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Influence of Motivation on Employees’ Performance in Public Sector the Case of East Hararghe 

Zone Offices 

 

ABSTRACT 
Motivation is stated as one of the most important contributor for high performance in the public 

sector. Financial motivation practices, participation in decision making, and other non-financial 

motivation practices (team work, Job rotation and work enrichment) are motivation systems to 

encourage employees to perform in the most effective way. The key to create efficient motivation 

system is an answer to the question what really motivate employees. The general objective of this 

research is to assess the effect of motivation on employee performance in East Hararghe zone public 

sectors. The descriptive research design was employed for the study. Both Purposive and simple 

random sampling was used to select sectors and individual respondents respectively. The data 

collecting instruments were questionnaire. To analyze the data, descriptive statistic such as mean, 

percent and standard deviation were computed. Moreover, inferential statistics of correlation 

analysis, regression analysis and ANOVA analysis with a .05 alpha level employed to test for 

statistical significance. The finding of this study also showed that  the combination of determinant 

factor(.financial motivation practices , participation in decision making, and other non-financial 

motivation practices)have positive effect on employees’ job performance , however financial 

motivation practices is more motivator than other. Moreover, further in depth investigation of the 

problem is recommended. 

 

Key Words: Motivation, Employee performance, financial factor, Participation in decision making 

and other non-financial factor 
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  1. INTRODUCTION 

1.1. Background of the Study 

Today business environment has become very competitive thus having capable manpower is the 

major distinguishing factor for most organization. Human capital has long been thought to be a 

critical resource in most firms. One of the significant and effective components of human resource 

management is the worker’s motivation. Ololube (2005) defined as motivation is an internal 

inspiration, which guides and upholds achieving of set goal. These definitions have not only stated 

the meaning of motivation, but made inputs on the role of motivation to the worker.  The concept of 

motivation is abstract because different strategies produce different results at different times and 

there is no single strategy that can produce guarantee favorable results all the times (Halepota, 

2005). 

The word motivation is coined from the Latin word movere, a form of the verb mover means to 

move, influence, affect, and excite. By motivation we then mean the degree to which a person is 

moved or aroused to act Rainey (1993).  Scholars expand the term to the set of psychological 

processes that cause the arousal, direction, and persistence of individual’s behavior toward attaining 

a goal (Greenberg, 2003 and Robbins, 2008). 

Motivation is the most important substance for every organization public or private sector. For the 

achievement of any organization motivation play an important role. All organization encounters the 

matter of motivation whether they are in the public or private sector (Chintalloand Mahade, 2013). 

Thus the research topic “an assessment of employee motivational factors and its influence on 

employee’s performance.Study conducted by NibiatNigusse (2010) under the title of Relationship 

Between Rewards and Nurses' Work Motivation in Addis Ababa Hospitals indicate  that nurses are 

not motivated and there is a statistical significant relationship between rewards and the nurse work 

motivation and a payment is the most important and more influential variable.According to 

Adewunmi, et al(2011), Job satisfaction and motivation are major determining factors that assist in 

channeling the employee efforts towards the attainment of organizational goal. Similarly, Tella et al. 

(2007) consider motivation as a factor which affects the individual performance. However, there are 

other important factors also which should be considered for example individuals ability and 

competency, funds and working situations. In addition to this, Chen et al (2010) indicate that 

creative behavior at special levels is been effected by the motivation while doing the job.   
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The researcher has never come across the studies that were actually intended to examine influence of 

motivational factors on employee performance in east Hararghe zone public office. Therefore, it is 

belief of the researcher that findingsof influence of motivational factors on employee performance 

can bring results on both employee and institution or would provide valuable information and this 

initiated the researcher to conduct study on influence of motivational factors on employee 

performance. 

1.2. Statement of the Problem 

Motivation is about giving your staff the right combination of guidance, direction, and resources and 

reward, so that they are inspired and keen to work in the way that you want (Mulatu, 2014). 

Employee motivation is very important for organizations as every concern requires physical, 

financial and human resources to accomplish the goals. It is through motivation that the human 

resources can be utilized by making full use of it. This can be done by building willingness in 

employees to work. This will help the public Sector in securing best possible utilization of resources. 

Thus, it results into increase in productivity, reducing cost of operations, and improving overall 

efficiency(Grant 2008).  

Human resource is a vital component for an organization in delivering good services. There are 

many factors that influence employee performance like: work conditions, employee and employer 

relationship, training opportunity, job security, and institutions overall policies and procedures for 

rewarding employees. Among those factors, which affect employees' performance, motivation that 

comes with rewards is of utmost importance. Motivation is an accumulation of different process that 

influence and direct our behavior to achieve some specific goal. Rewards can be extrinsic or 

intrinsic, extrinsic. Rewards are tangible rewards and these rewards are external to the job or task 

performed by employee while intrinsic rewards are intangible rewards or psychological rewards 

(NebiatNiguise, 2010). Muogbo (2013) concluded that there existed relationship between employee 

motivation and the organizational performance and the study reveals that extrinsic motivation given 

to workers in an organization has a significant influence on the workers performance. 

 Helen Hiluf (2007) Concluded that both intrinsic and extrinsic motivational factors combined with 

favorable motivational situations have significant effect on respondents performance. Therefore, 

there is relationship between motivation and performance and motivation does have significant roles 

on employees’ performance. Sileshi (2016), conducted a study on '' The effect of employee 



 
 

motivation on workers Performance.  He found out that, there is a positive relationship between 

incentives and employee motivation 

 

3 

towards achieving better performance, on the other hand, the motivational level and the employees‟ 

perception on some types of motivational incentives is different. 

Mulatu (2014), investigated a study on Determinant factors affecting employee’s performance in 

ethio-telecom. He found out that in ethio - telecom, ability has no significant effect on employees‟ 

performance. However, motivation positively determines performance until some stage of 

experience. 

According to Genet, M (2017), there is poor relationship between the management and employees 

and there is a gap in making the work environment more socially attractive for employees as a result 

their employees might be demotivated in their work and this will have negative impact on their 

performance. This implies that employees love and belongingness and need for affiliation is not up 

to the required level to impact the performance of employees and increases the effectiveness of the 

ethio telecom. 

However, the presence of financial motivation program has better impact on employees‟ 

performance as result employees due to their better financial income they are more motivated to 

retain in their position in ethio- telecom. This implies that, financial motivation has an impact to 

retain more employees but it is not a sufficient motivation factor to increase the performance of 

employees.   

Most research result shows there is relationship between motivation and employee performance and 

its effects on employee performance and concludes differently. The researcher observation on 

interlink between motivation and performances of employee are not studied in specific research area 

of east Hararghe zone and the researcher experiences low employee performance when working in 

east Hararghe Public sector. This observation and experience motivates the researcher to access and 

study the effects of motivation on employee performance. The study treats seven variables; financial 

motivator, ,Career advancement, Working environment, participation in decision making, 

Demographic factors  and other non-financial motivators, using performance as the dependent 

variable. In this respect, the study intends to describe the influence of motivation on employee 

performance. To accomplish this, the study raises the following research questions. 

 1. What are determinants of employee performance in eastern Hararghe zone offices?  

 2. How do those motivational factors determine employee performance?   



 
 

 
 

 3. Do factors such as job rotation, job enrichment and team work influence employees’ 

performance? 
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1.3. Objectives of the Study 

   1.3.1. General objective 

The general objective of the study was to assess the influence of employee’s motivational factors on 

their performance. 

1.3.2 Specific objectives 

The specific objectives of this research may include the following 

1. To analyze motivational factors that influence on employee performance. 

2. To examine the response of employees towards the overall motivational techniques by 

their respective organizations. 

3. To examine whether other non-financial elements such as job rotation, job enrichment 

and team work influence employee’s performance? 

1.4. Significance of the Study 

The findings of this  research is  useful to public sector leaders by providing  information on  

influence of  motivational factor on employee performance to motivate their  employee and also 

academician may use to conduct further research and contributing to the body of knowledge. 

Specially, it will enhance the awareness of the public sector leaders and other human resource 

departments in the public sector and also help them to set strategy for motivation and motivate them.  

which will help them to improve employee performance and enhance overall performance of the 

organization This study will also open away for other researcher those who will have an interest to 

conduct further research on the study area and also the  study will contributes for such researchers as 

reference and benchmark for their further works. 

1.5. Scope of the Study 

It would have been ideal for a study on the role of motivation on employee performance to be 

undertaken in all employees of east Hararghe public sector but the study would be delimited both in 

study area and in its conceptual scope. 



 
 

1.5.1. Spatial Scope 

The study was delimited geographically in east Hararghe zonal public sectors and also in six public 

sectors that are found in east Hararghe zone offices. 
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1.5.2. Conceptual Scope 

The study is delimited on the influence of motivational factors such as financial (increase rate of 

salary and incentives), working environment (physical working environment such as design of work 

station, furniture, power) Career advancement, Demographic factors (Ade, Sex, employee 

participation in decision making, other non-financial motivators (team working, job rotation and Job 

enrichment) and on employee performance.  There are certain variables which cannot included in the 

study such as training, cost, productivity, quality service etc. because of their vastness to address and 

difficulty to manage all the variables due to shortage of time and cost. 

1.6. Operational Definition of Terms 
Motivation: Internal and external factors that stimulate desire and energy in employee to be 

Continually interested and committed to a job, role or subject, or to make an effort to attain a goal 

(Mulatu, 2014).  

Performance: performance is defined as an individual outcome based on the size and behavioral 

Standards for the related job, and which led to an outcome, especially behavior that can change 

Environment in certain ways (Chaplin, 2005). 

Financial motivation; are monetary incentives that an employee earns as a result of good 

Performance. These rewards are aligned with organizational goals. When an employee helps an 

organization in the    achievement of its goals, a reward often follows (Ballantine et al. 2012). Used 

an index.  

Non-financial motivation (Team work ,Job rotation , Job enrichment): incentive inspire and engage 

employees in ways that money is in capable of doing .non-financial incentive are the type of rewards 

that are not a part of an employees pay(Rutkowsky and Steal man, 2004). 

Extrinsic Motivation is something that is done to or for employee to motivate them and generated 

due to the following factors, Salary increment, Incentives. 

Intrinsic motivation- Intrinsic motivation refers to the motivation that comes from inside an 

individual and generated due to the following factors, achievement, work responsibility, growth and 

development. 



 
 

 
 

Working Environment-Physical work place environment includes design of work stations furniture, 

and lighting. 

Career Advancement-Career advancement normally entails a clearly marked path of progression 

through the ranks of an organization based on merit. 
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Participation in Decision making- Employee participation in decision making referred to as 

participative decision-making is concerned with shared decision making in the work situation 

Motivational techniques –A means or way an organization used to motivate their employees such as 

financial motivator, working environment, career advancement, and participation in decision  

making. 

Motivational strategy – In this research the concept of motivational technique and motivational 

strategy are used interchangeably. 

Motivational factors-In this research the concept of motivational technique and motivational strategy 

and motivational factors are used interchangeably. 

Quality is the characteristic of products or services that bear an ability to satisfy the stated or implied 

needs (Kotler & Armstrong, 2002).  

Effectiveness is the ability of employees to meet the desired objectives or target (Stoner, 1996). 

1.7. Limitation of the Study 

Conducting a social research of this nature comes with some foreseen and unforeseen challenges. 

For the foreseen challenges, the researcher took steps to address them while collecting data. An 

example is the anticipation that not all respondents will cooperate with the researcher in filling of the 

questionnaires. Because of the busy nature of the work and it is usually difficult getting their full 

cooperation in such an academic exercise. The researcher, in light of this foreseen challenge, made 

most of the questions multiple choice and easy to read. He also took steps to explain the essence of 

the study and assured the respondents of confidentiality. Although these were done, some 

respondents did not return questionnaires given to them, citing lack of time and misplacement of the 

questionnaires. 

The unforeseen challenge was the undue delay in returning the questionnaires. The researcher 

expected to retrieve the questionnaires within three weeks, but it took over six weeks to collect the 

number of questionnaires retrieved. Another limitation isdue to time and financial factors it is 



 
 

difficult to identify all factors that influence employee performance. Therefore, the researcher was 

not considered all factors that influence employee performance. The research focuses only on public 

sector employees of east Hararghe zone and private sector employees are not included in the study.
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2.  LITERATURE REVIEW 

This chapter would examine related literature from works that have already been done on the topic. 

This chapter literature is structured in the following manner: Introduction, motivation concepts and 

theories of motivation, concept related to employee performance and effects of motivation on 

employee performance. 

2.1. Definition and Concept of Motivation 

Rajput (2011) argues that the word motivation is derived from a Latin word "Movere" which 

literally means "to move". They defined motivation as "the individual’s desire to demonstrate the 

behavior and reflects willingness to expend effort".  Thus, the underlying concept of motivation is 

some drivingforce within individuals by which they attempt to achieve some goal in order to fulfill 

some need or expectation. The implementation of motivation can probably be introduced in social 

sciences and more likely in psychology. However, it is difficult to say when the concept of 

motivation as part of the psychological process emerged. In the 1880’s, the concept has made its way 

in the English and American literature. Motivation is recognized as a main psychological concept in 

1930s (Obi keze, 2012). In recent times, this concept is an integral part of business environments and 

is implemented everywhere in organizations and behavioral therapy. 

Motivation can be an outside influence or an internal drive that inspires a person to push oneself to 

accomplish a certain task. Motivation provides a person with inspiration to begin and uphold an 

attitude that is filled with determination.  For a sales force, motivation keeps them to continually 

accomplish the sales target set for them by the company (Hair, 2010) Motivation is also includes the 

interactions between people that result in inspiring one another, providing guidance, high level 

performance and determination to keep up a positive attitude to accomplish the company’s target 

goal (Nohria et al.2008). There are four factors that are part of employees motivation include to 

obtain, connect, understand, and support each other (Navjot et al. 2014). 

Motivation can also be defined as the implementation of a material or a nonmaterial reward by the 

manager to help improve the performance of the employees Okoye (2006). Motivation is described 

as a derive that arise from within an individual based on personal desire and leads to the 

development of the person’s behavior. This is what pushes a person to devote time and energy on a 

given task while others don’t Wotruba (1981). Motivational reward should not always be money and 

it can be in the form of experience. In addition, motivation is a choice made by an individual to start 

working on and commit to spending one’s resources for a certain time until the desired goal is 

achieved Obikeze(2012). Motivation is a psychological derive that initiate an employee and make 

them cooperative to perform a task and be responsible for meeting the company’s desired target.  
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Managers can use motivational rewards to initiate employees to carry out their assignments more 

efficiently. Motivation is a behavioral entity that is found within an individual that if unraveled 

allows the person to perform at best.  

Motivation is an attitude that is initiated as a result of wanting to perform a certain task and is 

focused on reaching the set goal. More precisely, motivation is the willingness of a sales person to 

input a certain amount of energy in each aspect of the task to be undertaken (Still et al, 1988). A 

successful implementation of a motivational program by a company is important to the success of 

the company (Coughlan et al, 1992). Managers are attentive to the implementation of motivational 

applications to the sales force (Anca, 2013). 

Motivation makes an individual committed and strong to take on challenges and overcome obstacles 

in the working environment. In the face of difficult situations, a motivated person is willing to keep 

going forward in the hope of coming out successful at the end. Motivation is a combination of 

desire, driving force and a target to be reached Michaela (2013). The company’s management should 

take into account the challenging task of finding the best fitting way to implement motivation in a 

sales environment that is likely to be variable. Adequate motivation will manifest in employees as 

they will dedicate themselves more in achieving the company’s set target. An employee that is 

receiving a satisfactory pay would feel appreciated for the work they put in and develop a sense of 

reliability and a feeling of being a part of the team. This fosters the creation of willingness to put all 

effort in and opens the doors for novel ideas to generate and proficiencies to develop (Okoloet.al, 

2015).  

Dessler and Harrington (2003) observe that over-achieving, talented employees are the driving force 

of all institutions so it is essential that institutions strive tomotivate and hold on to the best 

employees. The quality of human resource management is a critical influence on the performance of 

the institution. Concern for strategic integration commitment flexibility and quality, has called for 

attention for employees motivation and retention. Financial motivation has become the most concern 

in today’s organization. 

2.2. Types of Motivation 

Motivation types are grouped into two broad categories as: intrinsic motivation and extrinsic 

motivation. 

a) Intrinsic motivation: Intrinsic motivation includes a driving force that comes from within an 

individual. This develops from a satisfaction that arises by being able to perform the task. There 

might be some overlap with the presence of an external motivational factor that the person is  
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investing to accomplish. In general, intrinsic motivation is considered as an internal force that 

keeps a person to perform at their highest without the presence of an external reward. This is 

simply enjoyment driven that allows the person to learn more, implement creative ideas and 

realize their potential. The employees enjoy the non-financial reward that comes from taking 

responsibilities, achievements and self-governance in their jobs. 

b) Extrinsic motivation: Extrinsic motivation includes a driving force that comes from outside of an 

individual. Extrinsic motivation refers to our inclination to complete a task to receive a reward 

that is well recognized. The reward can be in the form of material (like money) or non-material 

(like praise). Different factors can work as motivational factors including social, security, 

physiological including secure jobs, good salary, suitable work environment, and/or interrelation 

with team members. This indicates that motivational rewards can be either financial or non-

financial (Okoloet al., 2015 and Nebo et al., 2015).According to Greenberg (1999)   definition of 

motivation could be divided into three main parts. The first part looks at arousal   that deals with 

the drive, or energy behind individual(s) action. People turn to be guided by   their interest in 

making a good impression on others, doing interesting work and being successful in what they 

do. The second part referring to the choice people make and the direction their behavior takes. 

The last part deals with maintaining behavior clearly defining how long people have to persist at 

attempting to meet their goals. 

2.3. Motivational Theories 

2.3.1. Content theories   

These theories attempt to explain the specific things which actually motivate the individual at work. 

These theories are concerned with identifying people’s needs and their relative strengths and the goal 

they pursue in order to satisfy these needs. Also, these theories place emphasis on the nature of the 

needs and what motivates individuals. Thus, the basis of these theories is the belief that the content 

of motivation consists of needs. (Mullin 2005). The various postulated content theories are:-  

I. Maslow’s hierarchy of need theory 

II. Herzberg’s two-factor (motivation-hygiene) theory  

III. McClelland’s achievement motivation theory   
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2.3.1.1. Abraham Maslow’s Hierarchy of Need Theory 

One of the most widely mentioned theories of motivation is the hierarchy of needs theory put forth 

by psychologist Abraham Maslow. Maslow saw human needs in the form of a hierarchy, ascending 

from the lowest to the highest, and he concluded that when one set of needs is satisfied, this kind of 

need ceases to be a motivator. (Armstrong 2006).  Thus, the hierarchy of Maslow’s need theory 

noted as follows:-   

A. Physiological Needs: These are important needs for sustaining the human life. Food, water, 

warmth, shelter, sleep, medicine and education are the basic physiological needs which fall in the 

primary list of need satisfaction. Maslow was of an opinion that until these needs were satisfied to a 

degree to maintain life, no other motivating factors can work.    

B.Security or Safety Needs: These are the physical danger and the fear of losing a job, property, 

food or shelter. It also includes protection against any emotional harm. Once physiological needs are 

met, one’s attention turns to safety and security in order to be free from the threat of physical and 

emotional harm.  

Such needs might be fulfilled by, living in a safe area, medical insurance, job security and financial 

reserves. (Locke and Latham 2002).  

C. Social Needs: Since people are social beings, they need to belong and be accepted by others. 

People try to satisfy their need for affection, acceptance and friendship. Once a person has met the 

lower level physiological and safety needs, higher level motivators awaken. The first levels of higher 

level needs are social needs. Social needs are those related to interaction with others and may 

include friendship, belonging to a group, giving and receiving love (Mullins 2005).   

D.Esteem Needs: According to Maslow, once people satisfy the social need, they tend to want to be 

held in both by themselves and by others. 

This kind of need produces such satisfaction as power, prestige, status and self-confidence. It 

includes both internal esteem factors like self-respect, autonomy and achievements and external 

esteem factors such as status, recognition and attention. After a person feels that they"belong" to a 

group, the urge to attain a degree of importance emerges.   

E.Need for Self-Actualization: Maslow regards this as the highest need in his hierarchy. It is the 

drive to become what one is capable of becoming; it includes growth, achieving one’s potential and 

self-fulfillment. 
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It is to maximize one’s potential and to accomplish something. Self-actualized people tend to have 

motivators such as truth, justice, wisdom and meaning. (Mullins 2005).   

Figure 2.1: Maslow’s Need Hierarchy  

 

Source: Locke and Latham, 2002  

 
Therefore, according to Maslow’s need theory as each of these needs is substantially satisfied, the 

next need becomes dominant. From the standpoint of motivation, the theory would say that although 

no need is ever fully gratified, a substantially satisfied need no longer motivates. So if you want to 

motivate someone, you need to understand what level of the hierarchy that person is on and focus on 

satisfying those needs or needs above that level.   

 

2.3.1.2. Frederick Herzberg’s Two- Factor (Motivation-Hygiene) Theory 

Frederick Herzberg (1959) had also tried to modify Maslow’s Need Hierarchy theory. His theory is 

also known as Two-factor theory or Hygiene theory. He stated that there are certain satisfiers and 

dissatisfies for employees at work. Intrinsic factors are related to job satisfaction, while extrinsic 

factors are associated with dissatisfaction. 

From study he concluded that opposite of satisfaction is not dissatisfaction. Thus, removing 

dissatisfying characteristics from a job does not necessarily make the job satisfying. He states that 

presence of certain factors in the organization is natural and the presence of the same does not lead 

to motivation. However, their non-presence leads to de-motivation. In similar manner there are 

certain factors, the absence of which causes no dissatisfaction, but their presence has motivational 

impact (Cole 2003).  
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Fig. 2.2.  Herzberg’s Motivation-Hygiene Theory  

 

 
 

2.3.1.3. McClelland’s Theory of Needs  

David McClelland in 1988 developed a theory on three types of motivating needs. These are need 

for power, need for affiliation and need for achievement. Basically people for high need for power 

are inclined towards influence and control. They like to be at the center and are good orators. They 

are demanding in nature, forceful in manners and ambitious in life. They can be motivated to 

perform if they are given key positions or power positions. (Cole 2003).   In the second category are 

the people who are social in nature. They try to affiliate themselves with individuals and groups. 

They are driven by love and faith. They like to build a friendly environment around themselves. 

Social recognition and affiliation with others provide them motivation. People in the third category 

are driven by the challenge of success and the fear of failure. Also, their need for achievement is 

moderate and they set for themselves moderately difficult tasks. They are analytical in nature and 

take calculated risks. Such people are motivated to perform when they see at least some chances of 

success. (Ibid 680).   

2.3.4. Process Theories 

These theories are extrinsic theories and they attempt to identify the relationships among the 

dynamic variables which make up motivation and the actions required to influence behavior and 

action. As well, they provide a further contribution to our understanding of the complex nature of 

work motivation (Mullins 2005).   

Process theory on the other hand is also known as cognitive theory because it is concerned with 

people’s perceptions of their working environment, the ways in which they interpret and understand.  
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Thus, cognitive theory can certainly be more useful to managers than need theory because it 

provides more realistic guidance on motivation techniques. The process theories are:-   

I .Vroom’s Valence/Expectancy theory  

II. Equity theory   

III. Goal theory 

2.3.4.1. Vroom’s Valence/Expectancy Theory  

Victor Vroom in 1964 proposed expectancy theory. In his theory Vroom criticized Herzberg’s two-

factor theory as being too dependent on the content and context of the work roles of workers and 

offered an expectancy approach to the study of motivation.   

This theory argues that the strength of a tendency to act in a specific way depend on the strength of 

an expectation that the act will be followed by a given outcome; and on the attractiveness of that 

outcome to the individual to make this simple. Besides, expectancy theory says that an employee can 

be motivated to perform better when there is a belief that the better performance will lead to good 

performance appraisal and that this shall result into realization of personal goal in the form of some 

reward (Cole 2003). 

2.3.4.2. Equity Theory  

According to the equity theory developed in by J. Stacey Adams (1965), people are motivated by 

their beliefs about the reward structure as being fair or unfair, relative to the inputs. People have a 

tendency to use subjective judgment to balance the outcomes and inputs in the relationship for 

comparisons between different individuals. If people feel that they are not equally rewarded they 

either reduce the quantity or quality of work or migrate to some other organization. However, if 

people 

Perceive that they are rewarded higher, they may be motivated to work harder. 

(Reiss 2004).   

2.3.4.3. Goal Setting Theory of Edwin Locke  

It was postulated by Edwin Locke in 1979 and it states that motivation and performance are higher 

when individuals set specific goals, when accepted goals are difficult, and when there is feedback on 

performance. (Mullins 2005). Thus, instead of giving vague tasks to people, specific and pronounced 

objectives help in achieving them faster. Also, as the clarity is high, a goal orientation also avoids 

any misunderstandings in the work of the employees. 



 
 

 The goal setting theory states that when the goals to be achieved are set at a higher standard, then in 

that case employees are motivated to perform better and put in maximum effort. 
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Besides, it revolves around the concept of “self-efficacy” that is individual’s belief that he or she is 

capable of performing a hard task. 

2.4. Motivational Techniques 

Motivation is so complex and individualized that there can be no single best technique used in 

motivating actions that might be taken by management is many and varied. Essentially, they are 

broadly classified as financial and non-financial motivational techniques. 

2.4.1 Financial Motivator 

Many types of financial inducement exist. Some directly provide the employee with cash. Bonuses 

based on performance against budget, quality or other standards may be used as immediate financial 

incentives. 

Monetary incentives can prove counterproductive if not made available to all members of the 

organization. Chad Daw (2009) Cash will always be a major factor in motivating people and solid 

compensation plan is critical to attracting and keeping employees. But the issue is that additional 

cash is not always the answer to the problem, and in many cases not even the best option 

  According to Pamela A (2015) a majority of the respondents felt that monetary reward was truly a 

motivator. It can therefore be concluded that for the employees to be motivated, they ought to be 

given monetary rewards. However some also noted that monetary rewards were only exciting for 

ashort period of time after which it would not be felt again. Therefore the management shouldbe 

keen to have good scheme for rewarding, like on good performance by some employeesand not 

across the board. Again it was felt that monetary rewards should not be predictable intermsof timings 

and how much so that it is better appreciated when it is given. 

Financial rewards are short-term motivators to employees and are forgotten about later in the 

employee’s careers. This method may not take as long for management, but it also does not have as 

long as a lasting effect on employees. The most common financial reward is either a cash bonus or a 

salary raise. More than half the employees surveyed by the Society for Human Resources 

Management in 2009 said that benefits and compensation are important.  

2.4.2. Career Advancement 

According to Sarah and Wanje (2010) Career advancement normally entails a clearly marked path of 

progression through the ranks of an organization. It is based on merit without regard for race, 



 
 

 
 

gender, age or ethnicity. Deserving cases become eligible for advancement. When employees get to 

know that each one of them has an equal chance of making it to the top, it becomes easy for them to 
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put in their best. Graham and Bemnet (1995) indicate that the prospect of career advancement might 

by itself is source of motivation to an employees to work hard. Under normal circumstances, career 

advancement would involve the existence of alternative career paths based on the individual 

employees and organizational needs.  

2.4.3. Working Environment 

As the result of the study by Chandrasekhar (2011) indicate Work place environment plays a vital 

role in motivating employees to perform their assigned work well .Since money is not a sufficient 

motivator in encouraging the work place performance required in today’s competitive business 

environment. Skills required include the ability to engage employees in mutual goal setting clarify 

role expectations and provide regular performance back. Time and energy will also need to be given 

to providing relevant performance incentives, managing processes, providing adequate resources and 

workplace coaching. Conducive work environment can be described as an environment that attracts 

employees to public sector, encourages them to stay there and enables them to perform effectively. 

The purpose of providing attractive work environments is to create incentives for employees and 

making best use of their knowledge, skills and competences and the available resources in order to 

provide good quality service for the society.Work environment also has a strong positive relationship 

with job performance. Employee’s greater satisfaction with the layout of their work environment is 

related to higher job performance and increased collaboration with co- workers (Robertson &Huang, 

2006). 

2.4.4. Employee Participation in Decision Making 

According to Noah (2008), it is a special form of delegation in which the subordinate gain greater 

control, greater freedom of choice with respect to bridging the communication gap between the 

management and the workers. It refers to the degree of employee’s involvement in a firm’s strategic 

planning activities. A firm can have a high or low degree of employee involvement. A high degree 

of involvement (deep employee involvement in decision making) means that all categories of 

employees are involved in the planning process.  According to Apostolou, (2002) if the employee 

involvement process is sincere and valid, it should meet the following six conditions where 

Management involves the Union at the highest levels as an equal partner from planning through 

implementation, and evaluation of employee involvement; the Union equally selects with 

management any consultants who are hired to set up and coordinate employee involvement 



 
 

committee. According to the result of the study conducted by Lawler (1993) firms on which business 

strategy offers the highest returns: processre-engineering, total quality management or employee 

involvement and the winner was employee involvement.  
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According to Wood and de Menezes (2011), employee’s high involvement management program 

contributes to the employees’ well-being. The findings from the study prove that when any type of  

Participation program introduced in decision-making, employees feel that by being involved in this 

participation program, their motivation increases as well. 

2.4.5. Other Non-Financial Motivators 

This study also considered job rotation, job enrichment and team work as other financial motivators. 

Job rotation: Job rotation involves the movement of employees through a range of jobs in order to 

increase interest and motivation. For example, an administrative employee might spend part of the 

week looking after the reception area of a business, dealing with customers and enquiries.  

Sometime might then be spent manning the company telephone switchboard and then inputting data 

onto a data base. Job rotation may offer the advantage of making it easier to cover for absent 

colleagues, but it may also reduce' productivity as workers are initially unfamiliar with a new task. 

Job rotation also often involves the need for extra training. 

Job enrichment: Job enrichment attempts to give employees greater responsibility by increasing the 

range and complexity of tasks they are asked to do and giving them the necessary authority. It 

motivates by giving employees the opportunity to use their abilities to the fullest. Successful job 

enrichment almost always requires further investment in employee training. 

Team working; Organizing the labor force into teams with a high degree of autonomy can achieve 

this. This means that employees plan their own work, take their own decisions and solve their own 

problems. Teams are set targets to achieve and may receive rewards for doing so. Empowered teams 

are an increasingly popular method of organizing employees at work.  

2.5. Employee Performance 

The concept of performance is an experienced phenomenon in a working environment especially in 

the public sector. If you can’t define performance, you can't measure or manage it. Performance 

of the employee is considered as what an employee doesand what he does not do. Employee 

performance involves quality and quantity of output, presence at work, accommodative and helpful 

nature and timeliness of output (Yang 2008).  



 
 

 
 

In the same way, Armstrong (2006) define employee performance as the achievement of specific 

tasks measured against predetermined or identified standards of accuracy, completeness, cost and 

speed.Performance of the employee is considered as what an employee does and what he doesn’t do. 
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 Employee performance involves quality and quantity of output, presence at work, accommodative 

and helpful nature and timeliness of output. According  Kiruja andElegwaMukur(2013) Employee 

performance is a function of ability and motivation, where ability is comprised of  

the skills, training and resources required for performing a task and motivation is described as an 

inner force that drives individual to act towards something. 

2.6. Influence of Motivation on Employee Performance 

There is some confusion noticeable at the topic of how motivation influences employee 

performance. Earlier research conducted by Vroom (1964) resulted in the conclusion that employee 

motivation and performance were uncorrelated. However, later research by Brent Keizer’s (2011) it 

is stated that employees can be both intrinsically and extrinsically motivated to perform well.  It can 

be argued that there are numerous other ways to increase the performance of employees in 

organizations (e.g. diversity, leadership, etc.), thus management should not focus on motivation 

solely.  

But it can be concluded that particularly motivational factors can greatly contribute in increasing 

employee productivity. According to Aliyaetal. (2015) report there is positive correlation between 

financial motivational factors and work performance, Motivation plays a very crucial role in 

employees’ job performance and remains is a vital push factor in the performance of workers.  

The result of study by AfrevIjah (2013) indicates that   there exists a positive relationship between 

extrinsic motivation and workers performance and there exists no significant relationship between 

intrinsic motivation and workers performance. As indicated by Rizwan Q. etal (2015) the present 

study was an attempt to find the relationship between an aspect of reward, recognition and 

motivation while working within an organization. 

Thomas Owusu (2012) conducted study on the effect of motivation on employee job Performance 

conclude that bank achieved its corporate goals as well as employee job performance simply because 

the  company was using extrinsic motivation package which covers periodic enhanced salaries to 

employees, fringe benefits and promotions. KaranjaSilvana (2012) conducted a research on the 



 
 

Effects of reward system on employees performance in Cooperative bank headquarter in Nairobi, 

Kenya. The result from his study revealed that motivation, creativity, job satisfaction and team work 

had a positive and significant effect on employee performance. Insimire Patricia (2011) researched 

on the Motivations and Sales performance of employees the case of Niko Insurance Uganda.  
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findings, it revealed that, there was various motivation techniques used by niko Insurance which 

include promotion, delegation of authority, participation in decision making, bonus and commission 

to good performers. It was also discovered that Niko sales performance was greatly affected by the 

quality of supervision, increased employee commitment, level of education, condition under 

whichthey perform their duties, the quality and management of operations and the number of hours 

worked.  

2.7. Research Gap  

From the above discussion, it can be seen that much has been done on employees’ motivation. 

Kingazi (1986) conducted a study on the Understanding of the Impact of   Incentives and Motivation 

on Productivity at Tanzania Sisal Industry in Morogoro and Tanga regions, Matagwa, A.R. (1990) 

also conducted a study on Workers Motivation in Tanzania public and private enterprises. The 

research revealed various findings and some   of the findings are contradicting because researchers 

have focused on different variables, organizations and even countries. However, the question 

remains, why do organizations still experience motivational problems which result in decreasing the 

degree of organizational performance. According to Brent. K (2010) earlier research could not succeed 

in establishing a positive correlation between employee motivation and performance.  

However, later research suggested that indeed a positive relationship exists between the two. In 

addition, some of the motivators seem to be in place while other practices are missing thus the study 

establishes the research so as to fill the gap.  

2.8. Conceptual Frame Work  

The conceptual framework shows the key concepts used in the study and how the motivational 

factors are linked to performance to increase employee performance. To achieve organizational goal 

employees of an organization must have desired performance. Therefore, an organization must 

intervene with motivational strategy to increase employee performance or not through.In the 

conceptual framework depicted in Figure below, Motivational factors, the independent variable, was 



 
 

 
 

hypothesized to influence employee performance. The framework portrayed thatfinancial factors, 

Career advancement, participation indecision making, working environment, other non –financial 

factors and demographic factors affected employee performance. Employee performance as the 

dependent variable was measured in terms of efficiency, quality, and timeliness. Therefore, the 

conceptual framework portrayed the relationship between motivational factors and employee 

performance. Employee performance was measured in terms of results that an organization achieves 

in relation to its objectives.  
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Figure 2.3-   Shows the Conceptual framework of the study  

 

   

  

   

  

 

  

 

 

 

  

 

 

 

 

Source: (Own,2017) 
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3. MATRIALS AND METHODS 

This chapter handles the research approach and method and how data was collected for this study. It 

describes the source of data and instruments for data collection, population for the study, sampling 

and sampling techniques, sample size and technique of data analysis were included. 

3.1.   Description of the Study Area 

The east Harerghe zone is located in the eastern part of the country and bordered with West 

Harerghe Zone from the west, Bale Zone from the south, Somali regional state from the east and 

southeast, and Dire Dawa administrative council from the North. While Harari regional state is 

engulfed by the Zone. The total population has grown to 3,304,532 in the year 2,013out of which 

290,134 accounts for urban Population while the remaining 3,014,399accounts for rural Population. 

The zone is currently subdivided in to 19 rural woredas, and 4 municipality towns the capital of the 

zone is located in Harar town at a distance of 526 kilometres from AddisAbeba. In addition, the total 

area of East Hararghe zone is 26311 km2.   

Figure 3.1. East Hararghe Map 
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3.2. Research Design 

Research design was needed because it facilitates the smooth sailing of the various research 

operations, thereby making research as efficient as possible yielding maximum information with 

minimal expenditure of effort, time and money Kothari (1990).The researcher prefer cross-sectional 

descriptive survey because it enables me to get current general picture of event, opinion etc. of the 

study area at larger scale.  

3.3. Sampling technique and Sample Size 

3.3.1 Sampling technique  

Sampling technique is a method of selecting sample to be included in the study. To select 

representative sectors offices for the study based on their number of customers and their contribution 

to economic development. Purposive sampling was used.  This sampling method minimizes biases 

and gives equal chance to be selected to promote representativeness. The researcher choice six 

public sectors from total of 30 public sectors of zone and individual members of the sample would 

be selected by using Simple random sampling method. This sampling method minimizes biases and 

gives equal chance to be selected to promote representativeness 



 
 

3.3.2. Target Population 

The target population of the study used to drive the sample is six sectors chosen by lottery method. 

The sectors were, agricultural development office, pastoral development office, educational office, 

civil service and good governance office, Finance and Economic development office and Water and 

Mineral office. Therefore this number constitutes the target population of the study. 

3.3.3. Sampling frame  

The sampling frame of this study is the list of 25 employees from Pastoral area development 

office,25 Education office,34 agricultural office and Finance and economic development office 57, 

and Water and Mineral office 53 and Civil service and good governance office 53 from total of six  

public sectors 247 respondents are   taken as sampling frame.   The sample frame of  247 employees 

are  grouped in to six  list of categories based on their respective sectors offices to make easier for 

the selection of the required sample and distribute the selected sample proportionally to the sectors. 

3.3.4. Sample size Determination 

To determine sample size from the total population the researcher would be used the standard table. 

According to the table if the population is 247and the confidence level is 95% and margin of error is 

5% the appropriate sample size would be 176 (Louise, Cohen, Lawrence Manion and Keith 

Morrison, 2007). According to Civil Service and good governance Office of east Hararghe zone 
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22(2015) the total number of government employees in those select six sectors are 247 so that, the 

sample size is 176. 

Accordingly, 176 sample respondents from the employees’ are extracted by simple random sampling 

technique. The distribution of samples to the sector would be done by proportional method. First; the 

total sample size is divided by proportionally sharing method as follows. Method of proportional 

allocation under which the sizes of the samples from the different sector were kept proportional to 

the sizes of the strata. That is, if Pi represents the proportion of population included in stratum I, and 

n represents the total sample size, the number of elements selected from stratum I is n. 

Pi.Proportional allocation was considered most efficient and an optimal design when the cost of 

selecting an item is equal for each stratum, there was no difference in within-stratum variances, and 

the purpose of sampling happens to be to estimate the population value of some characteristic. 

Thus, using proportional allocation, the sample sizes for different strata are 24, 18 , 18 ,40,38,38  

respectively which is in proportion to the sizes of the strata with  34 : 25 : 25:57:53:53 ( See Table 3. 

1). 

Table 3.1.Sample size distribution would be selected from sector offices by proportional technique. 



 
 

 
 

 

No 

 

Categories 

Target population  & sample distribution 

Number of  respondents   Sample size 

Leaders Employees Total Leaders employee Total 

1 Agricultural Development office 2 32 34 1 23 24 

2 Educational office 2 23 25 1 17 18 

3 Pastoral Development office. 2 23 25 1 18 18 

4 Civil service and good governance 2 51 53 1 37 38 

5 Finance and Economic  Development office 2 55 57 1 39 40 

6 Water , Mineral and energy office 2 51 53 1 37 38 

 Total 2 245 247 1 175 176 

Source: (Own, 2017) 
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After selecting sectors by using simple random and calculates the number of sample size using 

standard table and determines sample size would be 176 after the determination of the sample size, 

the sample is proportionately divided to six sectors.  

3.4. Instruments of Data Collection and Source of Data 

3.4.1. Instruments of data collection 

3.4.1.1 Questionnaire 

Questionnaire is used to gather data for study. In order to gather the appropriate information about 

current influence of motivation on employee performance in eastern Hararghe zone of public sectors 

in light of the literature reviewed. Louis and Keith (2005) explained that questionnaire is a widely 

used and useful instrument for collecting survey information, providing structured, often numerical 

data, being able to be administered without the presence of the researcher, and often being 

comparatively straightforward to analyze. Questionnaires will structured with closed type for this 

study such as likert scale as Kothari (2004) stated that there is no specific rule whether to use a two-



 
 

point scale, three-point scale or scale with more point. In practice, three to five points’ scales will 

use for the research 

3.4.2. Sources of Data 

The researcher needs to consider the sources on which to base and confirm the research findings the 

researcher has two sources, primary and secondary sources. 

3.4.2.1. Primary data sources 

Primary source provides first hand evidence about an event, object, person and work of art are 

collected by researcher himself/herself and primary source of data includes; employees of selected 

public sectors and the leaders of those sectors through questionnaires. 

3.4.2.2. Secondary data sources 

Secondary sources of data were data collected and organized for other purpose and already exists 

and used to discuss, evaluate and analyze, summarize and process primary  other purpose in line data 

collected. Secondary source that is used for this research includes reports and official document. 

3.5. Validity and Reliability Test 

3.5.1 Validity 

Before collecting data, conducting pilot study helps for testing the questionnaire, which reveals the 

weaknesses, if any, of the questionnaire and it may prove to be effective in collecting the relevant 

information (Kothari, 2004). The first draft would be given to the adviser (main advisor) for 

scrutiny, suggestions, and necessary amendment would be made under supervision of advisors. The  
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researcher would check the validity of items and make the necessary amendments based on the 

feedback obtained. 

Employees and leaders would be selected from non-sampled offices to test reliability of the 

questionnaire. The researcher would further refine the questionnaire based on the feedback obtained 

from the pilot study.  

3.5.2. Reliability Analysis 

The reliability of the questionnaires is tested by Cranach’salpha measurement in SPSS. The result is 

summarized as follows.  

Table 3.2. Reliability Test 

Questions Related to           The Value of alpha Internal consistency  

Financial motivator 0.96 Excellent 

Career advancement 0.93 Excellent 

Working environment 0.94 Excellent 



 
 

 
 

Participation in decision making 0.896 Good 

Other non- financial elements  0.77 Acceptable 

Demographic factors 0.85 Excellent 

Employee performance 0.909 Excellent 

    (Own computation, 2017) 

As indicated in table 4 the reliability of Financial motivator type of questionnaires on employee 

performance is 0.96 and  Career advancement type of questionnaires on employee performance is 

0.93,working environment related questionnaires  is 0.94, participation in decision making related 

questionnaires is 0.896 ,Demographic factor is 0.85 and  other non-financial questionnaires is 0.77. 

Since a rule of thumb suggested that the Cranach’s alpha value exceeds 0.70 the items shows good 

reliability and considered acceptable. 

3.6. Data Processing and Analysis 

3.6.1. Data processing 

Processing of data requires editing, coding, classification and tabulation .and these were crucial 

stages in undertaking a research. Data collected would be processed with a view to reducing them to 

manageable proportions. A careful and systematic processing will highlight the important 

characteristics of the data, facilitate comparison and render it suitable for further statistical analysis 

and interpretation. 
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3.6.2. Data analysis. 

The analysis of data represent the application of deductive and inductive logic to the research 

process the data often classified by division into sub groups and were then analyzed and synthesized 

in such a way to give answer for the basic question .Analysis of data is the most skilled task of all 

stages of the research, it is a task which needs researcher own judgment and skill.   According to 

Singah (2006) analysis of data includes comparison of out comes the various treatments up on the 

several groups and making of decision as to achievement of the goal of the research. Hence having 

these basic concepts of data analysis the researcher of this paper decide to use two types of data 

statics for analysis namely descriptive and inferential statics.    

3.6.2.1 Descriptive analysis 

Descriptive statistics did exactly what they say; they describe and present data in terms of summery 

frequencies, the mean, the standard deviation, and percent in descriptive analysis. The results would 

be illustrated by table. 



 
 

3.6.2.2. Inferential analysis 

 In inferential statistics Regression analysis (ordinary least square) would use to determine the 

influence of motivation on employee performance. The advantage of using these inferential statistics 

is that they permit the researchers to analyze relationships among a number of variables in a single 

research. Package for Social Science (SPSS) version 20 was used for analyzing the data. Ordinary 

least squares (OLS) models will use to identify the relationship between a dependent variable and 

the independent variables. The value of a dependent variable is defined as a linear combination of 

the independent variables plus an error term, 

𝑌 = 𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + 𝛽4𝑋4 + 𝛽5𝑋5 + 𝛽6𝑋6+∈ 

 

Βs are the regression coefficients. Βs are the coefficients associated with each independent variable 

which measures the change in the mean value of Y, per unit change in their respective independent 

variables. Accordingly, this statistical technique was used to explain the following relationships. 

Regress performance (as dependent variable) on the selected linear combination of the independent 

variables. where 𝑋1 𝑟𝑒𝑝𝑟𝑒𝑠𝑒nt financial motivator  ,𝑋2 represent Career advancement ,𝑋3 represent 

working environment , 𝑋4 represent employee participation in decision making ,𝑋5  represents  non-

financial factors , 𝑋6 represents Demographic factors and ∈ represents error terms 
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3.7. Ethical Consideration 

The participant's consent to participate in the research should be voluntary, free of any coercion or 

promises of benefits. Unlikely to result from participation and no group should be disadvantaged by 

being excluded from consideration. In doing so, first, the researcher approached with official letter 

written from Haramaya university management department to the selected public sectors. Then, the 

researcher explained the purpose of the study to the office head to get permission to accomplish the 

work. Finally, to start the study the researcher explained the objective and advantage of the study to 

the respondent to obtain their voluntarily participation. The information obtained from the 

respondent, data obtained from the document and others would be kept confidential. 

In doing so, the researcher respects all employees and attends their work respectfully by sharing all 

the current stipulation of the office. These are done by showing positive path to the respondents as 

they fill the questionnaires properly and return back honestly to the researcher and.  

The response of each target/sample/ population was kept as secrete to protect them from any panic. 

All these were considered for the effectiveness of the issue under the study. Finally, the researcher 

gave heartfelt gratitude to all employees and their leaders and other responsible bodies for their 

cooperation to the successful operation of data collection which is basic to research success.  
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4. RESULT AND DISCUTIONS 

4.1. Introduction 

The data collected from east Hararghe zone public sector using questionnaires are presented and 

analyzed in this chapter. This section of the study deals with the statistical testing of hypothesis and 

interpretation of the result using SPSS version 20.As stated in the previous chapters of this paper, 

questionnaire were designed and distributed to a total of 176 employees of theeast Hararghe zone 

public sector. Accordingly, 176 questionnaires were appropriately filled and returned.  A total of 176 

employee respondents’ responses were collected successfully. So, the response rate is enough to 

carry out the analysis.    

4.2. Demographic Characteristics of Respondents 

The first part of the questionnaire consists of four items about the demographic information of 

therespondents. It covers the personal data of respondents, such as gender, age, educational 

qualification and work experience. The following tables and graphs depicted the each demographic 

characteristic of the respondents. 



 
 

Table 4.1: Background Information of Respondents 

Table 4.1: Background Information of Respondents 

 

Source: (Own computation, 2017) 

The demographic data for gender shows that out of the 176 respondents 115(65.3 %) of them are 

males and 61(34.7%) are female. The sample population age distribution was clearlylargely  
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dominated byrespondents who are at the age of 30 – 40 years old covering 81 (46%). The next 

higher group was 57 (32.4%) fall under age categories of less than 30 years. The remaining groups 

25 (14.2 %), 12 (6.8%) and 1 (0.6%) were under the age categories of 40-50, and 50-60 and above 

60 years respectively. 

Here the data indicated that most of the employees in the public sector   are in the maturity age that 

are productive and can contribute for the achievement of sector. Respondents hold a range of 

educational qualification from high school   to post graduate   degree. The majority of the sample 

group holds a first degree for male as well as female which accounted 87 (49.4 percent) and 35(19.9 

Percent) respectively.  Out of 176 respondents were college diploma holders 20(11.4 percent) and 18 

(10.2 Percent) respectively. Out of 176 respondentspost graduate degree holders were 3(1.7 percent) 

and 2(1.1) and certificate holders 5(2.8%) for both sex. The remaining (0.6 percent) was high school 

level female. From high school to certificatethere is not much difference in educational level 

between male and female but as you go to higher educational level the number of male exceeds the 

number of female.Since the majority of the respondents were educated, it can be concluded that 

Bio data                      Frequency Percentage  

Gender 

 

Male 115 65.3 % 

Female 61 34.7 % 

 

Age 

Less than 30 57 32.4% 

30    to   40 81 46.0% 

40   -50 25 14.2% 

50   -60 12 6.8% 

Above 60 1 .6% 

Experience 1 to 10 110 62.5 % 

11 to 20 45 25.6% 

Above 21 21 11.9% 

Educational 

Qualification  

 

High school Male Female 

Certificate 0.10% 0.60% 

Diploma 2.80% 2.80% 

Degree 11.40% 10.20% 

Post graduate 49.40% 19.90% 



 
 

 
 

almost all employees are capable of using new technology, realizing and doing the objective of the 

public sector. 

Respondents have served in east Hararghe public sector from one year up to 35 years. From the 

respondents, only 21 (11.9 %) of them have worked more than 21 years in the sector. The majority 

of the respondents have served the sector between 1 and 10 years which consists 110(62.5 %)of the 

study group. The other 45 (25.6%) respondents worked between 11 - 20 years.According to this 

figure, employees’ of the sector are largely dominated by workers who have been working in the 

office for less than 10 years. Since most of the respondents are youngsters they have few years of 

work experience. 

4.3. Descriptive Statistics 

In this section various statistical data analysis tools such as mean, standard deviation, frequency and 

percentile are used to analyze the collected data. The summary of descriptive statistics of all variables 

that are evaluated based on a 5-point Likert scale (“1” being “strongly disagreed” to “5” being 

“strongly agreed”).According to Zaidaton and Bagheri (2009) the mean score below 3.39 was 

considered as low, the mean score from 3.40 upto 3.79 was considered as moderate and mean score 

above 3.8 was considers as high as illustrated by Comparison bases of mean of score of five point 

Likert scale instrument. Thus, detail of the analysis is presented as follows 

 

  

 29 

Table 4.2Motivational Factors and its mean and standard deviation. 

Factors                        Mean  Standard deviation 

Financial Factors                         2.21               0.63 

Career advancement                          2.68               0.76 

Working environment                          3.04               0.80 

Participation in decision making                           3.22               0.65 

Other non-financial factors                           3.47                0.80 

Employee overall performance                           2.8               0.66 

Source: (Own Computation, 2017) 

From the arithmetic mean values generated by the descriptive statistics, indicates that the average 

mean score of financial motivational factor is 2.21 which can be considered as low mean score. 

From these responses: we can conclude that employees are not satisfied with their financial 



 
 

motivation factors. And for working environment in thisdata, the mean value is 3.04. We can infer 

that most of employees of the public sector has not good attitude towards the prevailing working 

environment. For the reason that, there is lack of adequate facilities and resources to do their job; 

they are not comfortable with the physical surrounding; they are not satisfied with the existing 

Office design, Furniture andpower. 

The career advancement (mean= 2.68 ) are low,  employees are dissatisfied with career advancement 

practices in the public sectors .participation in decision making(mean=3.22) which shows employees 

are dissatisfied with  their participation in decision making and other non- financial motivator 

are(mean =3.47)  above average . From this we can understand that employees of public sectors   are 

moderately agreed or satisfied with the working environment other non- financial motivation factors. 

Employees Overall Performance 

Table 4.3.Employee’s response to their overall job performance. 

Item 

Strongly 

Disagree Disagree Neutral Agree 

Strongly 

Agree 

Mean 

Std. 

Deviation 
Freq % Freq % Freq % Freq % Freq % 

Y1 11 6.3 48 27.3 45 25.6 61 34.7 11 6.3 3.07 1.06 

Y2 
10 5.7 62 35.2 51 29.0 48 27.3 5 2.8 2.86 0.98 

Y3 
7 4.0 62 35.2 38 21.6 60 34.1 9 5.1 3.01 1.03 

Y4 
10 5.7 77 43.8 46 26.1 41 23.3 2 1.1 2.70 0.93 

Y5 16 9.1 81 46.0 43 24.4 32 18.2 4 2.3 2.59 0.96 

Y6 18 10.2 75 42.6 43 24.4 38 21.6 2 1.1 2.61 0.97 

Average   6.8   38.4   25.2   26.5   3.1 2.8 0.66 

Over All Average Mean= 2.8, Disagree= 45.2 %, Agree= 29.6  %   Neutral= 25.2% 

Source: (Own computation, 2017) 
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In the above table 4.9, it is shown that the average mean score of East Hararghe zone public sector 

employee performance is 2.8, which can be considered as low mean score. This also explained by 

average percentile 45.2 % are disagree to good level of employee job performance 29.6 % are agreed 

while the remaining 25.2 % are neutral.  It shows that employees have not good level of job 

performance because the mean value is considered as low. Therefore, we can conclude that 

employees’ of East Hararghe public sector have low level job performance because they are highly 

dissatisfied with financial motivational practices and Career advancement motivational practices of 

the sector. 

4.5. Regression Analysis 

Regression analysis is a way of predicting an outcome variable from one predictor variable (simple 

regression) or several predictor variables (multiple regressions) (Andy field, 2009).The model of 



 
 

 
 

regression shows how much of the variance in the employees’‟ performance is illustrated by 

motivation factors.  

 

 4.5.1. Diagnosis Tests 

 

4.5.1.1. Multi Collinearity 

 
Before applying regression analysis to assess roles of motivation on employee performance, some 

tests were conducted in order to ensure the appropriateness of data to assumptions regression 

analysis as follows;- 

In this regard, as Garson (2012) noted, if VIF is greater than 5 and if the tolerance is less than .20, 

the independent variable should be dropped from the analysis due to multi collinearity. 

Consequently, multi-collinearity is not the problem of this model, because, as shown in the 

following table, VIF of the model is well less than 5 and the tolerance values are also well above .20 

for both variables.  
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Table 4.4.Multiple Regression Coefficient 



 
 

Coefficients 

Model 

Un standardized 

coefficients 

Standard

ized 

coefficien

ts 

 

t Sig 

 

Collinearity statistics 

B 
Std. 

Error 
Beta Tolerance VIF 

(Constant) .276 .379  .728 .468   

Finance .345 .072 .331 4.782 .000 .812 1.231 

Career advancement .006 .065 .006 .076 .931 .709 1.410 

Working env’t .069 .057 .099 1.430 .225 .815 1.227 

Participation .216 .074 .175 2.430 .016 .727 1.376 

Other factors .200 .054 .243 3.176 .002 .893 1.120 

Age 
.001 .006 -.016 -.235 .814 .869 1.150 

Female or Male .032 .090 .023 .354 .724 .937 1.068 

Level-of education .520 .095 .161 2.432 .016 .894 1.118 

work experience .432 .085 -.089 -1.376 .017 .925 1.081 
 

 

Source:own Computation,(2017) 

Based on the result on above table, financial motivating factor is significant to predict dependent 

variable (employee performance) for this study.  

This is because p-value for financial motivator is 0.00 which is less than alpha value 0.05. Next, 

career advancement is not significant to predict dependent variable (employee performance) for this 

study. This is because p-value for career was 0.931 which is greater than alpha value 0.05. The 

working environment is not significant to predict dependent variable (employee performance) for 

this study. This is because p-value for working environment is 0.225 which is greater thanalpha 

value 0.05.Participation in decision making is significant to predict dependent variable (employee 

performance) for this study. This is because p-value for participation in decision making is 0.016 

which is less thanalpha value 0.05.Other non-financial motivating factor is significant to predict 

dependent variable, work experience and level of education is significant to influence employee 

performance. 

4.5.1.2. Linearity test 

 

Linearity refers to the degree to which the change in the dependent variable is related to the change 

in the independent variables. To determine whether the relationship between the dependent variable 

employee performance   and the independent variables is linear; plots of the regression residuals 

through SPSS software had been used 
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         Fig 4.1. Linearity Test 



 
 

 
 

 

The scatter plot of residuals shows no large difference in the spread of the residuals as you look from 

left to right on figure above. This result suggests the relationship we are trying to predict is linear. 

Similarly, the above figure shows the normal distribution of residuals around its mean of zero.  

 

Hence the normality assumption is fulfilled as required based on the above figure, it is possible to 

conclude that the inferences that the researcher will made about the population parameter from the 

sample is somewhat valid. 

Table 4.5.Multiple Linear Regression Model Summary 

Model Summary 

Model R R Square Adjusted R Square 

Std. Error of the 

Estimate Durbin-Watson 

1 .723a .522 .385 .54746 1.528 

 

a. Predictors: (Constant), work experience, par, Female or Male, Level of education, other, Age, finance 

and Demographic factors. 

As shown in the above table 10.  the overall bundle of determinant factors of the five independent 

variables finance , Work experience ,educational level ,  participation  in decision making and other 
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non-financial motivating factors explains 52% (R2 = 0.522) of the dependent variable (employees’ 

job performance). This suggests that 52 % of employees’ job performance level is influenced by the 

independent variables while the remaining 48% is determined by other unaccounted factors in this 

study. It can be seen also from table below the result F= 10.028 which is greater than 1 and P<0.01. 

We can conclude that the combination of determinant factor have positive influence on employees’ 

job performance which is statistically significant and at 95% level of confidence. Thus, motivational 

factors have effect on employee job performance in East Hararghe zone public sectors. 

4.7. Regression Mathematical Model 

The equation of multiple regressions on this study is generally built on around two sets of variables, 

namely dependent variables (employee job performance) and independent variables (financial 

motivational factor, Career advancement, employee participation in decision making, working 

environment and other motivational factors). The basic objective of using regression equation on this 

study is to make the researcher more effective at describing, understanding, predicting, and 

controlling the stated variables. 

Employee 𝑝𝑒𝑟𝑓𝑜𝑟𝑚𝑎𝑛𝑐𝑒 =  0.528 +  0.357 𝑓𝑖𝑛𝑎𝑛𝑐𝑒 + 0.246 𝐷𝑒𝑚𝑜𝑔𝑟𝑎𝑝ℎ𝑖𝑐 𝑓𝑎𝑐𝑡𝑜𝑟𝑠 +

 0.177𝑝𝑎𝑟𝑡𝑖𝑐𝑖𝑝𝑎𝑡𝑖𝑜𝑛 𝑖𝑛 𝑑𝑒𝑐𝑖𝑠𝑖𝑜𝑛 𝑚𝑎𝑘𝑖𝑛𝑔 +  0.200 𝑜𝑡ℎ𝑒𝑟 𝑛𝑜𝑛 −  𝑓𝑖𝑛𝑎𝑛𝑐𝑖𝑎𝑙 𝑓𝑎𝑐𝑡𝑜𝑟𝑠 + ∈ 

Table 4.6: Ranking of the Beta value of Independent Variables to identify their rank of 

contribution. 

Independent variables Standardized 

Coefficients, 

Beta 

             Ranking  

Level of education .520 1 

Work experience 0.432 2 

Financial 0.357 3 

Other non- financial 0.200                  4 

Participation 0.177       5 

From the above Table 13. We can easily compare the relative contribution of each of the different 

variables by taking the beta value under the unstandardized coefficients. The higher the beta value, 

the strongest its contribution becomes. Accordingly  level of education   is the highest predictor 

variable that contributes the highest to the variation of the dependent variable (employee 

performance) because Beta value which is under standardized coefficients for level of education is  

the largest (0.520 ) if compare to other predictor variables. This means that educational factors make 

the strongest unique contribution to explain the variation in dependent variable (employee 

performance) which the results revealed that, a one unit increase or positive change in "educational 

level" would lead to a 0.520 unit increase the level of employees’ job performance.  
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Work experience contributes the second highest to the variation of the dependent variable because 

Beta value under standardized coefficients is the second largest (0.432). 

Other non- financial motivating factors  is the predictor variable that contributes the third highest to 

the variation of the dependent variable (employee performance) because Beta value which is under 

standardized coefficients for Other non- financial motivating factor  is the fourth largest (0.20), 

compared to other predictor variables (financial, career advancement, participation in decision 

making, working environment). This means that other non- financial motivating factors make the 

fourth strongest unique contribution to explain the variation in dependent variable (employee 

performance). 

Participation in decision making  is the predictor variable that contributes the fifth highest to the 

variation of the dependent variable (employee performance) because Beta value which is under 

standardized coefficients for participation in decision making  factor  is the second largest (0.177) if 

compare to other predictor variables (financial ,career advancement ,other non -financial motivating 

factors, working environment ). This means that participation in decision making make the fifth 

strongest contribution to explain the variation in dependent variable (employee performance).  

 

 

 

 

 

 

 

 

 

 

 

 

 



 
 

 

35 

5. SUMMARY, CONCLUSIONS AND RECOMMENDATION 

5.1.   Summary 

This research has an aim of analyzing the influence of motivational factors (financial, career 

advancement, working environment, participation in decision making and other non- financial 

factors) on employees’ job performance. This was done by investigating the relationship between 

each determinant factors and employees’ job performance using correlation analysis and regression 

analysis to identify the extent of change in employees’ job performance due to change in 

motivational factors. In addition, the research study examine how well the selected motivational 

factors are being exercised and identify the attitude of employees towards those factors in their 

respective organization and also  how  employees are performing their job in the office based on the 

mean scores of the response of the participants which is summarized under the descriptive and 

statistical analysis.  

The data was analyzed using descriptive statistics, correlation and regression major findings were 

presented below and summarized as follows: From the arithmetic mean values generated by the 

descriptive statistics, it shows that financial motivators(mean=2.21), career advancement (mean= 

2.68 ) are low,  employees are dissatisfied with financial motivator and career advancement practices 

in the public sectors . Working environment (mean= 3.04), participation in decision making 

(mean=3.22) and other non- financial motivator are (mean =3.47) above average. From this we can 

understand that employees of public sectors   are moderately agreed or satisfied with the working 

environment, participation in decision making and other non- financial motivation factors. 

Therefore, these motivational practices need improvements to improve employee’s performance in 

public sectors. Especially the financial motivation practice of the public sectors, the values generated 

in the Pearson correlation for financial motivation factors(r=.449, P<0.01) are significant and 

positively correlated with employees’ job performance. This is consistent with the study in Iqbal et 

al (2012). 

 Additionally, the regression result which shows the relative contribution of financial (Beta, 0.357) 

with (Sig. 0.00) makes the high contribution to explaining the dependent variable employees’ job 

performance among other practices of the public sector. Career advancement has Pearson correlation 

coefficient (r= 0.245, p<0.01) which show positive and low association with employees’ job 

performance. And, when we see the regression result (Beta=0. 006) with (Sig. = 0.931) which can 

infer that career advancement has low positive association and is not significant to influence 

employees’ job performance. Which is in consistent with the result of study by Sarah M.K (2010). 
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On the other hand working environment practice has a correlation result (r=0.272, p<0.01) and 

regression result (Beta=0.069) with (Sig. = 0.225) in which we can conclude that working 

environment has low positive association and insignificant contribution to explaining the dependent 

variable of employees’ job performance. 

 Participation in decision making has (r=0.330, p<0.01), which implies that there is positive 

significant relationship with employees’ job performance as well as (Beta=0.177) with (Sig. = 0.016) 

which moderate level of contribution among other practices. Which is consistent with the result of 

the study by Anawar, H. (2010). 

Additionally, other non -financial factors have the Pearson coefficient (r=0.347, p<0.01) which 

shows a positive correlation with employees’ job performance. This implies the presence of 

moderate relationship between other non –financial variables and employees’ job performance in the 

public sector.  the regression result (Beta=0.200) with (Sig. = 0.00) of low level of contribution in 

which statistically insignificant but as we understand from correlation value in which we can 

conclude that a positive change in other non- financial factors  has a corresponding positive change 

in performance of employees’ job.  

Finally, overall factors which includes financial, participation in decision makingand other non - 

financial variables, with F-value significant at 0.000 have 32 % of the variation on employees’ job 

performance is contributed in east Hararghe zone public sector. 

5.2. Conclusion 

Based on the major findings, the following conclusions were made. motivational factors examined in 

this study, Financial motivators, Career advancement, work environment , participation in decision 

making and other non -financial motivating factors practiced in east Hararghe zonal public office 

were not satisfy employees of the organization . There may be implementation problem or its design 

has its own limitation. As a result, the job performances of an employee are bad and organization did 

not achieve its target. 

As we shown from above analysis results, that financial motivating factor has significant positive 

relation and positive significant influence on employees’ job performance in East Hararghe zonal 

public sector.  

From the statistical analysis the researcher found that careeradvancement has a low positive 

relationship with and insignificant positive influence on employees’ job performance in the public 

sector.  
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On the other hand, working environment has also a positive relationship with employee performance 

and it has not significant influence on employees’ job performance in the sector.  

Additionally, employee participation in decision making has a positive relationship and significant 

influence on employees’ job performance.  

Other non- financial factors (team work, Job enrichment and job rotation) has a positive relationship 

with employees job performance and it has a significant influence on their performance in public 

sector. 

Moreover, among motivational factors incorporated in this study, financial factors, participation in 

decision making, demographic factors and other non-financial factors have positive influence on 

employees’ job Performance and financial factors have more contribution on employee performance. 

Positivechanges on those factors have a positive change on employee’sperformance. 

5.3. Recommendation 

The study investigated that the East Hararghe public sector has limitations in properly designing or 

implementing of motivational factors assessed in this research which are financial, participation in 

decision making and other non-financial motivating factors. Hence, the public sector leaders and 

human resource managers should give due attention in designing as well as implementing of those 

motivational factors.   Employees became dissatisfied by motivational practice implemented by 

public sector and this would result failure in employees performance.  

 As performance of employee goes down from time to time the public cannot get sufficient and 

satisfactory service from the sectors. 

This study has the following recommendations. 

First, since financial motivator was found to be a positive and main contributor of employees’ job 

performance, the study.The public sector leader should have to design and implement financial 

motivators by increasing its benefit packet. These will help the public sector best use of 

theirhumanresourceand achieve organizational goal. On the employee side, if proper human resource 

polices are designed and implemented they can overcome the challenge of cost of life and utilize 

their full potential to achieve their organizational goal. 

Second, as the result of the study shows, employee participation in decision making has a significant 

relationship with their performance and would have positive contribute to their performance. 

East Hararghe public sector management would be better, if they give a chance of participating in 

decision making process related to   their organization. If employee  participate in decision making 

process related to their organization , through discussing, planning , implementing ,  monitoring and 

evaluation ,it will help them to  understand their organizational goals , opportunities they have  , the  
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treats or the challenge coming and way to overcome that challenge. This would help public sector to 

use full potential of their human resource and enable them to achieve their target easily. 

Third, regarding other nonfinancial motivating factors , the study would  tell us , there is significant 

positive relationship between  the other non- financial factors and employee performance and it has 

positive contribution to employee performance .therefore , it is better if east Hararghe public sector 

leaders practice strictly team work, job enrichment  and job rotation to enhance their employees 

performance. 

 

Fourth, regarding demographic factors (level of education and work experience) , the study would  

tell us , there is significant positive relationship between  demographic factors(level of education and 

work experience and employee performance and it has positive contribution to employee 

performance .therefore , it is better if east Hararghe public sector leaders gives a chance of upgrading 

employees educational level and hire experienced employees to enhance their employees 

performance. 

5.4. Area for Further Research 

The study was limited due to its cross-sectional study design. However, these types of relationships 

may require a longitudinal analysis so; the future researches should analyzeinfluence over a longer 

period of time. The researcher was limited to six motivational factors which influenceemployee’s job 

performance but the future researchers may focus on different variables or combination of those 

variables included in this study. The study was conducted in the service providing public sectors 

limiting its scope. The future researches may examine the determinant factors on employees’ job 

performance on other sectors. 

 

 

 

 

 

 

 

 

 



 
 

 

 

 

39 

6. REFERENCE 
 

Adewunmi O, Omotuyole I, John O. 2011. Job satisfaction and turnover among workers of small 

                  Scale agro allied firms in Southwest Nigeria. Asian Journal of Business and Management  

                  Sciences, 1(4): 5462. 

Afrrev, I .2013. The Influence of Motivation on Employees’ Performance: A Study of Some  

Selected Firms in anambra State an International Journal of Arts and Humanities Bahir  

               Dar, Ethiopia Vol. 2 (3): S/No 7, July, 2013: 134-151.  ISSN: 2225-8590. 

Aliya I, Maiya I, Farah L, Hina M. 2015. Factors affecting the employee’s performance: a case  

Study of banking sector in Pakistan. European Journal of Business and Social Sciences,  

Vol. 4, No. 08,P.P.  309 - 318 URL: http://www.ejbss.com/recent.aspx-/ISSN: 2235 -767X. 

Anowar H .2010.Employee Participation in Decision Making in RMG sector of Bangladesh:  

 Correlation with Motivation and Performance.Volume– V, Issue– 02. 

Apostolou A. 2002. Dissemination of innovation and knowledge management techniques of  

Production Engineering & Management, Technical University of Crete [Accessed  

               18.02.13] http://www.urenio.org/tools/en/employee_involvement.pdf. 

Asad Afzal Humayon.2015.Effect of intrinsic rewards on task performance of employees 

           Assessment. Masters of Business Administration Thesis. University of Halsmti, Finland. 

           Available online at www.managementjournal. 

Azar M. and Shafighi A. 2013. The Effect of Work Motivation on Employees’ Job Performance.  

International Journal of Academic Research in Business and Social Sciences. 

Barney J.1991. Firm resources and sustained competitiveadvantage, J. Management, 17:99-120. 

Baron, RA. 2000. Motivation and Performance. J. Management, Risk taking situation. Psychonomic 

           Science. 

Bateman, T.S. & Snell, S.A. 1996.Management: Building Competitive Advantage, 3rd edition 

Chicago   Irwin. 575 pp. 

Brent Keizer. 2010. Employee motivation related to employee performance in the organization.  

 Organization &Strategy. 

Chaudhary N. Sharma B. (2012). Impact of Employee Motivation on Performance (Productivity) In  

Private Organization: International Journal of Business Trends andTechnology, volume2,  

Issue 4. 

Chiang J, Canter P. 2008.An Expectancy Theory Model for Hotel Employee Motivation Examining  

http://www.urenio.org/tools/en/employee_involvement.pdf
http://www.managementjournal/


 
 

 
 

The Moderating Role of Communication Satisfaction. International Journal of Hospitality  

and Tourism Administration 9(4). 

40 

Chen  S. C. Wu  M. , Chen  C . 2010. Employee’s Personality Traits, Work Motivation and  

Innovative Behavior in. Marine Tourism Industry. J. Service Science & Management, 198- 

                 205. doi 10.4236/jssm.2010.32024. 

Chintallo S, Mahadeo J. 2013. Effect of Motivation on Employees’ Work Performance at Ireland  

Blyth Limited: Proceedings of 8th Annual London Business ResearchConference Imperial  

College, London, UK, 8 ISBN: 978-1-922069-28-3. 

Chandrasekhar, 2011.Work place environment and its impact on organizational performance in                     

public sector. International journal of enterprise computing and Business Systems. Vol.1issue 1 

Dessler G. 2003. Human resource management 9thed. New Delhi: Pearson Education (Singapore)  

PrivateLimited.  

Dubrin J. A. 1990. Essentials of Management. South Africa, Western Publishing Company. 

Graham  H. T, Bennett  R. 1995. Human Resources Management, 8th Edition, the M & E Handbook  

Series. London: Longman Group UK Ltd. 

Greenberg, J. 1999. Managing behavior in organizations 2nd ed. Trenton: Prentice-Hall 

               International, Inc.  

Greenberg, Jerald, Baron, Robert A. 2003. Behavior in organizations, 8th ed., Prentice-Hall. 

Genet M .2017. The Effect of Employee Motivation On employees’ Performance: Human Resources  

Management Graduated Program Addis Ababa University School of Commerce.  

Helepota H.A. 2005. Motivational Theories and their application in construction”, Cost  

Engineering, Vol. 47, No. 3 pp.14-35. 

Helen Hiluf, 2007. .Roles of Motivation on Employee Performance: Case of Africa Humanitarian     

Action roles of Motivation on Employee performance.The school of graduates studies of  

Addis Ababa University College of business and economics school of commerce. 

Iqbal N, Anwar S, Haider, N. 2015. Effect of Leadership Style on Employee Performance. Arabian J  

Bus Manage Review 5: 146. doi:10.4172/2223-5833.1000146. 

Iqbal J. Yusuf A, Munawar R., Naheed S. 2012. Employee Motivation in Modern Organization:  

Interdisciplinary Journal of Contemporary Research in Business, Vol. 4, No. 3. 

Kiruja E.K. Elegwa Mukuru. 2013. Effect of motivation on employee performance in public middle      

level technical raining institution in Kenya. International journal of advance in management 

and Economics. Vol.2 issue 4/73-78. 

Kothari, C.R. 2004. Research Methodology: Methods and Techniques. New Delhi: New Age   

 International Ltd. 



 
 

Locke, E. Scheweiger, D. 1979. Participation in decision making: One more   Research in    

Organization Behavior, 1, 265-339. 

 

                                                                                                                                                             41 

Karanja, S. 2012. Effects of reward System on Employee Performance. Case studies of Cooperative  

Bank headquarter. Nairobi, Kenya. 

Mitchell, T. R. 1973. Motivation and Participation: An Integration. The Academy of Management  

Journal, 16 (4), pp. 670-679.  

Muogbo U.S, 2013. The impact of employee motivation on organizational performance. 

International Journal of engineering and science. ISSN (p) 2319-1805. 

Noah, Y. 2008. A study of worker participation in management decision making within selected    

Establishments in Lagos. Nigeria Journal of Social Science, 17(1), 31-39. 

Nohria, N. Groysberg, B.  Lee, L .2008. Employee motivation: A powerful new model Harvard  

   Business Review, 78-84. 

Obikeze, Chinedom Okey .2012. Effects of motivation on sales performance in Guiness Nigeria PLC 

and Mobile telecommunication network in south east Nigeria. Dissertation submitted to  

department of marketing, Nigeria. 

Jones, N. 2015.Improving sales force management towards ensuring adequate training and 

motivation     of sales   people for efficient and effective distribution of   Unsilver products in 

Enugu.   Published by European Centre for Research Training and Development. 

UK.British Journal of Marketing Studies Vol.3, No.9, pp.1-15. 

Ololube N, P. 2005. Benchmarking the Motivational Competencies of Academically Qualified  

                    Teachers and Professionally Qualified Teachers in Nigerian Secondary Schools.  

                    the African Symposium. 

Owolabi L K, 2011. Employee involvement in decision making and firms performance in the  

Manufacturing sector in Nigeria .Serbian Journal of Management 6(1) 1-15. 

Pamela Akinyi. 2015. Effect of motivation on employee performance of commercial  

                 Banks in Kenya. International Journal of Human Resource Studies2015, Vol. 5, No. 2. 

Robertson, M. M.,  Huang, Y. H. 2006. Effect of a workplace design and training intervention on   

           Individual performance, group effectiveness and collaboration: The role of environmental  

Control. Work, 27(1), 3-12. 

Rajput A, Bakar A. H. A, and Ahmad, M. S., 2011.Motivators Used by Foreign and Local 

          Banks in Pakistan, A Comparative Analysis”,Journal of Academics.Research, Vol.3, No. 2. 

Sarah M.K.N and Mwanjo. 2010. Career development and staff motivation in banking industry. A 

case study of Bank of Uganda. Dissertation submitted in partial fulfilment of requirement for 

the award of Master of Arts degree in public administration and 

ManagementMekerereUniversity. 



 
 

 
 

Sarasvathy M. 2013. Identifying factors that influences job performance amongst employees in oil 

palm plantation. A Project Paper submitted in partial fulfillment of the requirements for the  

Requirements for the degree of Bachelor in Psychology, Open University Malaysia. 

             42                     

 

Singh Y.K. 2006. New Age Fundamental of Research Methodology and Statistics. New      

International Publishers. 

Thomas, O. 2012. Effects of Motivation on Employee Performance in Ghana Commercial Ban Zone. 

Vroom, V.H. (1964). Work and motivation. New York: Wiley. 

Wood, S.  Menezes L. M. 2011. High involvement management, high performance work systems    

and wel1 being. The International Journal ofHuman Resource Management, 22 (7),  

Pp.1586- 1610. 

Zaidatol A. L., Bagheri A. 2009. Entrepreneurship as a center choice: An analysis of  

              Entrepreneurial self- efficiency and intention of university student. European Journal of 

social     science, 9(2): 338-346. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 
 

 

 

 

 

43 

 

 

 

 

 

 

 
 

 

APPENDIX 
 

 

 

 

 

  

 

 

 

 

 

 

 

 

 

 

 

 



 
 

 
 

 

 

 

44 

Research survey questionnaire 

Dear 

Respondent, 

I refer to the above subject matter and here by con firm that I am MBA student of Haramaya 

University, carrying out research for academic purposes. All responses given in this regard 

will be handle district confidence. 

Your understanding and co-operation are being solicited for providing all necessary 

information needed to accomplish the objective of this study. 

Thank 

you in 

advance 

for your 

cooperati

on 

 

Daniel 

Shega 
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Instruction: Pleaseread the following statements and choose or fill theresponsesthat apply most 

accurate to you. 

 

1. WhatisyourGender?        2.   Ageinyears   

Male  

Female 󠄍 

3. IndicateyourLevelofEducation. 

    High school 󠄍           Certificate 󠄍 

    Diploma 󠄍             Degree 󠄍    Post Graduate 󠄍 

 

4. How long have you worked in this organization? -----years 

5. What is your level of agreement with the following statements regarding motivational 

techniques adopted in public sector? Tick the columns which shows your level of agreement 

using a scale of 1t o5 where1= strongly disagree, 2=disagree, 3=neutral,4= 

agree,and5=strongly agree 

 

 

  

 

 

s.n 

 

Variable 

Strongly 

disagre

e (1) 

Disagree    

Neutral 

(3) 

 

Agree 

(4) 

 

Strongly 

agree (5) 
 

(2) 
1 Financial      

 

 

1.1 

My pay level as compared to similar position in 

the organization is competitive. 

 

 

 

 

 

 

 

 

 

 

1.2 My organization gives me salary increment 

within few years’ intervals. 

     

 

 

1.3 

My  organization gives  me individual 

Bonus every time .  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

1.4 

My  company  gives  me holiday 

Bonus 

 

 

 

 

 

 

 

 

 

 

 

1.5 

 

 

 

 

My company provides Phone 

Recharge. 

 

 

 

 

 

 

 

 

 

 

 

1.6 

My company gives me health 

Insurance 
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s.n 

 

Variable 

Strongly 

disagre

e (1) 

Disagree 

(2) 

 

Neutral 

(3) 

 

Agree 

(4) 

 

Strongly 

agree (5) 

2 Careeradvancement      

 

2.1 

 

I feel my organization values me more as 

its employee  

 

 

 

 

 

 

 

 

 

 

 

 

2.2 

 

My organization provides opportunities to 

grow and learn.  

 

 

 

 

 

 

 

 

 

 

 

 

2.3 

 

There are very good promotional 

opportunities in our organization. 

 

 

 

 

 

 

 

 

 

 

 

 

 

2.4 

Iamhappywiththeconcernofmy 

company on enhancing my  l o n g  t e r m  

career development  

 

 

 

 

 

 

 

 

 

 

 

 

2.5 

 

My organization has supported my career 

advancement.  

 

 

 

 

 

 

 

 

 

 

 

 
 

2.6 

My company gives me recognition formy 

career development efforts 

 

 

 

 

 

 

 

 

 

 

 

 

2.7 

Mycompanyprovidesmeuptodateinformat

ion and motivation toimprovemyjobskills 

 

 

 

 

 

 

 

 

 

 

2.8  

In our organization there is recognition for 

skills and accomplishments  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

s.n 

 

Variable 

Strongly 

disagree (1) 

Dis 

agree 

(2) 

 

 
Neutra

l 
(3) 

 
Agree 

(4) 

 
Strongl

y agree 

(5) 

3 Working Environment      

3.1 Our office design is comfortable for 

work 

     

 

3.2 

Our office has a storage area to put   

material for work. 

 

 

 

 

 

 

 

 

 

 

 
3.3 

In our office, there is sufficient 

furniture for work. 

     

 
3.4 

The furniture in our office is 

comfortable for work.  

     



 
 

3.5 In our office there is sufficient power 

supply  

 

 

 

 

 

sssssupply for work. 
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s.n 

 

Variable 
Strongly 

disagree 

(1) 

Disagree 

  (2) 

 

Neutral 

(3) 

 

Agree 

(4) 

 
Strongly agree 

(5) 

 

4 Participation in decision making      

4.1 involve in setting performance goals       

 
4.2 

My company gives some autonomy in 

setting annual target 

 
 

 
 

 
 

 
 

 
 

 
4.3 

I have Freedom to plan and execute 

work in dependently 

 
 

 
 

 
 

 
 

 
 

4.4 I have Flexible working hours      

 
4.5 

My organization enable some to 

address challenges by my self. 

 
 

 
 

 
 

 
 

 
 

 
4.6 

My supervisor delegates me to 

undertakecertain tasks. 

 
 

 
 

 
 

 
 

 
 

 

 

s. 

n 

 

Variable 

Strongly 

disagree 

(1) 

Disagree 

  (2) 

 
Neutral 

(3) 

 
Agree 

(4) 

 
Strongly 

agree (5) 

5 Other Non –Financial Factor      

5.1 I accomplish Variety of jobs (Job enrichment) 

in our organization.  

     

 
5.2 

I accomplish my job by rotating from one to 

another tasks in the organization. 

 
 

 
 

 
 

 
 

 
 

 
5.3 

 I accomplish some of tasks in the organization 

in team. 
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Section D: Influence ofMotivational Factor  onEmployees Performance  
Whatisyourlevelofagreementwiththefollowingstatementsregardinginfluence ofmotivational f a c t o r  

on employee’ performance? Tick the columns which shows your level of agreement   ( ) 

fromascaleof1to5where1=stronglydisagree,2=disagree,3=neutral, 4=agree,and5=strongly agree  

 Variable 

 

1=strongly 

disagree 

2=disagree 3=neutral 4=agree 5= strongly 

agree 
6 Employees performance      

 

1 

There is good  h andling of customer 

complaints/objections 

 

 

 

 

 

 

 

 

  

 
 

2 

Our customer is getting service within the time 

specified by organization. 

 

 

 

 

 

 

 

 

 

 

 

3 

I do all efforts to maximize ourCustomers 

Satisfaction. 

 

 

 

 

 

 

 

 

 

 
 

4 

There is good feedback from customer 

regarding our service. 

 

 

 

 

 

 

 

 

 

 
 

5 

I have  reached  my targets success fully in 

thelasttwoyears 

 

 

 

 

 

 

 

 

 

 
 

6 

My organization fits its target in the last two 

years 

 

 

 

 

 

 

 

 

 

 
 

 

 

 



 
 

 

 

 

 

 

 

 

 


