Scheme
	Ranking
	Frequency
	Percentage

	Important
	22
	18.3

	Very important
	54
	45.0

	Unimportant
	17
	14.2

	Very unimportant
	23
	19.2

	Uncertain
	4
	3.3

	Total
	120
	100


Source: Researcher’s Analysis, 2013

Table 4.6 shows that 22(18.3%) of the respondents said that being a member of pension scheme was important in motivating employees to reach high corporate performance. Similarly, 54(45.0%) agreed that it was very important, whereas 17(14.2%) said that it was unimportant. Additionally, 23(19.2%) agreed that it was very unimportant and 4(3.3%) were uncertain. 

Moreover, the study found that some employees are members of Parastatal Pension Fund (PPF) and others are members of National Social Security Fund (NSSF). The Company contributes 15% of the basic salary of each employee to PPF and 10% of gross salary to NSSF on behalf of all permanent employees. Retirement benefits payable under the Parastatal Pension Scheme are supplemented by an endowment scheme, the cost of which is fully met by the Company and is calculated at 10% of the employee’s salary. Thus employees were real motivated since they know they were entitled to pension schemes after their retirement.

The findings relied on Adams (1965) who proposed that employees expect equity between what they give to the organization and what they receive in return. If employees feel that their inputs such as efforts, commitment, loyalty, trust, and enthusiasm to the organization are fairly and adequately rewarded by outputs such as financial and non-financial benefits or incentives, they remain motivated and continue to provide inputs towards higher productivity. Employees get de-motivated due to the perceived absence of such equity.
 
[bookmark: _Toc331749946][bookmark: _Toc365452585][bookmark: _Toc365756019]4.3.2 Employees Internal Motivation Lead to Improved Corporate    
 Performance at CRDB Bank employee’s internal motivation which leads to improved corporate performance.  The finding were collected from internal motivation which include  job security, working environment, employee relations, promotion system, leadership style, employee recognition  and career development. Their responses are as shown below.

[bookmark: _Toc365452586][bookmark: _Toc365756020]4.3.2.1 Job Security
The respondents were asked whether Job security is important in motivating employees to reach high corporate performance. Their responses are presented in Table 4.7.
[bookmark: _Toc336721435][bookmark: _Toc337462556][bookmark: _Toc365452587][bookmark: _Toc365453613][bookmark: _Toc365756021]Table 4.7 Job Security
	Ranking
	Frequency
	Percentage

	Important
	35
	29.2

	Very important
	58
	48.3

	Unimportant
	16
	13.3

	Very unimportant
	8
	6.7

	Uncertain
	3
	2.5

	Total
	120
	100


Source: Researcher’s Analysis, 2013

Table 4.7 shows that 35(29.2%) of the respondents agreed that being members of a pension scheme was important in motivating employees to improve corporate performance.  Of these 58(48.3%) agreed that it was very important. Similarly 16(13.3%) agreed that it was unimportant.  Also 8(6.7%) agreed that it was very unimportant and 3(2.5%) were uncertain.  Job security is safer in public sector organizations as compared to the employees who are working in the private sector. There is no flexible time system available in most of the firms.

[bookmark: _Toc365452588][bookmark: _Toc365756022]4.3.2.2 Working Environment
[bookmark: _Toc336721437][bookmark: _Toc337462558][bookmark: _Toc365452589][bookmark: _Toc365453615][bookmark: _Toc365756023]Table 4.8 Working Environment
	Ranking
	Frequency
	Percentage

	Important
	25
	20.8

	Very important
	37
	30.8

	Unimportant
	30
	25.0

	Very unimportant
	23
	19.2

	Uncertain
	5
	4.2

	Total
	120
	100


Source: Researcher’s Analysis, 2013
The respondents were asked whether working environment is important in motivating employees to reach high corporate performance. Their responses are as shown in Table 4.8. It indicates that 25(20.8%) of the respondents agreed working environment were important in motivating employees to improve corporate performance. In addition, 37(30.8%) agreed that it was very important.  Besides, 30(25.0%) agreed that it was unimportant. Furthermore, 23(19.2%) agreed that it was very unimportant and only 5(4.2%) were uncertain.  

The results concurred with the study of Malik et al (2011) who examined organizational effectiveness in telecommunication and the banking sector of Pakistan. The study aimed at examining the impact of employee performance and employee motivation toward organizational effectiveness. The results showed that increased employee performance accelerate organizational effectiveness. As employees get self-motivation, organizational effectiveness moves in a positive way. Moreover this study indicates that the effective organizational environment promotes the effectiveness of the organization. Organizational effectiveness should be realistic and measurable. Happy employees are more productive rather than productive employees are happier.

[bookmark: _Toc365452590][bookmark: _Toc365756024]4.3.2.3 Employee Relations
The respondents were asked whether employee relations are important in motivating employees to reach high corporate performance. Their responses are as shown in Table 4.9.
[bookmark: _Toc336721439][bookmark: _Toc337462560][bookmark: _Toc365452591][bookmark: _Toc365453617][bookmark: _Toc365756025]Table 4.9: Employee Relations
	Ranking
	Frequency
	Percentage

	Important
	29
	24.2

	Very Important
	44
	36.7

	Unimportant
	16
	13.3

	Very unimportant
	30
	25.0

	Uncertain
	1
	0.8

	Total
	120
	100


 Source: Researcher’s Analysis, 2013
Table 4.9 shows that 29(24.2%) of the respondents agreed that employees relation were important in motivating employees to improve corporate performance. About 44(36.7%) agreed that it was very important and they revealed that they prefer to work in groups rather than working individually.  Similarly, 16(13.3%) agreed that it was unimportant. Additionally, 30(25.0%) agreed that it was very unimportant and only 1(0.8%) were uncertain. 

[bookmark: _Toc365452592][bookmark: _Toc365756026]4.3.2.4 Promotion System
[bookmark: _Toc336721441][bookmark: _Toc337462562][bookmark: _Toc365452593][bookmark: _Toc365453619][bookmark: _Toc365756027]Table 4.10 Promotion System
	Ranking
	Frequency
	Percentage

	Important
	30
	25.0

	 Very important
	43
	35.8

	Unimportant
	27
	22.5

	Very unimportant
	18
	15.0

	Uncertain
	2
	1.7

	Total
	120
	100


 Source: Researcher’s Analysis, 2013
The respondents were asked whether Promotion system is important in motivating employees to reach high corporate performance. Their responses are as shown in Table 4.6. It indicates that 30(25.0%) of the respondents agreed promotion system were important in motivating employees to reach to improve corporate performance, 43(35.8%) agreed that it was very important, 27(22.5%) agreed that it was unimportant, 18(15.0%) agreed that it was very unimportant and only 2(1.7%) were uncertain. 

The findings also relied to the McClelland (1961) theory of achievement that theorized that individuals have three basic motivational needs: affiliation, power, and achievement. The affiliation motive can be explained as a strong desire for individual and group approval, and it reflects the desire for social acceptance and friendship. The power motive can be satisfied by being in control. It is expressed as a strong desire to change events and to exercise influence over others. The achievement motive is based on the need to achieve and win. It is characterized by seeking a challenge, establishing goals, working hard, and succeeding. Managers can use their understanding of the three needs to match employees to tasks that help them fulfill these needs, resulting in high performance. 

[bookmark: _Toc365452594][bookmark: _Toc365756028]4.3.2.5 Leadership Style
The respondents were asked whether Leadership Style is important in motivating employees to reach high corporate performance. Their responses are as presented in Table 4.11.
[bookmark: _Toc336721443][bookmark: _Toc337462564][bookmark: _Toc365452595][bookmark: _Toc365453621][bookmark: _Toc365756029]Table 4.11: Leadership Style
	Ranking
	Frequency
	Percentage

	Important
	24
	20.0

	Very important
	44
	36.7

	Unimportant
	27
	22.5

	Very unimportant
	20
	16.7

	Uncertain
	5
	4.2

	Total
	120
	100


Source: Researcher’s Analysis, 2013

Table 4.11 shows that 24(20.0%) of the respondents agreed that leadership styles were important in motivating employees to  improve corporate performance . of all the respondents 44(36.7%) agreed that it was very important. They pointed out that poor leadership presents challenges to employee trust, morale and hope and  employees expect very little positive change. Additionally, 27(22.5%) agreed that it was unimportant, 20(16.7%) agreed that it was very unimportant and only 5(4.2%)  were uncertain. 

The results implied that leadership is vitally important at all levels within the company. Leadership is the moral and intellectual ability to visualize and work for what is best for the company and its employees. Good management and effective leadership help to develop team work and the integration of individual and group goals. Leaders have to sustain performance, sustaining current performance and growing for the future with the workers in the organization. While keeping eyes on performance indicators, leaders encourage creativity and innovation, risk taking and skills for future development. Performance of all employees has to be maintained and morale rebuilt. The vital role of the leader in shaping performance and coaching becomes fundamental to the success of an organization.

[bookmark: _Toc365452596][bookmark: _Toc365756030]4.3.2.6. Employee Recognition
The respondents were asked whether Employee recognition is important in motivating employees to reach high corporate performance. Their responses are as shown in Table 4.12.

Table 4.12 Employee Recognition
	Ranking
	Frequency
	Percentage

	Important
	21
	17.5

	Very important
	37
	30.8

	Unimportant
	34
	28.3

	Very unimportant
	25
	20.8

	Uncertain
	3
	2.5

	Total
	120
	100


Source: Researcher’s Analysis, 2013

Table 4.12  shows that 21(17.5%) of the respondents agreed employees recognition were important in motivating employees  to  improve corporate performance. Besides, 37(30.8%)  agreed that it was very important. Furthermore, 34(28.3%) agreed that it was unimportant. Similarly 25(20.8%) agreed that it was very unimportant, and only 3(2.5%)  were uncertain. The findings relied to Abraham Maslow’s hierarchy of needs theory (1954)  which stated that people will not be healthy and well adjusted unless they have their needs met. Specifically, Maslow (1954) proposed that all people seek to satisfy five basic kinds of needs: psychological needs, safety needs, belongingness needs, esteem needs, and self-actualization needs. Maslow suggested that these needs constitute a hierarchy of needs, with the most basic or compelling physiological and safety needs at the bottom

[bookmark: _Toc365452597][bookmark: _Toc365756031]4.3.2.7 Career Development
The respondents were asked whether career development is important in motivating employees to reach high corporate performance. Their responses were as shown in Table 4.13.

[bookmark: _Toc336721447][bookmark: _Toc337462568][bookmark: _Toc365452598][bookmark: _Toc365453624][bookmark: _Toc365756032]Table 4.13: Career Development
	Ranking
	Frequency
	Percentage

	Important
	26
	21.7

	Very Important
	63
	52.5

	Unimportant
	23
	19.2

	Very unimportant
	5
	4.2

	Uncertain
	3
	2.5

	Total
	120
	100


Source: Researcher’s Analysis, 2013
Table 4.13 shows that 26(21.7%) of the respondents agreed that career development were important in motivating employees to improve corporate performance.  63(52.5%) agreed that it was very important.  On the other hand, 23(19.2%) agreed that it was unimportant, 5(4.2%) agreed that it was very unimportant, and 3(2.5%) were uncertain.  It was found that the CRDB Bank ongoing training activities continued with staffs being trained locally or overseas. This real motivate employees however, some of the employees get some training on their own cost. So the CRDB Bank should revise its training programme in order to provide more opportunities for training.

The findings concurred to the study by Charalambous and  Spiliotis (2007) utilizes an innovative research methodology (Kohonen’s Self-Organizing Maps (SOMs),Neural Network Analysis) to explore the connection between human resource management as a source of competitive advantage and perceived organizational performance in the European Union’s private and public sectors. The study found that training &Development practices were strongly related to performance in all three models.

The findings also relied to the McClelland (1961) theory of achievement that theorized that individuals have three basic motivational needs: affiliation, power, and achievement. The affiliation motive can be explained as a strong desire for individual and group approval, and it reflects the desire for social acceptance and friendship. The power motive can be satisfied by being in control. It is expressed as a strong desire to change events and to exercise influence over others. The achievement motive is based on the need to achieve and win. It is characterized by seeking a challenge, establishing goals, working hard, and succeeding. What is more, McClelland found that learning, education, and training can stimulate a greater need to achieve. Managers can use their understanding of the three needs to match employees to tasks that help them fulfill these needs, resulting in high performance. 

[bookmark: _Toc365452599][bookmark: _Toc365756033]4.3.3 Fairness in Rewarding Lead to High Corporate Performance 
The rewards can motivate some employees but not necessarily other employees. Employees were motivated to do better work when they feel the benefits granted distributed fairly. Perceived lack of fairness and worthy causes give rises to various problems. When the respondents were asked whether fairness in rewarding leads to high corporate performance, their responses were as follows:

[bookmark: _Toc365452600][bookmark: _Toc365756034]4.3.3.1   Fairness in Rewarding Monetary Incentives Motivation
The respondents were asked whether there is fairness in rewarding monetary incentives motivation lead to high corporate performance being a member of pension scheme is important in motivating employees to reach high corporate performance. Their responses are as shown in Table 4.14.

[bookmark: _Toc336721450][bookmark: _Toc337462571][bookmark: _Toc365452601][bookmark: _Toc365453627][bookmark: _Toc365756035]Table 4.14 Fairness in Providing Financial Motivation
	Ranking
	Frequency
	Percentage

	Fairy rewarded
	42
	35.0

	Highly fairy rewarded
	65
	54.2

	Not fairy rewarded
	13
	10.8

	Total
	120
	100.0


Source: Researcher’s Analysis, 2013

Table 4.14 shows that 42(35.0%) of the respondents revealed that there is fairness in rewarding monetary incentives motivation hence lead to high corporate performance.  65(54.2%) revealed that monetary motivation were highly fairy rewarded, while 13(10.8%) of them revealed that there were not fairy rewarded.  The respondents were concerned about fairness on how the total amount they are paid. This implies that the respondents all financial motivation was rewarded fairly whereby CRDB management does not tend to individually differentiate in terms of who will receive them or the individual levels of value to be received. High employee motivation will improve employee performance which ultimately will improve corporate performance.

 The findings were supported by Adams (1965) on his Equity theory which states that employees strive for equity between themselves and other workers. Adams proposed that employees expect equity between what they give to the organization and what they receive in return. If employees feel that their inputs such as efforts, commitment, loyalty, trust, and enthusiasm to the organization are fairly and adequately rewarded by outputs such as financial and non-financial benefits or incentives, they remain motivated and continue to provide inputs towards higher productivity. Employees get de-motivated due to the perceived absence of such equity.

[bookmark: _Toc365452602][bookmark: _Toc365756036]4.3.3.2 Fairness in Providing Employees Internal Motivation
The respondents were asked whether there is fairness in rewarding   eemployees internal motivation lead to high corporate performance being a member of pension scheme is important in motivating employees to reach high corporate performance. Their responses are as shown in Table 4.15.

[bookmark: _Toc336721452][bookmark: _Toc337462573][bookmark: _Toc365452603][bookmark: _Toc365453629][bookmark: _Toc365756037]Table 4.15: Fairness in Providing Employees Internal Motivation
	Ranking
	Frequency
	Percentage

	Fairy rewarded
	40
	33.3

	Highly fairy rewarded
	60
	50.0

	Not fairy rewarded
	20
	16.7

	Total
	120
	100.0


Source: Researcher’s Analysis, 2013
Table 4.14 revealed that 40(33.3%) of the respondents revealed that there is fairness in rewarding employees internal motivation hence lead to high corporate performance. In addition 60(50.0%) revealed that internal motivation were highly fairy rewarded   especially on “recognition” they received versus other elements of the rewards they receive, while 20(16.7%) of them revealed that there were not fairy rewarded.  This implies that internal motivation were rewarded fairy especially on career development opportunities, recognition and promotions. 

Thus, the findings revealed that fair rewarding for all employees” reflects a concern for justice. The purpose of justice focus on making motivation systems that recognizes both the contribution of workers (the higher the performance or experience or training the higher the motivation given) and the needs of workers (giving minimum wages, or health insurance). CRDB must realize that the system of motivation that is applied will affect employees’ performance.

The findings also were supported by Adams (1965) on his Equity theory which proposed that employees expect equity between what they give to the organization and what they receive in return. If employees feel that their inputs such as efforts, commitment, loyalty, trust, and enthusiasm to the organization are fairly and adequately rewarded by outputs such as financial and non-financial benefits or incentives, they remain motivated and continue to provide inputs towards higher productivity. Employees get de-motivated due to the perceived absence of such equity.
[bookmark: _Toc331749955][bookmark: _Toc365452604][bookmark: _Toc365756038]
CHAPTER FIVE
[bookmark: _Toc247306958][bookmark: _Toc269892762][bookmark: _Toc274309485][bookmark: _Toc285689599][bookmark: _Toc331749956][bookmark: _Toc337462575][bookmark: _Toc365452605][bookmark: _Toc365756039]5.0 SUMMARY, CONCLUSIONS AND RECOMMENDATIONS OF THE STUDY
[bookmark: _Toc269892763][bookmark: _Toc274309486][bookmark: _Toc285689600][bookmark: _Toc331749957][bookmark: _Toc365452606][bookmark: _Toc365756040]5.1 Introduction
This Chapter presents out the conclusion for this study derived from the findings. Policy implications have been drawn to cover specific issues which need to be addressed specifically. The chapter also presents recommendations for future implementation on motivation in increasing corporate performance to different areas in the country as well as elsewhere in the world. 

[bookmark: _Toc332006083][bookmark: _Toc365452607][bookmark: _Toc365756041]5.2 Summary of Findings from the Study 
The problem which these findings from the study addressed is the extent to which financial and non financial motivation increase corporate performance at CRDB, and to what extent this motivation is fairly rewarded. The general objective of this study was to examine employees’ motivation and its impact on corporate performance in the banking industry in Tanzania especially at CRDB Bank in Dar es Salaam. Specific objectives were to examine the extent to what employees external and internal motivation lead to improved corporate performance at CRDB Bank and to determine the extent to which fairness in rewarding lead to high corporate performance at the CRDB.

The significance of the study provides the knowledge of researches, planners and decision makers on improving employees’ motivation on banking industry. Both theoretical and empirical literature was reviewed and the research gap identified at the proposal stage was corrected during data collection analysis. The research design used was the case study design and the population sample was CRDB female and male staffs within 120 sample sizes selected randomly 

Data collection methods used included questionnaires, interviews and documentary review. Data collected were analysed qualitatively and quantitatively and presented by using percentages, chats and figures. The findings of the study indicated that employees’ external and internal incentives motivation is very important for increasing CRDB corporate performance especially when they were rewarded fairly. Thus employee motivation will ultimately increase the performance. When employee performance were increased they then are willing to stay overtime to finish their jobs and hence corporate performance.

[bookmark: _Toc365756042]5.2.1 Implication of the Results
The findings of the study indicated that employees’ financial, non financial motivation is very important for increasing CRDB corporate performance when rewarded fairly.

[bookmark: _Toc331749958][bookmark: _Toc365452608][bookmark: _Toc365756043]5.3 Conclusions of the Study
Overall, after looking into all the figures and percentages which are being mentioned in the pie charts and tables, it is clear that employee performance is directly influenced by their motivation they get by their senior personnel in the shape of external and internal incentives motivation. Employee motivation will ultimately increase the performance. When employee performance was increased they then are corporate management and business operations. The findings revealed that external motivation is based on the more traditional view that money is the driving force (the motivator). When the reward is greater, the employee is more productive. Monetary incentives motivation curtail linking pay to performance, profit sharing, gain sharing, and employee stock ownership or stock option plans which results in employees that are motivated to work intensely to increase corporate performance.

Thus, Motivation is the set of processes that moves a person toward a goal. Thus, motivated behaviors are voluntary choices controlled by the individual employee. The supervisor (motivator) wants to influence the factors that motivate employees to higher levels of productivity. Factors that affect work motivation include individual differences, job characteristics, and organizational practices. Individual differences are the personal needs/wants, values, and attitudes, interests and abilities that people bring to their jobs. Job characteristics are the aspects of the position that determine its limitations and challenges.
[bookmark: _Toc331749959]
[bookmark: _Toc365452609][bookmark: _Toc365756044]5.3 Recommendations of the Study
[bookmark: _Toc331749960][bookmark: _Toc337462580][bookmark: _Toc365452610][bookmark: _Toc365453636][bookmark: _Toc365756045]5.3.1 Effective Motivational Strategies
In order to make employees motivated and committed to their jobs, there is a need for strong and effective motivational strategies at various levels of the organization.

[bookmark: _Toc331749961][bookmark: _Toc365452611][bookmark: _Toc365756046]5.3.2 Human Resource Managers
Human resource managers should remain focused on increasing job satisfaction and increasing work motivation of the employees.
[bookmark: _Toc331749962][bookmark: _Toc365452612][bookmark: _Toc365756047]5.3.3 Supervisors 
Since motivation influences organization performance, supervisors need to understand what motivates employees to reach peak performance. It is not an easy task to increase employee motivation because employees respond in different ways to their jobs and their organization's practices. Supervisors must consider how these factors interact to affect employee job performance.

[bookmark: _Toc331749963][bookmark: _Toc365452613][bookmark: _Toc365756048]5.3.4 Leadership Style 
There should be a searchlight on the leadership style in the organization and efforts should be made to promote only productive and effective workers. If this is to be achieved, appointment to leadership positions in the organization should weigh more towards capability of the staff that have attained the basic conditions, rather than on brotherly relationship or god father.

5.3.5 Career Development 
CRDB Bank should invest heavily in the education, training and development of their employees. Training and development appealed greatly to employees in both sectors and remain one of the best ways of retaining key employees. Employees’ performances are enhanced through training and development and this encourages retention especially in a programmed training system where the training programme is tailored towards employees’ career progression in the organization. 

Some of these training programmes can be designed for self-actualization in order to appeal to executive career officers who are no longer motivated by money but by their status in the society. Employee training is also an indication of management commitment to building a life-long relationship with employees thereby influencing their performance.

5.3.6 Motivation Schemes
Good motivation schemes are fair and transparent, and all motivation mechanisms should be reviewed regularly by management. The design of a motivation scheme is such an important step that it requires the full attention and involvement of senior management. Additionally, the design of such schemes is a modular process. It would be unreasonable to implement a scheme for all members of the organization at once and to expect it to work properly. Generally speaking, organizations should first focus on those areas where output is easy to measure (such as lending operations) and then move to the more complex areas. It is important to keep motivation schemes simple and allow flexibility so that changes can be made when necessary. Remember that banking industry   operate in dynamic environments that may force them to adapt and make changes to their operations and products. Invariably, such changes will also have effects on the motivation schemes. 

5.3.7 Pension Schemes
Most banking industry, including the CRDB, only fulfills the legal obligations whatever is prescribed by the labour laws. It may, however, be useful for CRDB managers to regard their benefits policies as a potential motivation mechanism. Since pension benefits and contributions typically rise with tenure, they can help to increase corporate performance and to attract a more stable workforce. Intelligent benefits plans can also help to increase motivation at the middle management level–typically a scarce resource in microfinance.

5.4 Further Research
Additional research should be carried out to gain a continuous view, insight and knowledge of what motivates employees to perform best on their job. Employee motivation evens after some 50years of research continue to be one of the problems and challenges facing organizations today. Furthermore factors such as technological advances, globalization, retrenchments etc leave employees with an uncertain future this is because most organizations today do not guarantee life employment’s for their employees as it was the case before. 

Therefore there is the need for researchers to continue carrying out employee surveys so as to determine what motivates employees to go extra miles and thus put in 110% in their work. The outcomes of such surveys will help organizations be at par with changes in employee’s preferences. The outcome of this research shows that Growth rather than Deficient factors are valued more by today’s employees. Therefore it would be interesting if further research with a much larger sample size could be undertaken to confirm either fully or partly the findings of this study. Further research could also consider other factors such as location of the organization, other demographic factors and regional tendencies (for e.g. developed and developing countries).
[bookmark: _Toc365452614][bookmark: _Toc365756049]
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APPENDIX
[bookmark: _Toc365452616][bookmark: _Toc365756051]7.1 Questionnaires for CRDB Staffs 
The purpose of this study was to examine the impacts of motivation on corporate performance at CRDB. The study is being conducted as part of the requirements for a Master’s degree thesis at the Open University of Tanzania. Your response is very important. Please answer all the questions, as your survey cannot be used in the study unless each question is answered. 

The information rendered in this questionnaire will be treated with the utmost confidentiality, and solely for academic purposes.

Please Circle the appropriate answer
Part I: Personal Information
Please circle the correct answer
1. Age (in Years)
a) Below 25
b) Between 26 and 35
c) Between 36 and 45
d) Above 45
2. Sex
a) Male
b) Female
3. Your level of education
a) Primary education
b) Secondary education
c) College
d) University
4. How long have you been working at  CRDB
a) 0-5 Years                       
b) 6-10 Years			
c) 11-15 Years
d) More than 15 years
5. Your position in  CRDB
a) Bank teller
b) Accountants
c) Advertising and Promotion
d) Operational managers
e) Customer care
f) Supporting staffs
6. How long have you been working in this position?
a) 0-5 Years
b) 6-10 Years
c) 11-15 years

Part II: Please rate from 1-5 by putting a circle on the most appropriate answer on employees’ monetary incentives motivation lead to improved corporate performance at the CRDB Bank:
6.  Wages/salaries as employee motivation   improve corporate performance?     			Agree ( ) 
Strongly ( ) 
Disagree ( ) 
Strongly disagree ( )
Uncertain ( )
7.  Fringe benefits as employees’ motivation improve corporate performance
Agree ( ) 
Strongly ( ) 
Disagree ( ) 
Strongly disagree ( )
Uncertain ( )
8.  Stock ownership plans to employees improve corporate performance?   				Agree ( ) 
Strongly ( ) 
Disagree ( ) 
Strongly disagree ( )
Uncertain ( )
9.  Termination benefits to employees improves corporate performance 
Agree ( ) 
Strongly ( ) 
Disagree ( ) 
Strongly disagree ( )
Uncertain ( )
10.  Employees provision of bonuses leads to corporate performance
Agree ( ) 
Strongly ( ) 
Disagree ( ) 
Strongly disagree ( )
Uncertain ( )
11.  Being a member of a pension fund improves corporate performance 
Agree ( ) 
Strongly ( ) 
Disagree ( ) 
Strongly disagree ( )
Uncertain ( )


Part II: 
9. To examine the extent to which employees internal motivation  leads to improved corporate performance at CRDB Bank, please give your response by putting a tick () on an appropriate space
12.  Job security to employees increases corporate performance 
Agree ( ) 
Strongly ( ) 
Disagree ( ) 
Strongly disagree ( )
Uncertain ( )
13.  Working environment to employees improves corporate perfomance ?	
Agree ( ) 
Strongly ( ) 
Disagree ( ) 
Strongly disagree ( )
Uncertain ( )
14.  Employee relations  improve corporate perfomance 
Agree ( ) 
Strongly ( ) 
Disagree ( ) 
Strongly disagree ( )
Uncertain ( )
15.  Promotion system  improve corporate performance
Agree ( ) 
Strongly ( ) 
Disagree ( ) 
Strongly disagree ( )
Uncertain ( )
16.  Leadership style improves corporate performance 	
Agree ( ) 
Strongly ( ) 
Disagree ( ) 
Strongly disagree ( )
Uncertain ( )
17.  Employee recognition improves corporate perfomance 
Agree ( ) 
Strongly ( ) 
Disagree ( ) 
Strongly disagree ( )
Uncertain ( )
18.  Career development opportunities to employees improve corporate performance 
 Agree ( ) 
Strongly ( ) 
Disagree ( ) 
Strongly disagree ( )
Uncertain ( )
Part III
10. To determine the extent to which fairness in rewarding lead to high corporate performance at CRDB Bank. Please give your response by putting a tick () on an appropriate space
19.  Are financial motivations rewarded fairly?  
Fairy rewarded ( ) 
Highly fairy rewarded ( ) 
Not fairy rewarded ( ) 
20.  Are non-financial motivations rewarded fairly?  
Fairy rewarded ( ) 
Highly fairy rewarded ( ) 
Not fairy rewarded ( ) 

20 - 25	26 - 35	36 - 45	46 - 55	Above 55	15	35	40	20	10	20 - 25	26 - 35	36 - 45	46 - 55	Above 55	12.5	29.166666666666668	33.333333333333329	16.666666666666664	8.3333333333333321	Males	Females 	69	51	Males	Females 	57.5	42.5	
Primary Education	Secondary Education	College	University	10	20	40	50	Primary Education	Secondary Education	College	University	8.3333333333333321	16.666666666666664	33.333333333333329	41.666666666666565	