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ABSTRACT  
 

Today's reality is that people influence important aspects of organizational performance in a 

multitude of ways. If an organization is to treat its employees as its most important asset, it has to 

be knowledgeable about what it is that motivates people to reach their full potential. Understanding 

employee perspectives and measuring their motivation and performance factors are critical to an 

organization's success. Gbadamosi (2003) states how dynamic people are and that for any 

organization to be effective and provide a satisfactory environment for its workers, attention has 

to be paid to both personal and work needs of each and every individual in the organization. This 

study was aimed at assessing the impact of motivation on the performance of employees in the 

aviation industry in Zambia. It was a qualitative research study that offered an in-depth explanation 

of the phenomenon under investigation as well as generated information related to job performance 

and motivation. The study considered one major Zambian Aviation Organization, Zambia Airports 

Corporation Limited situated at The Kenneth Kaunda International Airport (KKIA). The research 

instruments used were questionnaires, both general interviews and interviews with key informants 

as well as secondary data to gather data for the study. 

The study revealed that the performance of aviation staff is affected by factors that contribute to 

job satisfaction such as a meaningful job, remuneration, working conditions and relationships with 

superiors and colleagues. It was established that aviation staff are highly motivated by their salaries 

as well as the flexibility of the work schedule as they can be given time for training to further their 

development. The study also found that the factors that made aviation staff to move from the 

aviation industry were; good working environment and conditions of service, salaries, 

advancement of studies and other incentives such as job security and bonuses. Furthermore, 

training and development of any organizational human resource is one of the key motivating 

strategies among employees. Over and above, monetary incentives and the work environment have 

proved to be the most pulling effect for staff motivation in the aviation industry as staff are more 

interested in the allowance they receive. As such it can be concluded that situation factors motivate 

people the most. 

As for the recommendation from the research the following can be considered:  

In the area of staff effectiveness and performance, staff reported that an effective measure was 

needed to assess staff performance and effectiveness. A performance evaluation instrument is 
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needed to assess staff performance. Incentive, merit pay, and pay-for-performance pay literature 

indicated that building level incentive pay also is important. Management should explore methods 

of rewarding entire staffs for improved service delivery achieved. Staff performance standards as 

they relate to effective practices should also be considered in establishing criteria for incentive 

pay. Fincham and Rhodes (2005) identified direct instructional variables that consistently related 

to staff achievement. Lazear (1999) identified the characteristics of a good staff. Staff effectiveness 

research should be a part of identifying the criteria by which incentive pay is administered. 
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CHAPTER ONE 

BACKGROUND TO THE STUDY 

 

1.0 Introduction  

 

Employees play a vital role in shaping the perception customers carry in their minds with regard 

to any company through their actions and behavior. Companies spend large amounts of money to 

create customer loyalty but often ignore the critical aspect of enhancing employee motivation in 

order to achieve their financial and nonfinancial goals. In the conditions of intense competition 

that companies operate in today, employees can play a very important role in winning customers’ 

hearts and minds. With the emergence of globalization, competition for companies has reached a 

higher level as companies are exposed to other companies not only within their own countries but 

also around the world (Kreisman, 2002). 

Organizations are investing heavily in acquisition of advanced technologies, developing new 

processes, and introducing new products to serve their customers. Organizations have set up new 

departments and hired consultants to develop strategies for competing effectively in the global 

market. Every day we come across new promotional schemes operated by companies to stay ahead 

of competition. At the same time many organizations focus on their employees to gain a 

competitive edge, as technology, processes and organizational structure can be copied but the value 

that competent and dedicated employees can bring to companies cannot be easily taken away. 

These facts make employee motivation as one of important determinant of customer satisfaction. 

Employee motivation is affected by both personal characteristics as well as workplace 

environment. Organizations benefit from “engaged workers” in a number of ways. Two-way 

communication helps to shape employee perceptions and aid the company in understanding 

employees better. Employee satisfaction has positive influence on customer satisfactions in the 

service industry. 

Today's reality is that people influence important aspects of organizational performance in a 

multitude of ways. People conceive and implement the organizational strategy, while the mix of 

people and systems mostly determines an organization's capabilities. Competencies are required 

to execute the strategy, and these competencies are primarily a function of the skills and knowledge 

of an organization's human capital. Therefore, if an organization is to treat its employees as its 

most important asset, it has to be knowledgeable about what it is that motivates people to reach 
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their full potential. In addition, understanding employee perspectives and measuring their 

motivation and retention factors are critical to an organization's success. Gbadamosi (2003) also 

states how dynamic people are and that for any organization to be effective and provide a 

satisfactory environment for its workers, attention has to be paid to both personal and work needs 

of each and every individual in the organization. In the same line of thought, retention of valuable 

employees is one of the most critical issues that encounter organizations in the business world as 

the implications of employees' turnover are massive for organizations in terms of costs, employees' 

morale, and competitive advantage (Osterloh & Frey, 2007). A good number of workers are 

adequately paid in their jobs so as to work hard and maintain a high standard of productivity while 

some even work hard but do not receive much material gains to show for it. The relevance of job 

satisfaction and motivation are very crucial to the long-term growth of any educational system 

around the world. They probably rank alongside professional knowledge and skills, center 

competencies, educational resources and strategies as the veritable determinants of educational 

success and performance. Professional knowledge, skills and center competencies occur when one 

feels effective in one's behavior. In other words, professional knowledge, skills and competencies 

can be seen when one is taking on and mastering challenging tasks directed at job success and 

performance (Filak & Sheldon, 2003). The above factors are closely similar to efficacy, and, of 

course, it is well known that many staff lose or fail to develop self-efficacy within educational 

settings (Dweck, 1999). In addition, needs satisfaction and motivation to work are very essential 

in the lives of staff because they form the fundamental reason for working in life. While almost 

every staff works in order to satisfy his or her needs in life, he or she constantly agitates for need 

satisfaction. Job satisfaction in this context is the ability of the airport operations job to meet staffs' 

needs and improve their job performance. Significantly, job satisfaction and motivation are very 

essential to the continuing growth of aviation systems around the world and they rank alongside 

professional knowledge and skills, center competencies, educational resources as well as 

strategies, in genuinely determining job success and performance (Gross & O'Malley, 2007). 

However, it is assumed that staffs' agitations and demands are beyond the resources of airports. As 

a result, airport management to some extent are in a constant stand-off over the increase in salaries, 

benefits, and improvements in working conditions of staffs.  
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It is in this line of thought that this research seeks to assess the impact that motivation has on staff 

and further tries to create an understanding of why recently staff are moving from Zambia Airports 

Corporation Limited to private companies outside the aviation industry. 

1.1 Background  

 

This research investigated the impact of motivation on employee performance at Zambia Airports 

Corporation Limited as a case study. The study covered Fredrick Hertzberg’s and Maslow’s 

motivation theories. These motivational factors under this study included the monetary factors 

focusing on, basic pay, allowances and bonuses and non-monetary factors focusing on Structure 

of work and Training, Leadership style and Organizational climate. 

All organizations want to be successful, even in current environment which is highly competitive. 

Therefore, companies irrespective of size and market, strive to motivate their employees, 

acknowledging their important role and influence on organizational effectiveness (Dobre, 2013). 

In order to encourage performance, companies should create a strong and positive relationship 

with its employees and direct them towards task fulfillment (Albeiti, 2015). In order to achieve 

their goals and objectives, organizations develop strategies to compete in highly competitive 

markets and to increase their performance. Nevertheless, just a few organizations consider the 

human capital as being their main asset, capable of leading them to success or if not managed 

properly, to decline (Bartol & Martin, 1998). This implies that, if employees are not satisfied with 

their jobs and not motivated to fulfill their tasks and achieve their goals, the organization cannot 

attain success. 

 

As stated, the performance of employees is important for any organization because it determines 

whether the organization meets its targets and goals. Various resources are necessary for an 

organization to succeed and meet its targets, and this includes the human resource or employees 

(Shanks, 2012). However, skilled and talented employees may not achieve the desired results if 

they lack motivation and therefore, motivation is also considered an important value which is vital 

in the achievement of the organization’s goals (Osei, 2011). Due to lack of motivation employees 

would not give their all to the organization as they will distribute their time to other non-work-

related activities such as long lunch hours, or surfing the internet for non-work-related purposes 

(Shanks, 2012). Although some of these activities may seem harmless, they may result in a loss of 
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effectiveness and efficiency that may be required to meet targets and goals the organization intends 

to achieve (Asim, 2013). The only way to get people to work hard is to motivate them. Today, 

people must understand why they are working hard. Every individual in an organization is 

motivated by some different way (Dobre, 2013). The job of a manager in the workplace is to get 

things done through employees. To do this the manager should be able to motivate employees. But 

that is easier said than done (Dinler, 2008). According to Shahzadi et al. (2014) motivation practice 

and theory are difficult subjects, touching on several disciplines. The authors state that, in spite of 

enormous research, basic as well as applied, the subject of motivation is not clearly understood 

and more often than not poorly practiced. Uzona (2013) states that, to understand motivation, one 

must understand human nature itself, and that is where the problem of motivation lies. He states 

that, human nature can be very simple, yet very complex too, and that an understanding and 

appreciation of this is a prerequisite to effective employee motivation in the workplace and 

therefore effective management and leadership. 

 

Uzona (2013) states that it has therefore been taken upon by organizations to come up with ways 

of motivating employees if they are to get the best performance out of them and ultimately that of 

the organization as a whole. According to Yang (2008), the motivational techniques implemented 

by organizations vary and can include team building, training, enhanced communication, targets, 

rewards and incentives, job enrichment, quality of working life programs, encouraging 

participation, checking system for equity, money, and recognizing individual differences.  

 

According to Re’em (2011) motivation is coined from the Latin word motus, a form of the verb 

movere, which means to move, influence, affect, and excite. Bartol & Martin (1998) consider 

motivation a powerful tool that reinforces behavior and triggers the tendency to continue. In other 

words, motivation is an internal drive to satisfy an unsatisfied need and to achieve a certain goal. 

It is also a procedure that begins through a physiological or psychological need that stimulates a 

performance set by an objective. Shanks (2012) defined motivation as the act of providing motive 

that causes someone to act, but notes that, only an individual person can decide if they are going 

to be motivated.  
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According to Shanks (2012), motivation is an individual concept that can be described using three 

main pillars of motivation: arousal, referring to the drive or energy that ignites behavior; direction, 

which has to do with the type of behavior that is exerted and whether it is in line with demand or 

organization goal; and persistence which deals with the lastingness of behavior. Dobre (2013) 

notes that, as a result, different employees will be motivated by different things and it is therefore 

important for managers to understand what really motivates employees, and that cannot be 

achieved by simply asking them.  

 

Motivation can be intrinsic or extrinsic. Intrinsic motivation originates from within the individual 

and causes the individual to feel stimulated internally (Re’em, 2011). According to Burton (2012) 

intrinsic motivation is more about an individual’s self-satisfaction and the reward is normally 

within the action itself and does not need external factors to influence behavior. As a result, 

intrinsic motivation is the most important and pervasive motivation because it is through this kind 

of natural motivational tendency that humans develop cognitive, social, and physical abilities 

(Ryan & Deci, 2000).  

 

However, sometimes people act because external factors have influenced them or prompted them 

to act in a certain way, and this is referred to as extrinsic motivation (Ryan & Deci, 2000). As 

opposed to intrinsic motivation where the reward of the action is within the action itself, for 

extrinsic motivation the outcome or reward is separable from the activity itself (Re’em, 2011). At 

the workplace the extrinsic motivation would be to attain goals that are non-work related such as 

getting money to pay personal bills. Burton (2012) argued that extrinsic motivation can come from 

a fear of a consequence of the actions taken or not taken, such that if the manager tells the employee 

to do something, it will be done because of extrinsic motivation.  

 

Having looked at motivation, we now look at employee performance and what it entails. In every 

organization, there are many factors that come into play if the organization is to meet its targets. 

However, employees are the most important resource to the organization because they contribute 

to innovation, adjustment and other important values that would not be done by other resources 

such as machinery (Uzona, 2013). Employees mainly perform tasks like manufacturing, 

marketing, production, transportation, storage, distribution, purchasing promotion of business, 



 

6 | P a g e  
 

finance and accounting, human resource, research and public relations (Dinler, 2008). Employees 

need to give their best in all these activities as the activities are inter-related and to achieve the 

organization’s goals all have to be done properly (Yazıcı, 2008). 

 

Performance of the employee is considered as what an employee does and what he does not do. 

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

and helpful nature and timeliness of output. According to the results of the study conducted by 

Yang (2008) on individual performance showed that performance of the individuals cannot be 

verified. Similarly, he asserts that organizations can use direct bonuses and rewards based on 

individual performance if employee performance is noticeable. Re’em (2011) investigated 

employee performance and revealed that acknowledgment and recognition and reward of 

performance of employees direct the discrimination between employee productivity. Morale and 

productivity of employees is highly influenced by the effectiveness of performance of an 

organization and its reward management system (Yazıcı, 2008).  

 

To satisfy customers, firms pays much effort but do not pay attention to satisfying employees. But 

the fact is that customer would not be satisfied until and unless employees are satisfied. If 

employees are satisfied, they will do more work therefore ultimately customers will be satisfied 

(Ahmad, Wasay & Malik, 2012). Employee performance is actually influenced by motivation 

because if employees are motivated then they will do work with more effort and by which 

performance will ultimately improve (Azar & Shafighi, 2013). 

 

There is no known study that has focused on impact of motivation on productivity in the aviation 

industry in Zambia, this study therefore sought to fill this knowledge gap. It is in this regard, that 

this research looked at; The impact of Motivation on Productivity in the Aviation Industry in 

Zambia. 
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1.2 Problem Statement  

 

The goal of this study was to reveal what it is that motivates all employees to perform at their best 

and achieve optimal business results at all times using Zambia Airports Corporation Limited as a 

case study. The inherent problem that has been identified is that many employers have attempted 

several different incentive programs to motivate their employees, yet these have not worked for 

everyone in the company. This is a major problem faced by employers these days, due to the fact 

that each employer's company is founded on the strength of its employees' performance. It is 

therefore against this background that this study attempts to explore the effects of motivation on 

employee performance in the aviation industry.   

 

It was considered that motivation of employees or the lack of it at Zambia Airports Corporation 

Limited is a problem as it affects to performance of staff and that this needed to be investigated. 

1.3 Research Objectives  

 

1.3.1 Main Objective  

 

The main objective of this study was to determine the impact of motivation on employees’ 

performance using the case of Zambia Airports Corporation Limited, Lusaka.  

1.3.2 Specific Objectives  

 

The study was guided by the following objectives:  

I. To analyze whether monitory factors affect the employee productivity and motivational 

level 

II. To analyze whether non-monitory factors affect the employee productivity and 

motivational level. 

III. To analyze whether employee motivation is directly connected to employee performance. 
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1.4 Research Questions  

 

The study was guided by the following research questions: 

1.4.1 Do monetary factors impact the performance of employees at Zambia Airports 

Corporation Limited? 

1.4.2 Do non-monetary factors impact the performance of staff at Zambia Airports 

Corporation Limited? 

1.4.3 Does staff training and development impact the performance of employees at Zambia 

Airports Corporation Limited? 

1.5 Significance of the Study  

 

1.5.1 Organizational Managers  

 

The findings of this study would benefit managers especially at Zambia Airports Corporation 

Limited in Lusaka as it would enable them understand their employees better and how or why they 

behave the way they do. It would also shed light to other organizational leaders on how to motivate 

their employees. The recommendations that have been offered in the study may guide the leaders 

and especially the human resource department on how to best motivate employees.  

1.5.2 Trade Unions  

 

The findings of this study would be beneficial to trade unions as it would help them understand 

what happens at the workplace between employers and employees in terms of motivation and 

performance, and therefore enable them to restructure their objectives in line with employee 

motivation.  

1.5.3 Other Aviation Organizations  

 

The results of this study would be of benefit to other organizations in the aviation industry. Since 

the mode of business operations differ from public and private institutions, the results of this study 

may enable policy makers of other organizations to best understand their employees’ needs in 

terms of motivation.  
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1.5.4 Researchers and Academicians  

 

The findings of this study would benefit researchers and academicians as it would contribute to 

the body of knowledge on motivation and management of human resource in organizations. The 

study has given suggestions on new areas for further research that would be explored. 

 

1.6 Scope of the Study 
 

This study was on impact of motivation on employee productivity/performance in organizations, 

the case of Zambia Airports Corporation Limited. Zambian aviation staff referred to in this study 

were those working at the Kenneth Kaunda International Airport under Zambia Airports 

Corporation Limited in Lusaka.  

1.7 Definition of Terms  

 

1.7.1 Motivation  

 

According to Re’em (2011) motivation is coined from the Latin word motus, a form of the verb 

movere, which means to move, influence, affect, and excite. Motivation can also be defined as the 

act of providing motive that causes someone to act (Shanks, 2012).  

1.7.2 Intrinsic Motivation  

 

Intrinsic motivation originates from within the individual and causes the individual to feel 

stimulated internally (Re’em, 2011). According to Burton (2012) intrinsic motivation is more 

about an individual’s self-satisfaction and the reward is normally within the action itself and does 

not need external factors to influence behavior. 

1.7.3 Extrinsic Motivation  

 

People sometimes act because external factors have influenced them or prompted them to act in a 

certain way, and this is referred to as extrinsic motivation (Ryan & Deci, 2000). As opposed to 

intrinsic motivation where the reward of the action is within the action itself, for extrinsic 

motivation the outcome or reward is separable from the activity itself (Re’em, 2011).  
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1.8 Justification  

 

The relevance of this research may be seen in how far it supports or refutes prior claims about job 

satisfaction and motivation among staff in the aviation industry in Zambia and, if possible, around 

the world. This study will benefit management planners, policy makers, educators, academics and 

human resource development and strategic managers interested in empirical information methods 

to conceptualize the issues that will be raised in this study and provide them with useful 

suggestions that might help them improve aviation in Zambia. Multiple audiences exist for any 

text; thus, it is the researcher's intention that the academic community will also find this paper a 

useful addition to school effectiveness and school improvement literature. 

1.9 Chapter Summary  

 

This chapter contains the background of the study, the statement of the problem, the purpose of 

the study, the research questions, and the significance of the study, the scope of the study and 

definition of terms.  
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 INTRODUCTION 

 

This chapter highlights different aspects on job satisfaction, job performance and motivation. This 

chapter is underpinning the theoretical framework that supports the study, and the research 

variables that arise from literature and the conceptual model. The literature mainly captures the 

themes in the objectives of study. 

 

The purpose of this paper was to give a detailed review of the literature of motivation in a thematic 

and quasi-chronological fashion. This would permit the reader to gain a thorough understanding 

of the many facets of Fredrick Hertzberg motivation theory in modern literature as well as 

Maslow’s Hierarchy of needs. A cursory view of the literature shows that there are two central 

categories of motivation: Intrinsic and Extrinsic motivation.  

 

2.1 Understanding Employee Motivation  

Several types of research have been undertaken concerning this subject matter along with several 

theories. These were designed to illustrate their highly influential characteristics focusing on the 

motivational impact on the organizational behavior. The lack of motivation within an organization 

greatly affects the productivity (Skudiene & Auruskeviciene, 2012). An organization needs to 

consider various forces like social, structural and personal forces when influencing their employees 

for the best output. The researchers show that the employees are highly satisfied when they are 

given challenging tasks. Therefore, when attempting towards enhancing employee motivation the 

satisfaction lies on gaining from the task itself (Devito et al., 2016). Nowadays when the boss gives 

certain optimistic appreciation to its subordinates, it is considered as a good sign for the whole 

team, and ultimately, they get motivated. Mostly, within an organization people work as a family; 

so sometimes it may damage motivation as well as the morale of the employees. However, the 

employees are not always motivated by incentives, prizes, etc. along with other factors of extrinsic 

rewards (Mohamed Sherif & Prasetya, A. 2014). 
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Motivation intends to encourage behavioral alteration. Motivation is used as an important force to 

empower an individual to meet specific objectives. Grant (2008), on his research on employee 

motivation, states that motivation helps to enhance profitability, execution, and constancy. Com-

paring to highly motivated employees, less motivated employees are more arranged towards 

freedom and self-reliance along with more self-propelled impetus towards their job. Comparing to 

less motivated employees, employee responsibility towards their work also increases in case of 

highly motivated employees’ (Guay et al., 2000). 

The assortment of various models and theories relevant to motivation is more closely examined in 

the subject of organizational behavior. According to Haque et al (2014), “Employee development 

creates a persuasive spark that explores the capacity of theirs”. There is undeniable connectivity 

between employee motivation and their job satisfaction in addition to organizational 

responsibilities (Behnaz, 2013). Based on the nature of the organization or business, motivation is 

the most important factor to achieve organizational goal and objectives. 

 

2.2 Employees’ Motivational Factors: 

While talking about different factors enhancing employee motivation, money is considered as the 

strongest one as employees need to earn a respectable salary to live a quality and respectable life 

(Mumford, E. 1970). Financial rewards drive the individuals, who wish to fulfil their necessities 

to maintain a decent life and motivate themselves towards higher performance especially in the 

business related to the educational sector. But in the long run, good salary cannot help to increase 

productivity and money alone can’t enhance efficiency (Aung, 2008). Focusing only on the 

satisfaction of monetary needs by organizational head might wane the employer’s mentality in the 

long run as they seek only financial gain. So, it is important to think of another non-monetary 

component in the long run like rewards, performance feedbacks, praise, social acknowledgement 

and so on (Furnham & Argyle, 1998). 

Several types of research have proved that rewards positively influence the employee performance 

leading to a job satisfaction. Among various tools used to motivate employees or group behavior 

to improve organizational performance, motivation stands out the best. 

As a tool to motivate employees and their performance most organizations today use to pay pro-

motion, bonus, reward and another type of reward (Wahyuni et al., 2014). Salary is a great 

motivator, but if it is meant to be used as a motivator, the organization or institution at first needs 
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to develop a salary structure based on the significance, essentiality and productivity of the job, 

individual performance and special allowance. 

Leadership can be used as another significant tool to motivate an employee, as leadership is about 

finishing the thing in a correct and progressive way. It is important to gain the trust of employees 

and make them follow their manager or instructor to meet the objectives. Moreover, if a leader 

wants to build his trust around the organization and make the employees do their work 

appropriately, they need to be motivated (Baldoni, 2005b). There should be a reciprocal 

cooperation for each other between a leader and the employees to attain higher motivation and 

morality. 

Trust is nothing but a perception of an individual about other individuals and his/her eagerness to 

coordinate based on a speech or to have firm belief with a decision. So, to succeed as an 

organization trust is another important factor as it helps to improve employees’ motivation 

(Shanks, 2008). 

No matter how technology has progressed in recent years, effectiveness of the staff is the key 

component to attain a high level of success. In this manner, development and implementation of 

employee training program is an essential strategy to motivate employees. Also, a great 

correspondence between the workforce and the manager can invigorate motivation as the number 

of uncertainty decreases (Graves et al., 2013). 

 

2.3 Understanding Performance  

In a working environment, performance can be classified into two types; 

a) organizational performance and 

b) employee performance.  

In the following sections, both these terms will be explained in detail. 

  

2.3.1 Organizational Performance  

When an individual or groups of employees are able to achieve their goals and objectives in an 

organization, it can be termed as organizational performance (James, 2012). When all the elements 

of an organization operate together in achieving positive result in an organization, a high level of 

organizational performance is achieved (James, 2012). In order to assess the success of an 

organization, the performance results are compared to the predefined goals and objectives. Long 
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term strategic objectives, organizational hierarchy, performance measures and techniques, 

organizational culture and values and also rewarding pattern are the various elements which 

supports an organizational performance.  

 

2.3.2 Employee and Job Performance  

Employee performance and job performance are interconnected where either of them demonstrates 

how or whether an employee has completed his allocated job efficiently and effectively. There are 

various definitions for the term ‘performance’, whatever may be the relevance of this variable, it 

is vital for meeting the organizational goals and also for individual accomplishments. The 

organizational performance could be defined as, a group of people working together in meeting 

organizational goals and objectives, whereas an individual uses his existing skills and abilities in 

meeting the organizational goals and objectives is referred as employee performance (Patel, 2013). 

Even though both organizational performance and job performance aims at achieving 

organizational goals and objectives either of them is achieved through different factors.  

 

The organizational performance is related to collectively aiming at achieving goals and objectives 

(Pathirage et al, 2004), whereas when an individual use resources efficiently to meet the goals and 

objectives it is related to job (Sonnentag et al,2008). It is to be noted that the proposed research 

will only be focusing at organizational performance in a generic way and more in-depth study 

would be conducted on the impact of motivation and employee performance. The ultimate benefit 

in developing and improving performance will only be for the respective organization. In short 

term and as well as in long term organizations can benefit due to the high performing employees. 

(Ali et al, 2016).  

 

Recently it has been found that many organizations are investing in employee development mainly 

due to the fact that employee performance is directly related to success of an organization (Hameed 

&Waheed, 2011).  

 

Organizations should give more importance for employee development, since it would ensure that 

employees are efficient and effective and as well as motivated which would reduce the employee 

turnover rate. (Bocciardi, 2017). Although, the financial elements in such developmental activities 
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are high, the return can be both in the form of tangible and intangible as well. Tangible return can 

be in the form of less wastage, profit turnover, increase in productivity etc. whereas intangible 

forms could be, increase in good will and brand name, employee retention and loyalty. These 

factors can give the organization a special space in the market and also among the competitors. 

But the vital and challenging job is to find which are the motivating factors which would impact 

employee motivation and performance (Dobre, 2013). 

 

2.4 Influence of financial incentives on employee motivation and performance  

Meeting the basic necessities for him and the family in a regular and long-term basis is the primary 

aim of any individual working in an organization. Financial incentives in the form of wages, 

allowances, health insurance etc. are offered at the beginning of employment. (Kumar et al, 2015).  

It has been proven in research, that these factors have a pivotal role in affecting the employee 

attitude towards his work. Secondly, a good working culture and environment, job retention can 

be achieved through financial rewards. But the main issue is that which monetary factors influence 

the most and if any would do, which are those? Bonus and increment can be given to employee as 

per the performance although salary can be decided at the point of appointment. It has been found 

by various researchers that employees rank ‘money’ as the highest motivator for an individual but 

there is a lack of research in regards to which monetary incentive ranks high as a monetary factor. 

An employee takes it as a challenge when performance is linked to bonuses. But in contrary, there 

has been some research, which has found that bonuses are definite expectation and is connected to 

be a vital monetary incentive in motivating an employee and whereby increasing the performance 

Hoole (2014). As per Fu & Deshpande (2014), the highest ranking monetary motivating factor is 

salary and it has highest impact on employee performance. 

 

2.5 Influence of non-financial incentives on employee motivation and performance  

When rewards are connected to non-financially, we group them into the category of nonfinancial 

motivators. For example, incentives such as working condition, employee engagement, 

performance appraisal, job security and training. The following section will critically analyze on 

the research objective, whether non-financial incentives have a direct impact on employee 

motivation and performance. 
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2.5.1 Working Conditions  

Every organization strives to achieve some internal objectives such low sick leave, reduction in 

employee turnover, improved employee productivity and performance and these elements can only 

be achieved through a good and healthy working condition (Ahmad & Salman, 2015). 

Interestingly, there is a lack of consensus into the argument whether working condition could 

possibly improve employee motivation and eventually their performance. Every employee expects 

to have a safe and secured working condition however, there is a lack of research which states that 

whether non-financial incentives would enhance their motivational and performance levels. As per 

Ahmad & Salman (2015), employee is motivated and their performance improves when they find 

organizational environment which suits their needs and abilities. Eventually, they become part of 

the organization and the level of satisfaction increases leading to more concentration at work and 

meeting their goals and objectives. However, this can only be a stimulator for short time 

satisfaction which can diminish over time. As per Kahya (2007), terrible working condition can 

have a negative impact on employee performance and productivity thereby detrimental on 

employee wellbeing. Employees might feel more stressed, depressed and high level of anxiety in 

such working environment (Sekhar et al, 2013). Therefore, it can be argued that majority of the 

employee prefer to work in organizations which having good working culture rather than unhealthy 

environment. Henceforth, various research has concluded that good working condition has direct 

impact on employee performance and productivity.  

 

2.5.2 Employee Engagement  

Management who are involved in employee engagement are considered to be very interested in 

employee suggestions and reviews. Employee engagement helps in increasing employee 

motivation and commitment by inducing employees with a sense of accountability, loyalty and 

respect from the management side. An organization’s performance and development are directly 

related to employee engagement activities. An organization which has more interest in employee 

engagement will have low rate of employee turnover, fewer job-related accidents, high customer 

satisfaction, absenteeism and improvement in organization productivity. There are various 

researches that has found employee engagement as an important non-financial motivator (Mehta, 

2013). However, there is a lack of research in regards to how and why employee engagement is 

having a positive correlation to employee motivation and performance. Interesting it has also been 
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found as an influential tool for increasing employee commitment since, it gives them a feeling that 

their opinions are ideas are valued by the management. However, as per Galagan (2015) research, 

he found that employee engagement leads to waste of time other resources since it might just give 

a wrong intimation that employee with minimal effort is happy for his output in comparison to that 

employee who has made his best effort to increase his performance and productivity. Google, is 

one of those organization who have successfully collaborated employee engagement in its 

employee motivations strategies for their organization success like many other leading firms. In 

Google, they have set up a “people analytics team” who will conduct study on regular basis to 

understand what employee needs today as against tomorrow/future. It is conducted through a 

survey among the employees in which they can list their needs and the necessities and the benefit 

of these needs if they are provided. Once the data is collected, the analytics team will create a 

program which will be equipped with these needs that they can thrive for. Google has organized a 

working environment where there is a sense of transparency and trust among the employees, and 

it was also found that the success of Google was mainly because their employees love their job. 

As per the People Analytics and compensation Vice-president of Google states that ‘One of the 

tenets we strongly believe in is, if you give people the freedom, they will amaze you’.  

 

Henceforth, it can also be argued that in the case of Google, employee engagement has played an 

important role as a non-financial motivator for employee performance and motivation. There are 

several other organizations who have given immense importance for employee engagement just 

like Google. For example, Virgin Atlantic, Royal Bank of Scotland and Standard Chartered Bank. 

But it is to be noted that not all organization incorporate employee engagement in a 

straightforward. But firms like Allgemeine Elektricitäts Gesellschaft (AEG) consider employee 

engagement surveys are too complicated therefor, modifications in welfare and training programs 

will be more beneficial for employees. 

 

2.5.3 Performance Appraisal  

Every management will set up goals and objectives for their employees. Hence, employees should 

be able to assess how well they have been performing their jobs and meeting their assigned goals 

and objectives. Alongside of self-assessment employees should also receive constructive feedback 

from their managers or supervisors to improve their skills and also to develop. Employee 
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performance is usually measured in organizations through performance appraisals which are 

conducted in a regular basis. However, there is a lack of research conducted to the hypothesis 

whether performance appraisal has a direct impact on employee engagement and performance? As 

per Chen & Silverthorne (2008), there are three types of performance appraisal;  

a) Appraisal based on employee’s output deliverable. In which the productivity of an 

employee over a period of time is assessed by his manager. 

b) Appraisal by the supervisor’s by comparing to their peer or subordinates in case if it was a 

group project with common goals and objectives.  

c) Self-appraisal, in which employee set up own goals and objectives and measure against 

them. 

An employer usually reaches at an agreement with the employee in which he states each of the 

expected employee’s goals, objectives and task targets and it is made aware to them on a regular 

basis. However, it is to be noted the abovementioned agreement is a usual organization procedure 

conducted on a regular basis rather than as a non-financial motivator for employee motivation and 

performance. In one of the researches, it was found that most of the managers and employees found 

appraisal process as a big issue. They also mentioned that they use to dislike the process and it is 

also a dreadful task in their work calendar (Cuneen, 2006). In most of the cases, it concludes as a 

usual organization procedure whereby the employer and employee involve in shallow discussion 

and reiterate the same goals and objectives, whereby the main objective of the procedure is left out 

i.e., employee performance improvement. As per Coens & Jenkins (2000), there are major issues 

even at the basic set up of planning and objective setting. It was in Winston’s (1997) study that he 

pointed that the appraiser should be qualified enough to conduct the appraisal procedure and the 

appraisal system should be designed in such a way that could bring clarity, equality and able to 

identify productivity through rewards. Henceforth, it can be concluded that further research is 

required to find out whether performance appraisal is a non-financial motivator for employee 

motivation and performance but it is definitely a good tool for measuring performance. 

 

2.5.4 Job Security  

Job security is a sense of safety in retaining their current job in the organization and also a sense 

of feeling that they will be able to retain this job for a long term. There are several factors which 

lead to job security sense for an employee. For example, salary, employee developmental activities 
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and also for providing good living condition for themselves and for his/her family. However, due 

to recent economic downturn there has been a regular staff reduction which can also be part of 

mergers, cost-cutting and reducing overheads. Job security is also having a psychological effect 

on employee, when an employee is having a job insecurity it has a negative impact on his 

performance and also on his lifestyle (Rizvi et al, 2012). As per Sekhar et al (2013), job security 

motivates an employee to work towards attaining goals and objectives since he has a guaranteed 

income which will have a positive impact on his lifestyle and thereby improving the productivity. 

However, there is still lack of research in regards to whether job security is a non-financial 

motivator. 

 

However, as per Leung (2009), it was found that when employees have a feeling security in his 

job, he is interested in investing more time and effort in the organization and also tend to have long 

term commitment to the management which can also be termed as employee motivation and 

performance. 

 

2.5.5 Training  

Most of the organization provides training for their employee to improve their skills and talents 

and also to equip with latest developments. Training can have several benefits for the organization 

such as; career development, promotion within the organization and diversity development. An 

employee’s skills can be improved through good training programs and which can impact 

employee job performance as well. Through, a better job performance will be eligible for 

promotion and also for various monetary benefits. Sense of job security and earning potential also 

increases among the employees due to skill development (Kulkarni, 2013). Hence, the researcher 

posed the questions whether training can be non-financial motivator and impact employee 

performance? In a case study on Mattel, a toy manufacturer, it was found that management made 

it mandatory for full time employees to undergo 66.5 hours training on an annual basis and also 

the part time employees should undergo 53 hours of training annually for increasing employee 

commitment and also for self-development. It was also found that 31% of open positions in the 

firm was filled by internal employee which was considered as the return on investment by the 

management (Caccamese, 2013). 
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Although, it is evident that big corporation like Mattel do heavily invest on training programs but 

whether it leads to employee performance is still to be further looked into. It is also not clear 

whether training and performance are correlated to each other. However, there are some research 

which has contributed towards this correlation for example, a research was conducted over 100 

employees and enquired the factors which lead to employee performance and productivity. And 

majority of the employees responded that training and motivation as the two main factors (Khan, 

2012). Other variable followed by the training and motivation were management attitude and 

organization culture. 

 

As per Ahmad& Salman (2015), training programs have an important role in improving employee 

performance. This has also motivated many organizations in investing in training and 

developmental programs for their employees. 

 

2.6 Relationship between employee motivation and employee performance  

From the abovementioned examples on Google and Virgin has proven that employees who are 

happy and satisfied in their job are highly motivated to work towards attaining goals and objectives 

thereby improving their performance. Henceforth, employee performance will directly impact on 

organizational productivity and success. Therefore, it can be said that motivation and employee 

performance are positively correlated. However, it has to be noted that both financial and non-

financial factors lead to employee motivation and thereby improving their performance level. 

There is a lack of evidences in relations to which financial and non-financial factors dominantly 

leads to motivation since there research outcomes were mixed responses. Employee performance 

is negatively affected when there is a lack of motivation leading to demoralized. When an 

employee is having a clear purpose and is motivated, he would work efficiently to achieves his 

/organizations goals and objectives effectively. Therefore, both employee and organization 

development is achieved. As Lathan & Pinder (2005), motivation and performance is positively 

correlated. As per the researchers it is the management’s responsibility to identify the required 

motivational variables and use them to motivate their employees which would directly impact their 

performance. When an organization is able to identify motivational factors accurately, 

management can design effective motivational programs and performance appraisal schemes. 

Virgin, Google and Mattel were good case studies which stated that financial nonfinancial 
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incentives are used mainly for employee performance and not only for employee retention. Hence, 

it can be argued that employee motivation and employee performance are positively correlated. 

 

2.7 Theoretical Literature Review 

 

There are two prominent motivational theories which explains conceptually the relationship 

between motivation and performance, i.e. Herzberg and Maslow’s need hierarchy. Both Google 

and Virgin Atlantic have been using these conceptual frameworks as a guideline for creating their 

motivational techniques and policies (Dudovsky, 2012; Martin, 2012).  

2.7.1 Herzberg Theory  

Two-factor theory was developed by Frederick Herzberg which is also known as 

motivation/hygiene theory, it is a widely-accepted theory in the research field of motivation and 

related topics (Haque et al, 2014). As per his theory, there are two categories of motivating factors; 

a) Non-monetary factors are termed as hygiene motivating factors by the author, for example, 

individual satisfaction, appreciation and acceptance.  

b) Monetary factors were categorized under the second dimension which would motivate 

employees for example, wages, incentives etc. The following diagram illustrates the Herzberg two-

factor theory and various motivating factors. 

 

 

 

 

 

 



 

22 | P a g e  
 

 

Figure 1: Herzberg Two Factor Theory (Haque et.al, 2014 

As per his research, when hygiene factors are promoted among the organization, the level of 

dissatisfaction among employee’s decreases and when employees are exposed with monetary 

factors the level of satisfaction increases. 

2.7.2 Maslow’s Theory  

 

Maslow’s Theory which is popularly known as Maslow’s Need Hierarchy is very much interlinked 

to Herzberg’s Theory. There are five levels of needs as per Maslow; Basic needs, Security, 

Belonging and love, Esteem and Self-Actualization. Needs of a person should be met as per the 

lower to higher level to increase the productivity of the Individual. Maslow’s Need Hierarchy is 

used by several organizations for designing their motivational strategies and one of them is HSBC 

bank (Baker & Hart, 2008). 
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Figure 2: Maslow's Hierarchy of Needs (Latham, 2012) 

 

As per the researcher, human needs cannot be completely accomplished or neither fulfilled. Even 

if their needs are met, the previous factors that motivated the person cannot be a trigger for further 

motivation and satisfaction. The above statements are vital since, the organization should be able 

to assess and identify the level of satisfaction among the employees and design the techniques 

which can meet their level of needs as per the above diagram.  

 

It is to be noted that there is enormous amount of research that has been conducted in the field of 

employee motivation, which has even looked at its direct impact on employee performance and 

organizational productivity. However, relying on any of these researches would be difficult since 

most of these have taken different approaches in identifying the monetary and non-monetary 

transactions. 
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Henceforth, we can also argue that when an employee’s need has been met and fulfilled, he/she is 

no longer interested in gaining the same need thereby, it stops to be an indicator of motivation. 

Since, the level of motivation does have a positive impact on the employee performance and 

productivity; the organization should take utmost care in locating where actually the employee 

belongs in the hierarchical pyramid. And as per that motivation should be designed and directed 

towards these employees. There is enormous amount of research that has been conducted to 

evaluate the need and requirement of motivating employees in an organization. However, there are 

various types of approaches and strategies produced by the abovementioned research which makes 

it difficult to rely on any specific type of financial and non-financial techniques and strategies. 

a) Monetary Factors: These are factors which would induce an employee to work or be productive 

due to monetary returns like salary, incentives, discount coupons, vouchers etc.  

b) Non-monetary factors: A trigger or motivator which promotes an individual to complete a task 

for individual satisfaction in return of recognition, self-satisfaction or acceptance, we term it as 

nonmonetary factors. There are other examples as well; fairness and goals, self-learning 

opportunity, self-accomplishment etc. 

 

Due to market crisis, slower growth in the economy and restructuring of organizations resulting in 

job losses, employees are forced to work for less money and for longer hours. Hence, organizations 

strive their best to identify the financial incentives which can increase the employee performance 

and eventually meeting the goals and objectives of the organization with less wastage of resources. 

Due to the high costs associated with living, where the costs of basic necessities have increased, 

none of the individuals are accepting jobs with a lesser payout.  

 

Researcher has proven that monetary factors are more effective than non-monetary factors in 

motivating employees in a banking or financial industry (Delic et al, 2017). One of the reasons for 

such a finding would be because it is the nature of Banking industry and employees are driven by 

monetary incentives rather than any other. However, it is to be noted that most of the organizations 

ignore the importance of non-monetary factors even though it is cost effective and more effective 

than monetary factors. Research conducted by Uzonna (2013) has supported the above arguments 

in relation to the banking industry. The main aim of the proposed research is to clearly to identify 

which are the monetary and nonmonetary factors effecting employee performance within a bank. 
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It has to be well researched the influence of organizational culture and employee intervention in 

increasing employee performance although being considered as non-monetary factor. The question 

is that since ‘recognition’ is intangible sources of motivation, how it can effectively improve the 

level of performance and employee satisfaction in comparison to the tangible source of ‘financial 

rewards’. There is even more research, which have found that only monetary factors can affect 

employee performance and motivation and non-monetary factors cannot help in improving 

employee performance and productivity (Derfuss, 2016). It was also found in the literature review 

process, that there is a lack of consensus among researchers in regards to the notion whether it is 

monetary or non-monetary factors in reality effect the employee performance and satisfaction. 

Henceforth, it can be concluded that organizations should either opt monetary or non-monetary 

motivational techniques in order to enable employees to meet the organizational goals and 

objectives. The above statement has been supported by various multi-national companies such as 

Virgin Atlantic, Google, HSBC etc. 

 

2.8 Research Gap  

Empirical Literature evaluated the numerous challenges faced by the Zambian aviation sector and 

those of other developing economies resulted in several studies being carried out. There is no 

known study that has focused on impact of motivation on productivity in the aviation industry in 

Zambia, therefore, this study therefore sought to fill this knowledge gap. It is in this regard, that 

this research looked at; The impact of Motivation on Productivity in the Aviation sector in Zambia. 

 

2.9 Research Variables Arising from Literature  

According to Hopkins, (2008); in quantitative research the aim is to determine the relationship 

between one thing (an independent variable) Motivation and another (a dependent or outcome 

variable) Performance in a population. Quantitative research designs are either descriptive 

(subjects usually measured once) or experimental (subjects measured before and after a treatment). 
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2.10 Summary of Literature Review  

Motivation in the workplace is a broadly researched topic (Rynes et al, 2004, etc.). Earlier research 

has been conducted by Maslow (1943) and Herzberg (1959), who were pioneers at their subject. 

Lots of definitions have been composed, e.g. Herzberg's definition of motivation in the workplace 

is: performing a work-related action because you want to (Herzberg, 1959). And some 

disagreements took place about the importance of certain aspects, but consensus is in the facts that 

motivation is an individual phenomenon, it is described as being intentional, it is multifaceted and 

that the purpose of motivational theories is to predict behavior (Mitchell, 1982).  

 

The distinction between intrinsic and extrinsic motivation is also explained. Namely, individuals 

are intrinsically motivated when they seek enjoyment, interest, satisfaction of curiosity, self-

expression, or personal challenge in the work. And individuals are extrinsically motivated when 

they engage in the work in order to obtain some goal that is apart from the work itself (Amabile, 

1993). Both intrinsic and extrinsic motivators are important in motivating employees (Herzberg, 

1959). It must be argued that managers must not focus on the most important factors solely. Since, 

according to Herzberg (1959) managers need to address all hygiene and motivator factors to 

motivate employees. 
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CHAPTER 3 

RESEARCH METHODOLOGY 

 

3.0 INTRODUCTION  

 

This section of the research presents the research methodology and presents various aspects such 

as the research design, target population, sample size, methods of data collection, data analysis, 

limitations, ethical consideration among others. 

3.1 Research Design  

 

Saunders et al. (2003) describes research design as a procedure that provides answers to issues 

such as techniques to use to gather data, the kind of sampling strategies and tools to be used and 

how time and cost constrain will be dealt with 

A survey research design was employed in this study to investigate motivation and productivity of 

staff at Zambia Airports Corporation Limited. The thematic foundation of this research study rests 

on Herzberg's Two Factor Theory. This was a qualitative research study that offered an in-depth 

explanation of the phenomenon under investigation as well as generated information related to 

motivation and productivity. This design was considered relevant in asking the 'what' 'how' and 

'why' questions/elements that fed into the conceptual framework.  

3.2 Target Population  

 

Babie & Halley (2010) define target population as the entire aggregation of respondents that meet 

the designated set of criteria within a study. According to Onwuegbuzie & Leech (2005) a 

population element is the study subject and may consist of a person, an organization, customer 

database, or the amount of quantitative data on which the study measurement is being taken 

The population of this study comprised of all the employees of Zambia Airports Corporation 

Limited, because they were the basis of the study and provided the relevant answers to the study 

questions. The study population comprised of all the staff members who came from various 

departments within the organization. 
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The population was comprised of ramp operational staff, check-in counters staff, load-controllers, 

Aircraft engineers, Aircraft marshallers and key informants (Airport Manager’s office staff, 

support staff, among others) whom were randomly selected. 

3.3 Sampling Frame  

 

A sampling frame alludes to the arrangement of source materials from which the population is 

chosen (Turner, 2012), and that the reason for the frame is to give a way of picking the specific 

sample size from the target population that are to be interviewed in the study. Sampling frame can 

therefore be defined as the actual set of units from which a sample has been drawn (Verschuren, 

2009). The sampling frame for this study consisted of a list all employees that work at Zambia 

Airports Corporation Limited in Lusaka and it was obtained from the Human Resources 

department.  

3.4 Sampling Technique  

 

Statistical sampling techniques are the strategies applied by researchers during the statistical 

sampling process (Noy, 2008). The study employed a census sampling technique. According to 

Lohr (2010) a census is an investigation of each unit, everybody or everything, in a population. It 

is known as a complete identification, which implies a complete count. The census technique was 

used in the study to select the respondents from the list of employees provided by the human 

resource department in order to capture the entire population. This procedure was chosen by the 

specialist since it gave a genuine measure of the population with no sampling error, it likewise set 

a benchmark information that was gotten for future studies, and it offered a point by point data 

about the little sub-bunches inside the population. 

3.5 Sample Size  

 

A sample is defined as a small proportion of an entire population; a selection from the population 

(Lohr, 2010). Sample size determination is the act of choosing the number of observations or 

replicates to include in a statistical sample (Singh, 2008). The sample size is an important feature 

of any empirical study in which the goal is to make inferences about a population from a sample 

(Noy, 2008). Singh (2008) states that a sample is a subset of a population, but that subset is only 

useful if it accurately represents the larger population. To ensure that this was achieved, the 
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researcher focused on the target population only. Given that, the nature of the sampling technique 

selected for the study was a census, the sample size of the study was all the 70 employees that 

work at Zambia Airports Corporation Limited. 

Table 1: Structure of respondents 

TARGET GROUPS QUESTIONNAIRES 

Ramp/check-in/controllers staff 50 

Aircraft Engineers/Aircraft marshallers 10 

Key informants 10 

TOTAL  70 

 

3.6 Data Collection methods 

 

Data collection methods refer to the process of collecting data after the researcher has identified 

the types of information needed which is based on the research questions guiding the study 

(Fielding, 2010). The researcher used primary data for the study and a structured questionnaire 

was the tool that was used to collect primary data. Singh (2008) notes that structured questionnaires 

are easier to administer, analyze and economical in terms of time and money. The questionnaires 

were issued to the respondents through informal self-introduction. Each entity within the 

questionnaire was developed to tackle a specific research question to fit best in the research 

problem. Structured questionnaires were more convenient since employees were busy people and 

it was expected that they would have less time to take part in oral interviews. 

The questionnaire was specifically designed to meet the objectives of the study. A structured 

questionnaire was designed in Likert scale of 1-5; with 1 representing very low, 2 low, 3 average, 

4 high and 5 very high and was administered to respondents in the study area. Most of the questions 

were close ended with few open ended.  

3.7 Data Analysis  

 

Data analysis is the systematic organization and synthesis of the research data and the testing of 

research hypotheses, using those data (Creswell & Plano, 2010). Data analysis also entails 

categorizing, ordering, manipulating and summarizing the data and describing them in meaningful 
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terms (Pearson, 2010). As per Cooper and Schindler (2011), the reason for information analysis is 

to lessen aggregated information to a sensible size, creating synopses, searching for examples, and 

applying statistical techniques.  

Descriptive analysis was used to determine the proportions and frequency of the variables. 

Correlation tests were used to draw inferences about the population from the sample and Statistical 

Package for Social Scientists (SPSS) was used to facilitate the data analysis. The results were 

presented in the form of tables and figures. 

3.8 Ethical Issues  

 

The study involved discussions with key airport officials as well as airport staff from both the 

Zambia Airports Corporation Limited Airport management and operational staff which in itself 

demanded that care be taken for those taking time to provide information. The study ensured 

confidentiality as well as anonymity for all respondents. This instilled confidence and trust into 

the participants. Respondents were assured that the information would be analyzed and used for 

the purpose of the study only and that it was not used for any attribution. 

3.9 Limitations of the Study  

 

There was a limitation of time and budget in conducting field survey. During data collection, 

certain respondents were un-cooperative in providing information (confidentiality issues). 

Specifically, they were not interested to fill in certain questions. Lack of record keeping and 

documentation in the selected sections of the airport proved to be a challenge. 

3.10 Chapter Summary  

 

This chapter introduces the different techniques and methods the scientist embraced in leading the 

study with a specific end goal to answer the exploration questions brought up in the first chapter. 

The chapter is organized in the following way: the research design, population, sampling frame 

and technique, sample, data collection methods, sampling design and sample size, data analysis, 

ethical issues and limitations of the study. The following chapter concentrates on the study results 

and findings. 
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CHAPTER FOUR 

RESULTS 

 

4.0 INTRODUCTION  

This section of the research presents the results, data analysis and interpretation. It gives the 

demographic profile of respondents and then the key findings. 

The researcher distributed 70 questionnaires to the population and 66 were received. After the 

process of data cleaning which involved the scrutiny of the questionnaires to determine that they 

were completely filled and none had more than one response on a particular question, only 60 

remained. This gave the study a response rate of 85.7%. 

4.1 Demographic Profile of Respondents  

 

4.1.1 Age of Respondents  

 

The majority (48.3%) of the respondents were in the age group of 26 - 35 years, those in the age 

class of 36 - 45 years were represented by 20%, those between 46 - 55 years were represented by 

13.3%, 7% for respondents were below 25 years and 4% of the respondents were above 55 years. 

Table 2: Age of respondents 

 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid below 25 years old 7 11.7 11.7 11.7 

between 26-35 years old 29 48.3 48.3 60.0 

between 36-45 years old 12 20.0 20.0 80.0 

between 46-55 years old 8 13.3 13.3 93.3 

55 years and above 4 6.7 6.7 100.0 

Total 60 100.0 100.0  
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Figure 3: Age or respondents 

 

4.1.2 Gender of Respondents  

 

As revealed by the study, most respondents (75%) were male and 25% were female. 

 
Figure 4: Gender of respondents 
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4.1.3 Qualifications of respondents  

 

Most of the respondents (33.3%) were diploma holders, 25% had degrees, 25% had grade 12 

certificates only and 16.7 % were certificate holders. 

 

Table 3: Qualifications of respondents 
 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid degree 15 25.0 25.0 25.0 

diploma 20 33.3 33.3 58.3 

certificate 10 16.7 16.7 75.0 

grade 12 15 25.0 25.0 100.0 

Total 60 100.0 100.0  

 

 
Figure 5: Qualifications of respondents 
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4.1.5 Number of years of aviation work experience 

 

In trying to find out on the experience, respondents were asked to indicate their years of experience. 

The study found that the majority (48%) of the respondents were in the experience range of 0 - 10 

years, 23% were in the experience range of 11 - 20 years, 17%) were in the range of 21 - 30 years 

and 12% were above 30 years 

 

Table 4: Tenure/work experience of respondents 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid less than 1 year 2 3.3 3.3 3.3 

1-2 years 3 5.0 5.0 8.3 

2-3 years 7 11.7 11.7 20.0 

3-4 years 13 21.7 21.7 41.7 

5 years and above 35 58.3 58.3 100.0 

Total 60 100.0 100.0  

 

 
Figure 6: Tenure/work experience of respondents 
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4.2 Impact of Monetary Factors on Employee Performance 

 

The respondents were asked to rate various monetary factors using the scale ‘1 =Strongly 

Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree’. The results of the study 

were as follows: 

 

4.2.1 Use of Monetary Rewards 

 

The respondents were asked to indicate whether the organization used monetary rewards to 

motivate its employees and the results were as shown. Table 6 shows that 50% strongly 

disagreed, 16.7% disagreed, neutral 1.7%, agree 18.3% and only 13.3% strongly agreed. These 

results indicate that, the company did not use monetary rewards like base pay, merit pay, 

incentives, commission, bonus and healthy allowances to motivate its employees 

 

Table 5: Use of monetary rewards 

 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Strongly disagree 30 50.0 50.0 50.0 

Disagree 10 16.7 16.7 66.7 

Neutral 1 1.7 1.7 68.3 

Agree 11 18.3 18.3 86.7 

Strongly agree 8 13.3 13.3 100.0 

Total 60 100.0 100.0  
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Figure 7: Use of monetary rewards 

 

4.2.2 Use of Non-Monetary Rewards  

 

The respondents were asked to indicate whether the organization used non-monetary rewards to 

motivate its employees and the results were as shown. Figure 7 shows that 18.3% disagreed, 8.3% 

strongly disagreed, 3.3% were neutral, 50% agreed and 20% strongly agreed. These results show 

that the company used non-monetary rewards like recognition, decision making roles, promotion, 

flexible working hours and company uniforms to motivate employees. 
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Table 6: Non-monetary rewards 

 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid strongly disagree 5 8.3 8.3 8.3 

Disagree 11 18.3 18.3 26.7 

Neutral 2 3.3 3.3 30.0 

Agree 30 50.0 50.0 80.0 

strongly disagree 12 20.0 20.0 100.0 

Total 60 100.0 100.0  

 

 

 
Figure 8: Use of non-monetary rewards 

 

4.2.3 Money as an Incentive  

 

The respondents were asked to indicate whether they believed that money was a crucial incentive 

to work motivation and the results were as shown. Table 8 shows that 3.3% strongly disagreed, 
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5% disagreed, 8.3% were neutral, 21.7% agreed and 61.7% strongly agreed. These results show 

that the respondents believed that money was a crucial incentive to work motivation. 

 

Table 7: Monetary as an incentive 

 

Frequen

cy Percent 

Valid 

Percent 

Cumulative 

Percent 

 

Valid Strongly 

disagree 

2 3.3 3.3 3.3  

Disagree 3 5.0 5.0 8.3  

Neutral 5 8.3 8.3 16.7  

Agree 13 21.7 21.7 38.3  

Strongly 

agree 

37 61.7 61.7 100.0  

Total 60 100.0 100.0   

 

 
Figure 9: Monetary as an incentive 
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4.3.4 Value of Money  

The respondents were asked to indicate whether the respondents used the value of money to 

perform the function of a scorecard and the results were as shown. Table 8 shows that 8.3% 

strongly disagreed, 16.7% disagreed, 16.7% were neutral, 50% agreed and 8.3% strongly agreed. 

These results show that employees used the value of money to perform the function of a 

scorecard by which they assessed the value that the organization had placed on their services 

 

Table 8: Value of money 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Strongly disagree 5 8.3 8.3 8.3 

Disagree 10 16.7 16.7 25.0 

Neutral 10 16.7 16.7 41.7 

Agree 30 50.0 50.0 91.7 

Strongly agree 5 8.3 8.3 100.0 

Total 60 100.0 100.0  

 

 
Figure 10: Value of money 
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4.2.5 Perception of Rewards  

 

The respondents were asked to indicate whether rewards had been viewed as goals that employees 

generally strived for and the results were as shown. Table 9 shows that 50% strongly disagreed, 

16.7% disagreed, 1.7% were neutral, 18.3% agreed and 13.3% strongly agreed. This indicates that 

the organization’s rewards have not been viewed as goals that employees generally strive for. 

Table 9: Perception of rewards 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Strongly disagree 30 50.0 50.0 50.0 

Disagree 10 16.7 16.7 66.7 

Neutral 1 1.7 1.7 68.3 

Agree 11 18.3 18.3 86.7 

Strongly agree 8 13.3 13.3 100.0 

Total 60 100.0 100.0  

 

 

 
Figure 11: Perception of rewards 
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4.2.6 Employee Salary  

 

The respondents were asked to indicate whether salaries and other hygiene factors had led to a dis-

satisfaction of their employment and the results were as shown. Table 10 shows that 45% strongly 

disagreed, 21% disagreed and 8.3% were neutral, 13.3 agreed and 11.7% strongly agreed. This 

indicates that the employees’ salary and other hygiene factors have not led to a dis-satisfaction of 

their employment. 

 

Table 10: Employee salary 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Strongly disagree 27 45.0 45.0 45.0 

Disagree 13 21.7 21.7 66.7 

Neutral 5 8.3 8.3 75.0 

Agree 8 13.3 13.3 88.3 

Strongly agree 7 11.7 11.7 100.0 

Total 60 100.0 100.0  
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Figure 12: Employee salary 

4.2.7 Challenging Jobs  

 

The respondents were asked to indicate whether they found challenging jobs, feedback, cohesive 

work teams and other non-monetary factors more motivating than monetary factors and the results 

were as shown. Table 11 shows that 5% strongly disagreed, 8.3% disagreed, 20% agreed and 

66.7% strongly agreed. This indicates that the respondents find challenging jobs, feedback, 

cohesive work teams and other non-monetary factors more motivating than monetary factors. 

 

Table 11: Challenging jobs 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Strongly disagree 3 5.0 5.0 5.0 

Disagree 5 8.3 8.3 13.3 

Agree 12 20.0 20.0 33.3 

Strongly agree 40 66.7 66.7 100.0 

Total 60 100.0 100.0  
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Figure 13: Challenging jobs 

4.2.8 Quality of Work  

 

The respondents were asked to indicate whether the organization has observed a long-term 

enhancement on the quality of work and the results were as shown. Table 12 shows that 8.3% 

strongly disagreed, 30% disagreed, 31% were neutral and 30% agreed. This indicates that the 

organization has not observed a long-term enhancement on the quality of work as a result of the 

reward system in place 

 

Table 12: Quality of work 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid strongly disagree 5 8.3 8.3 8.3 

Disagree 18 30.0 30.0 38.3 

Neutral 19 31.7 31.7 70.0 

Agree 18 30.0 30.0 100.0 

Total 60 100.0 100.0  
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Figure 14: Quality of work 

4.2.9 Relationship between Monetary Incentives and Employee Performance  

 

The Pearson correlation test was conducted on the monetary incentives to determine the 

significance of the factors (the independent variables) and their impact on employee performance 

(the dependent variable). The study required P value ranged between 0.00 and 0.05 for significant 

factors. 

 

Table 13: Relationship between monetary incentives and employee performance 

 

Monetary Factors Correlations 

Use of monetary rewards like base pay, merit pay, incentives, commission, 

bonus and healthy allowances for motivation 

.355” 

.001 

Use of non-monetary rewards like recognition, decision making roles, 

promotion, flexible working hours and company uniforms for motivation 

.549” 

.000 



 

45 | P a g e  
 

Money being a crucial incentive to work motivation .615” 

.000 

Value of money as a measure / scorecard used to assess the value that the 

organization has placed on employee services 

.671” 

.000 

Rewards being viewed as goals that employees generally strive for, and as an 

instrument which provides valued outcomes 

.281” 

.007 

Salary and other hygiene factors leading to a dis-satisfaction of employment -.455” 

.000 

Organization observing long-term enhancement on the quality of work as a 

result of the reward system in place 

-.556” 

.000 

Challenging jobs, feedback, cohesive work teams and other nonmonetary 

factors motivating employee more than monetary factors 

.679” 

.000 

 

Table 13 shows that use of monetary rewards like base pay, merit pay, incentives, commission, 

bonus and healthy allowances for motivation was significant (P=0.001). Use of non-monetary 

rewards like recognition, decision making roles, promotion, flexible working hours and company 

uniforms for motivation was significant (P=0.000). Money being a crucial incentive to work 

motivation was significant (P=0.000). Value of money as a measure / scorecard used to assess the 

value that the organization has placed on employee services was significant (P=0.000). Rewards 

being viewed as goals that employees generally strive for, 37 and as an instrument which provides 

valued outcomes was significant (P=0.007). Salary and other hygiene factors leading to a dis-

satisfaction of employment was significant (P=0.000). Organization observing long-term 

enhancement on the quality of work as a result of the reward system in place was significant 

(P=0.000). Challenging jobs, feedback, cohesive work teams and other non-monetary factors 

motivating employee more than monetary factors were significant (P=0.000).  

 

4.3 Impact of Job Design on Employee Performance  

 

The respondents were asked to rate various job design factors using the scale ‘1=Strongly 

Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree’. 

 



 

46 | P a g e  
 

4.3.1 Job Design  

 

The respondents were asked to indicate whether they were happy with my job design and the 

results were as shown. Table 14 shows that 43.3% strongly disagreed, 45% disagreed, 1.7% were 

neutral, 6.7% agreed and strongly agree 3.3%. This indicates that employees were not happy with 

their job design in terms the tasks that they perform. 

 

Table 14: Job design 

 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Strongly disagree 26 43.3 43.3 43.3 

Disagree 27 45.0 45.0 88.3 

Neutral 1 1.7 1.7 90.0 

Agree 4 6.7 6.7 96.7 

Strongly agree 2 3.3 3.3 100.0 

Total 60 100.0 100.0  
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Figure 15: Job design 

 

4.3.2 Employee Involvement  

 

The respondents were asked to indicate whether the organization involves them in the job design 

and the results were as shown. Table 15 shows that 66.7% strongly disagreed, 25% disagreed, 5% 

agreed and 3.3% strongly agreed. This shows that the organization did not involve employees in 

the job design, thus demotivating them. 

Table 15: Employee involvement 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Strongly disagree 40 66.7 66.7 66.7 

Disagree 15 25.0 25.0 91.7 

Agree 3 5.0 5.0 96.7 

Strongly agree 2 3.3 3.3 100.0 

Total 60 100.0 100.0  
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Figure 16: Employment involvement 

 

4.3.3 Job Rotation  

The respondents were asked to indicate whether the company employs job rotation to help them 

learn new skills and the results were as shown. Table 16 shows that 53.3% strongly disagreed, 13.3% 

disagreed, 3.3% were neutral, 20% agreed and 10% strongly agreed. This shows that the company 

does not employ job rotation to help employees earn new skills and job independence. 

 
Table 16: Job rotation 

 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Strongly disagree 32 53.3 53.3 53.3 

Disagree 8 13.3 13.3 66.7 

Neutral 2 3.3 3.3 70.0 

Agree 12 20.0 20.0 90.0 

Strongly agree 6 10.0 10.0 100.0 

Total 60 100.0 100.0  
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Figure 17: Job rotation 

 

4.3.4 Employee Motivation  

 

The respondents were asked to indicate whether job rotation has been used in the organization to 

increase staff motivation and enthusiasm and the results were as shown. Table 17 shows that 8.3% 

strongly disagreed, 30% disagreed, 31% were neutral and 30% agreed. This indicates that job 

rotation was not used in the organization to increase staff motivation and enthusiasm. 

Table 17: Employee motivation 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid strongly disagree 5 8.3 8.3 8.3 

Disagree 18 30.0 30.0 38.3 

Neutral 19 31.7 31.7 70.0 

Agree 18 30.0 30.0 100.0 

Total 60 100.0 100.0  
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Figure 18: Employee motivation 

4.3.5 Management and Supervision Improvement  

The respondents were asked to indicate whether job rotation has been used in the organization to 

improve management and supervision in the organization and the results were as shown. Table 19 

shows that 16.7% strongly disagreed, 33.3% disagreed, 16.7% were neutral, 16.7% agreed and 

16.7% strongly agreed. This shows that job rotation in the organization has not improved 

management and supervision in the organization. 

Table 18: Management and supervision improvement 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Strongly disagree 10 16.7 16.7 16.7 

Disagree 20 33.3 33.3 50.0 

Neutral 10 16.7 16.7 66.7 

Agree 10 16.7 16.7 83.3 

Strongly agree 10 16.7 16.7 100.0 

Total 60 100.0 100.0  
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Figure 19: Management and supervision improvement 

 

4.3.6 Relationship between Job Design and Employee Performance  

 

The Pearson correlation test was conducted on the job design factors to determine the significance 

of the factors (the independent variables) and their impact on employee performance (the 

dependent variable). The study required P value ranged between 0.00 and 0.05 for significant 

factors. Table 19 shows that, happiness with the job design in terms of the tasks employees perform 

was significant to performance (P=0.005). Involvement in the job design, thus motivating 

employees to perform better was significant (P=0.001). Use of job rotation to help employees earn 

new skills and job independence was significant (P=0.000). Use of job rotation to increase 

employee motivation and enthusiasm was significant (P=0.000). Job rotation in the organization 

improving management and supervision in the organization was significant (P=0.032).  
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Table 19: Relationship between job design and employee performance 

 

Job Design Correlations 

Happiness with my job design in terms of the tasks they perform .291” 

.005 

Involvement in the job design, thus motivating us to perform better .353” 

.001 

Use of job rotation to help employees earn new skills and job independence -.490” 

.000 

Use of job rotation to increase employee motivation and enthusiasm -.490” 

.000 

Job rotation in the organization improving management and supervision in 

the organization 

.223’ 

.032 

 

4.4 Impact of Staff Training and Development on Employee Performance  

 

The respondents were asked to rate various staff training and development factors using the scale 

‘1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree’. 

4.4.1 Employee Training  

 

The respondents were asked to indicate whether they were trained to acquire and improve their 

knowledge and skills and the results were as shown. Table 20 shows that 6.7% strongly disagreed, 

6.7% disagreed, 3.3% were neutral, 63.3% agreed and 20% strongly agreed. This indicate that the 

employees are trained to acquire and improve their knowledge, skills and attitudes towards their 

work. 
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Table 20: Employee training 

 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Strongly disagree 4 6.7 6.7 6.7 

Disagree 4 6.7 6.7 13.3 

Neutral 2 3.3 3.3 16.7 

Agree 38 63.3 63.3 80.0 

Strongly agree 12 20.0 20.0 100.0 

Total 60 100.0 100.0  

 

 

 
Figure 20: Employee training 

 

4.4.2 Employee Training and Morale  

 

The respondents were asked to indicate whether training gives them high morale and the results 

were as shown. Table 21 shows that 5% were neutral, 35% agreed and 46.7% strongly agreed. 
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These results show that training gives employee’s high morale since they become more confident 

and feel motivated. 

 

Table 21: Employee training and morale 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid strongly disagree 2 3.3 3.4 3.4 

Disagree 5 8.3 8.5 11.9 

Neutral 3 5.0 5.1 16.9 

Agree 21 35.0 35.6 52.5 

strongly disagree 28 46.7 47.5 100.0 

Total 59 98.3 100.0  

Missing System 1 1.7   

Total 60 100.0   

 

 

 

 
Figure 21: Employee training and morale 
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4.4.3 Job Security  

The respondents were asked to indicate whether their training facilitated their sense of security at 

their workplace and the results were as shown. Table 22 shows that 0% were neutral, 16% agreed 

and 80% strongly agreed. This indicates that, since employees were trained, they have built a 

sense of security at their workplace. 

 

Table 22: Job security 

JOB SECURITY 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Strongly disagree 1 1.7 1.7 1.7 

Disagree 1 1.7 1.7 3.3 

Agree 10 16.7 16.7 20.0 

Strongly agree 48 80.0 80.0 100.0 

Total 60 100.0 100.0  

 

 
Figure 22: Job security 
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4.4.4 Employee Change Management  

The respondents were asked to indicate whether their training has helped them manage changes 

that have occurred by increasing their understanding involvement to new situations and the results 

were as shown. Table 23 shows that 6.7% strongly disagreed, 16.7% disagreed, 10% were neutral, 

16.7% agreed and 50% strongly agreed. This shows that employee training has helped them 

manage changes that have occurred by increasing their understanding and involvement and also 

adjust to new situations.   

Table 23: Employee change management 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Strongly disagree 4 6.7 6.7 6.7 

Disagree 10 16.7 16.7 23.3 

Neutral 6 10.0 10.0 33.3 

Agree 10 16.7 16.7 50.0 

Strongly agree 30 50.0 50.0 100.0 

Total 60 100.0 100.0  

 

 
Figure 23: Employee change management 
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4.4.5 Provision of a Mentor  

 

The respondents were asked to indicate whether as new recruits in the organization, they were 

given a mentor to guide and train them and the results were as shown. Table 24 shows that 5% 

strongly disagreed, 8.3% disagreed, 20% agreed and 66.7% strongly agreed. This indicates that 

while the employees were new recruits in the organization, they were given a mentor to guide and 

train them. 

Table 24: Provision of a mentor 

 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Strongly disagree 3 5.0 5.0 5.0 

Disagree 5 8.3 8.3 13.3 

Agree 12 20.0 20.0 33.3 

Strongly agree 40 66.7 66.7 100.0 

Total 60 100.0 100.0  

 

 
Figure 24: Provision of a mentor 
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4.4.6 Employee Orientation  

The respondents were asked to indicate whether their orientation in the organization helped them 

to familiarize themselves as well as get training while on the job and the results were as shown. 

Table 25 shows that 16.7% strongly disagreed, 33.3% disagreed, 16.7% agreed and 16.7% strongly 

agreed. This indicates that employee orientation in the organization did not help employees in 

familiarizing themselves as well as get training while on the job. 

 

Table 25: Employee orientation 

 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Strongly disagree 10 16.7 16.7 16.7 

Disagree 20 33.3 33.3 50.0 

Neutral 10 16.7 16.7 66.7 

Agree 10 16.7 16.7 83.3 

Strongly agree 10 16.7 16.7 100.0 

Total 60 100.0 100.0  

 
Figure 25: Employee orientation 
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4.4.7 Competitive Advantage  

 

The respondents were asked to indicate whether training has placed the organizations in the better 

position to face competition and the results were as shown. Table 26 shows that 13.3% strongly 

disagreed, 25% disagreed, 16.7% were neutral, 21.7% agreed and 23.3% strongly agreed. This 

indicates that employee training has placed the organizations in the better position to face 

competition and stay at the top. 

Table 26: Competitive advantage 

 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid strongly disagree 8 13.3 13.3 13.3 

Disagree 15 25.0 25.0 38.3 

Neutral 10 16.7 16.7 55.0 

Agree 13 21.7 21.7 76.7 

strongly disagree 14 23.3 23.3 100.0 

Total 60 100.0 100.0  

 
Figure 26: Competitive advantage 
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4.4.8 Relationship between Training and Development and Employee Performance  

 

The Pearson correlation test was conducted on the training and development factors to determine 

the significance of the factors (the independent variables) and their impact on employee 

performance (the dependent variable). The study required P value ranged between 0.00 and 0.05 

for significant factors. 

 

Table 27: Relations between employee training and performance 

 

TRAINING AND DEVELOPMENT CORRELATION 

Training giving employees high morale and building their confidence 

levels 

.086 

.413 

Employee training facilitating the building of a sense of security within the 

workplace 

.233’  

.026 

Training helping employees to manage organizational changes .271”  

.009 

New recruits in the organization being given mentor(s) to guide and train 

them  

.408”  

.000 

Staff orientation that facilitates their familiarization and training on the job .789”  

.000 

Staff training placing the organizations in the better position to face 

competition 

.938”  

.000 

 

Table 27 shows that, employee training gives employee’s high morale and building their 

confidence levels was insignificant (P=0.413). Employee training facilitating the building of a 

sense of security within the workplace was significant (P=0.026). Training helping employees to 

manage organizational changes was significant (P=0.009). New recruits in the organization being 

given mentor(s) to guide and train them was significant (P=0.000). Staff orientation that facilitates 

their familiarization and training on the job was significant (P=0.000). Staff training placing the 

organizations in the better position to face competition was significant (P=0.000).  
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4.5 Chapter Summary  

 

This chapter has presented the findings of the study by giving brief explanations on the figures 

presented. The findings have been presented in the form of figures and tables. Frequency analysis 

has been used to give percentages, descriptive analysis has been used to give the means and 

standard deviations, Pearson Correlation has also been used for analysis. The next chapter gives 

the study’s discussion, conclusion and offers recommendations. 
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CHAPTER FIVE 

DISCUSSION OF FINDINGS 

 

5.0 INTRODUCTION  

 

This chapter presents the discussion on the findings of the study based on the data interpretation  

and analysis.  

 

The study established that the aviation industry is using different motivation means in order to 

attract, retain and consequently improve the performance of staff through incentives, bonuses, 

promotion and training programs. Staff are given opportunities and where necessary to go for their 

training and development. This is in line with Grififeth and Horn (2001) who found that 

organizations recognize employee potential and invest into its employees through training and 

development and other means in order to maintain and retain them within the organizations. 

The purpose of this study was to determine the impact of motivation on employees’ performance 

in the aviation industry using the case of Zambia Airports Corporation Limited, Lusaka. The study 

was guided by the following research questions:  

1. How do monetary factors impact the performance of employees at Zambia Airports 

Corporation Limited?  

2. How does job design impact the performance of staff Zambia Airports Corporation 

Limited?  

3. And, how does staff training and development impact the performance of employees at 

Zambia Airports Corporation Limited? 

 

The study adopted a descriptive research design. The population of this study comprised of all the 

employees of Zambia Airports Corporation Limited, Lusaka. The sampling frame for this study 

consisted of a list all employees that work at Zambia Airports Corporation Limited and was 

obtained from the Human Resources department. The census technique was used in the study to 

select the respondents from the list of employees provided by the human resource department in 

order to capture the entire population, thus, the sample size of the study was 70. Primary data for 

the study was collected using a structured questionnaire. Descriptive analysis was used to 
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determine the proportions and frequency of the variables. Correlation tests were used to draw 

inferences about the population from the sample and Statistical Package for Social Sciences 

(SPSS) was used to facilitate the data analysis. 

 

5.2 DISCUSSIONS  

 

5.2.1 Impact of Monetary Factors on Employee Performance  

 

The study showed that Zambia Airports Corporation Limited did not use monetary rewards to 

motivate its employees as shown by 66.7% of the respondents that disagreed compared to the 

31.6% that agreed to the statement. These results differ with Armstrong (2007) who indicates that 

rewards are used by organizations to motivate employees and that monetary rewards include base 

pay, merit pay, incentives, commission, bonus and healthy allowances. 

 

The study showed that Zambia Airports Corporation Limited used non-monetary rewards to 

motivate employees as shown by 70% of the respondents that agreed compared to the 26.6% that 

disagreed to the statement. These results are in tandem with Armstrong’s (2007) observation, that 

nonmonetary rewards are used by organizations to motivate employees and they include 

recognition, decision making roles, promotion, flexible working hours and company uniforms. He 

further indicated that employees are rewarded in accordance with their contribution, skill and 

competence and their market worth. 

 

The study showed that the employees of Zambia Airports Corporation Limited believed that 

money was a crucial incentive to work motivation as shown by 83.4% of the respondents that 

agreed compared to the 8.3% that disagreed to the statement. These results are similar to Robbins 

et al.’s (2013) study where he found that, money was the crucial incentive to work motivation 

because it was the vehicle by which employees could purchase the numerous need-satisfying 

things they desired. 

 

The study showed that the organization rewards had not been viewed as goals that employees 

generally strived for as shown by 66.7% of the respondents that disagreed compared to the 31.6% 
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that agreed to the statement. These results differ with Armstrong (2007) who states that, rewards 

can act as a goal that employees generally strive for, and as an instrument which provides valued 

outcomes. The results also differ with Langton & Robbins (2007) state that, it is also a symbol 

which indicates the recipient’s value to the organization and can act as a general reinforce because 

it is associated with valued feedback. 

 

The study showed that the salary and other hygiene factors at Zambia Airports Corporation 

Limited had not led to a dis-satisfaction of the employees as shown by 66% of the respondents that 

disagreed compared to 24.7% of the respondents that agreed to the statement. These results differ 

with Robert & Shen (1998) who point out that, salary and other hygiene factors yielded dis-

satisfaction and only motivators directly influence motivation beyond the psychological neutral 

level. 

 

The study revealed that the employees at Zambia Airports Corporation Limited found challenging 

jobs, feedback, cohesive work teams and other non-monetary factors more motivating as compared 

to monetary factors as shown by 86.7% of the respondents that agreed compared to the 13.3% that 

disagreed to the statement. These results are in tandem with Ellis & Pennington (2014) who 

suggested that, various devices can be used to get employees to do something, but that is a far cry 

from making people want to do something in this regard, non-monetary rewards apply. 

 

The study showed that the organization has not observed a long-term enhancement on the quality 

of work as result of the reward system in place as shown by 38.3% of the respondents that 

disagreed compared to the 30% that agreed to the statement. These results are in tandem with 

Pfeffer (1998) as quoted by Armstrong (2007) who contends that employees do work for money 

but they work even more for meaning in their lives. Where there is no meaning of work, there is 

greater loss of loyalty and commitment and pay should therefore not substitute for a working 

environment high on trust, fun, and meaningful work. 

 

 

 



 

65 | P a g e  
 

5.2.2 Impact of Job Design on Employee Performance  

 

The study showed that employees at Zambia Airports Corporation Limited were not happy with 

their job design in terms of the tasks that they performed as shown by 88.3% of the respondents 

that disagreed compared to the 10% that agreed to the statement. These results concur with Bates 

(2006) who notes that, currently it is believed that most of the employees are not happy with their 

job design or not assigned with the tasks that they feel encouraged and motivated to perform. An 

effective job design brings involvement of an employee in work related activities which clearly 

forecasts employee output, departmental productivity and organizational success. 

 

The study revealed that, Zambia Airports Corporation Limited did not involve its employees in 

the job design as shown by 91.7% of the respondents that disagreed compared to the 8.3% that 

agreed to the statement, thus demotivating them. These results differ with Bakker, Albrecht & 

Leiter (2011) who state that, when employees get involved and are familiar with the job design 

they become more motivated to take active part in the achievement of organizational goals and as 

a result performance of employees increases which positively impacts the outcomes. 

The study showed that Zambia Airports Corporation Limited did not employ job rotation to help 

employees learn new skills and job independence as shown by 66.6% of the respondents that 

disagreed compared to the 30% that agreed to the statement. These results differ with Bennett 

(2013) who states that, job rotation is a planned replacement of employees among jobs in a period 

of time for one or more goals of earning skills and job independence; increasing motivation, job 

performance and productivity. 

 

The study revealed that job rotation was not used in the organization to increase staff motivation 

and enthusiasm as shown by 38.3% of the respondents that disagreed compared to the 30% that 

agreed to the statement. These results differ with Bennett (2013) who noted that, the main objective 

of job rotation is regularly shifting employees from a job to another in order to increase their 

motivation and enthusiasm. 

 

The study showed that, job rotation in the organization had not been used to improve management 

and supervision within the organization as shown by 50% of the respondents that disagreed 
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compared to the 33.4% that agreed to the statement. The study also showed that job rotation had 

not helped the organization to form an interactive control mechanism. These results differ with 

Bennett (2013) who states that, job rotation improves management and supervision in an 

organization; it can effectively avoid organizational corruption. Job rotation can help form an 

interactive control mechanism in the organization; moreover, members of these special networks 

can rely on and support each other under certain circumstances. 

5.2.3 Impact of Staff Training and Development on Employee Performance  

 

The study showed that Zambia Airports Corporation Limited employees were trained to acquire 

and improve their knowledge, skills and attitudes towards their work as shown by 83.3% of the 

respondents that agreed compared to the 13.4% that disagreed to the statement. These results 

concur with to Cole (2011) who states that, the main purpose of training is to acquire and improve 

knowledge, skills and attitudes towards work related tasks. 

 

The study revealed that the training received, gave employees high morale since they became more 

confident and felt motivated as shown by 81.7% of the respondents that agreed compared to none 

that disagreed to the statement. These results concur with to Cole (2011) who states that, there are 

many benefits associated with training, which include: high morale and states that, employees who 

receive training have increased confidence and motivations; lower cost of production and lowers 

turnover rate. 

 

The study showed that the training given to Zambia Airports Corporation Limited employees had 

built a sense of security for them at their workplace as shown by 96% of the respondents that 

agreed compared to none that disagreed to the statement. These results concur with to Cole (2011) 

who states that, training brings a sense of security at the workplace which in turn reduces labor 

turnover and absenteeism is avoided. 

 

The study showed that employee training had helped them manage changes that had occurred by 

increasing their understanding and involvement and also adjust to new situations as shown by 

66.7% of the respondents that agreed compared to 23.4% that disagreed to the statement. These 

results concur with to Cole (2011) who states that, training helps to manage change by increasing 
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the understanding and involvement of employees in the change process and also provides the skills 

and abilities needed to adjust to new situations. Cole (2011) further states that training provides 

the skills and abilities needed to adjust to new situations; provide recognition, enhanced 

responsibility and the possibility of increased pay and promotion; and help to improve the 

availability and quality of staff. 

 

The study showed that, when the employees were new recruits in the organization, they were given 

a mentor to guide and train them as shown by 86.7% of the respondents that agreed compared to 

the 13.3% that disagreed to the statement. These results concur with Torrington et al. (2005) who 

state that, mentoring offers a wide range of advantages for development of the responsibility and 

relationship building. It also concurs with McCourt & Eldridge (2013) who state that, the practice 

is often applied to newly recruited graduates in the organization by being attached to mentor who 

might be their immediate managers or another senior manager. 

 

The study revealed that, the orientation of new employees in the organization did not help them to 

familiarize themselves as well as get training while on the job as shown by 50% of the respondents 

that disagreed compared to the 33.4% that agreed to the statement. These results differ with 

Wognum (2011) who states that, orientation involves getting new employees familiarized and 

trained on the new job within an organization. During this process, they are exposed to different 

undertakings for example the nature of their new work, how to take on their identified tasks and 

responsibilities and what is generally expected of the employees by the organization. 

 

The study showed that, employee training had placed the organizations in a better position to face 

competition and stay at the top as shown by 45% of the respondents that agreed compared to the 

38.3% that disagreed to the statement. These outcomes agree with Wright and Geroy (2011) who 

express that, employee training plays an imperative part in enhancing performance and also 

expanding profitability. This thus prompts putting organization in the better positions to face 

rivalry and stay at the top. 

 

 

 



 

68 | P a g e  
 

 

SUMMARY OF FINDINGS 
 

The study revealed that Zambia Airports Corporation Limited did not use monetary rewards to 

motivate its employees. The study showed that the company used non-monetary rewards like 

recognition, decision making roles, promotion, flexible working hours to motivate employees. The 

study showed that the employees indicated that they believed that money was a crucial incentive 

to work motivation and that most of them used the value of money to perform the function of a 

scorecard by which they assessed the value that the organization had placed on their services. The 

study showed that the organization rewards had not been viewed as goals that employees generally 

strived for, and that, the salary earned by employees had not led their dissatisfaction. The study 

showed that Zambia Airports Corporation Limited had not observed a long-term enhancement on 

the quality of work as a result of the reward system it had in place, even though its employees 

found challenging jobs, feedback, cohesive work teams and other nonmonetary factors more 

motivating than monetary factors. 

 

The study showed that employees at Zambia Airports Corporation Limited were not happy with 

their job design in terms of the tasks they performed and the organization did not involve them in 

the job design leading to their demotivation. It can be observed that the organization did not 

employ job rotation that would facilitate its employees to learn new skills at work and also increase 

their individual knowledge and experience, or decrease their burnout and exhaustion. From the 

study, it was revealed that, the management of the organization did not increase employees’ 

responsibilities by building their sense of self-management and self-sufficiency and neither did the 

employees find their jobs satisfying due to the lack of responsibility, freedom, and autonomy. 

The study showed that, Zambia Airports Corporation Limited employees acquire training aimed 

at improving their knowledge, skills and attitudes towards their work, as well as increase their 

morale and confidence in the job. It was revealed that, the employees in the organization have a 

sense of security built from their training and this facilitated their ability to manage changes and 

new situations that occurred within the organization. Employees at Zambia Airports Corporation 

Limited undertook courses and programs when they are off work to increase their skill level to 

enhance their security on the job, since they had noticed that they would not develop their skills 
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within the organization through things like internal transfers. Employee training had, however, 

placed the organizations in the better position to face competition and stay at the top, and it had 

facilitated the bridging of the performance gap by implementing a relevant training intervention 

that enhanced employee performance. 
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CHAPTER SIX 

CONCLUSION AND RECOMMENDATIONS 
 

6.0 Introduction  
 

This section of the research presents the conclusion and recommendations of the study. It also 

suggests future research. 

6.1 Impact of Monetary Factors on Employee Performance  

 

From the study it can be concluded that, Zambia Airports Corporation Limited does not use 

monetary rewards to motivate its employees, but rather it relies on non-monetary rewards like 

recognition, decision-making roles and flexible working hours to motivate its employees. The 

study concludes that, Zambia Airports Corporation Limited employees believe that money is a 

crucial incentive to work motivation and most of them used the value of money as a scorecard by 

which they assessed the value that the organization had placed on their services. From the study it 

can be concluded that Zambia Airports Corporation Limited had not observed a long-term 

enhancement on the quality of work as a result of the reward system it had in place, even though 

its employees found challenging jobs, feedback, cohesive work teams and other non-monetary 

factors more motivating than monetary factors. 

6.2 Impact of Job Design on Employee Performance  

 

From the study it can be concluded that employees at Zambia Airports Corporation Limited were 

not happy with their job design in terms of the tasks they performed and the organization did not 

involve them in the job design leading to their demotivation. It can be observed that the 

organization did not employ job rotation that would facilitate its employees to learn new skills at 

work and also increase their individual knowledge and experience, or decrease their burnout and 

exhaustion. From the study, it can be concluded that the management of the organization did not 

increase employees’ responsibilities by building their sense of self-management and self-

sufficiency and neither did the employees find their jobs satisfying due to the lack of responsibility, 

freedom, and autonomy. 
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6.3 Impact of Staff Training and Development on Employee Performance  

 

The study concludes that Zambia Airports Corporation Limited employees acquire training aimed 

at improving their knowledge, skills and attitudes towards their work, as well as increase their 

morale and confidence in the job. It can be concluded that the employees in the organization have 

a sense of security built from their training and this facilitated their ability to manage changes and 

new situations that occurred within the organization. Employee training had, however, placed the 

organizations in the better position to face competition and stay at the top, and it had facilitated 

the bridging of the performance gap by implementing a relevant training intervention that 

enhanced employee performance. 

6.4 Conclusion: 

 

This study has shown that the workers of Zambia Airports Corporation Limited in Lusaka, Zambia, 

are mostly motivated by financial incentives, while the corporation operate on non-financial 

incentives. This implies that motivation application is not in line with worker’s needs. Therefore, 

this evidence suggests that this might be responsible for low employee output recorded in the 

organization. Moreover, another finding in this study was that motivation influences productivity. 

This was because of the positive linear relationship established between them. Therefore, it can be 

concluded that motivation has high impact on productivity attainment in the Aviation Industry. 

The results of the investigation further established that productivity level recorded in the aviation 

Industry of Zambia, has no impact on company performance. Multiple regression analysis also 

reveals that there is high impact of motivation on productivity as well as low influence of resistance 

on productivity. This outcome also emphasis on the importance of motivation in reducing 

resistance among workers thereby increasing productivity. The methodology adopted for the study 

contributes to the actualization of the aim and objectives of the study. 
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6.5 Recommendations  

6.5.1 Recommendations for Improvement  

 

6.5.1.1 Impact of Monetary Factors on Employee Performance  

 

Zambia Airports Corporation Limited needs to re-evaluate its motivation structure since the study 

revealed that the employees believe that money is a crucial incentive to work motivation and most 

of them used the value of money as a scorecard by which they assessed the value that the 

organization had placed on their services. The study recommends that management retain the non-

monetary rewards as a cost-effective way of keeping the workforce highly motivated, but also 

include monetary rewards that should be linked directly to the compensation plan. 

6.5.1.2 Impact of Job Design on Employee Performance 

 

The study revealed that the Zambia Airports Corporation Limited did not practice various job 

designs like job rotations among other designs. This study therefore recommends that, managers 

at Zambia Airports Corporation Limited should provide and create a practical job rotation program 

and develop a comprehensive program for its electiveness. The study recommends managers to 

also provide optimal motivational systems that need to be determined for implementing job 

rotation policy, payment processes based on performance and particularly learning diverse skills 

in motivational systems, and assignment of responsibility and authority to employees while 

executing the process. This can be facilitated by the newly established strategic department. 

6.5.1.3 Impact of Staff Training and Development on Employee Performance  

 

The study showed that employee orientation in the organization did not help employees to 

familiarize themselves as well as get training while on the job. Zambia Airports Corporation 

Limited should ensure that those valuable individuals (the new hires) become engaged in the 

organization’s ongoing learning processes, through mentors, and this should go beyond 

communicating policies and procedures, the organization should create a shared vision by 

acclimating the new hires into the company culture and values, as well as the overall framework. 
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6.5.2 Recommendations for Further Studies  

 

The direct focus of this study was on Zambia Airports Corporation Limited based at Kenneth 

Kaunda International Airport and strictly among the employees at Kenneth Kaunda International 

Airport. The results therefore, were limited in terms of generalizability, and thus not a complete 

representative of the entire organization as Zambia Airports Corporation Limited has got other 

branches such as Livingstone (Harry Mwanga Nkumbula International Airport), Ndola (Simon 

Mwansa Kapwepwe International Airport) and Mfuwe International Airport. Given the numerous 

complex areas that surround the topic of employee motivation, that have not been covered by this 

study, additional studies need to be carried out, including replications of this study among other 

International Airports in Zambia and industries in order to have a detailed result of future studies. 

Additionally, it would be interesting to focus on demographics and staff motivation. Factors such 

socioeconomic status of staff, race of staff could offer more insight as to motivational factors for 

staff. Lastly it would be interesting to see if the results of this study were consistent with another 

sample in other International Airports in Zambia using the same design, research questions and 

instruments. 
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APPENDIX 

 

LETTER OF INTRODUCTION 

 

Dear Respondent, 

I am a student at University of Zambia (UNZA) pursuing a Master’s Degree in Business 

Administration. As a partial fulfilment of the Masters course, I am conducting a study on the effect 

of motivation on employee performance, a case study of Zambia Airports Corporation Limited, 

Lusaka. 

Your participation in this research is completely voluntary. There are no known risks to 

participation beyond those encountered in everyday life. I am assuring you that your responses 

will be purely for academic purposes and will remain highly confidential and anonymous. Data 

from this research will be kept under lock and key and reported only as a collective combined total. 

No one other than the researcher will know your answers to this questionnaire.  

Your assistance and cooperation will be highly appreciated and thank you for your assistance in 

this important endeavour. 

Yours Sincerely, 

 

 

Jimmy Mutale Chanda 
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QUESTIONNAIRE 

The general objective of this study is to determine the impact of motivation on employee’s 

performance in an organization. The study will focus on Zambia Airports Corporation Limited 

based in Lusaka at Kenneth Kaunda International Airport. The following questionnaire has been 

developed to help the researcher gather information necessary to answer the research questions of 

the study. Kindly fill it appropriately. 

PART A: Demographics 
 

Gender: 

Male [  ]    Female [  ] 

Age Group: 

Below 25 [  ]      26-35 [  ]  

36-45[  ]     46-55 [  ]  

56 and above [  ] 

Qualifications: 

Degree [  ]  Diploma [  ]  Certificate [  ]   Grade 12 [  ]    

Tenure: How long have you worked at Zambia Airports Corporation Limited? 

Less than 1 Year [  ]   1-2 Years [  ]   2-3 Years [  ]  

3-4 Years [  ]   5 Years and above [  ] 

 

PART B: Impact of Monetary Factors on Employee Performance? 
 

1. Using the key below, please indicate the extent to which you agree with each statement. how 

would you agree with the following statements in relation to monetary factors on employee 

performance? 

1= Strongly Disagree 

2=Disagree 

3=Neutral 

4=Agree 

5= Strongly Agree 
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Monetary Factors 1 2 3 4 5 

Our company uses monetary rewards like base pay, merit pay, incentives, 

commission, bonus and healthy allowances to motivate us 

     

Our company uses non-monetary rewards like recognition, decision 

making roles, promotion, flexible working hours and company uniforms 

to motivate us 

     

I believe that money is a crucial incentive to work motivation because it 

is what I can use to purchase the numerous need satisfying things I desire 

     

I use the value of money to perform the function of a scorecard by which 

I asses the value that the organization has placed on my services 

     

In our organization, rewards have been viewed as goals that employees 

generally strive for, and as an instrument which provides valued 

outcomes 

     

My salary and other hygiene factors have led to a dis-satisfaction of my 

employment 

     

Our organization has observed a long-term enhancement on the quality 

of work as a result of the reward system in place 

     

I find challenging jobs, feedback, cohesive work teams and other non-

monetary factors more motivating than monetary factors 
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PART C: Impact of Job Design on Employee Performance  
 

2. How would you agree with the following statements in relation to job design and employee 

performance? Using the key below, please indicate the extent to which you agree with each 

statement. 

1= Strongly Disagree 

2=Disagree 

3=Neutral 

4=Agree 

5= Strongly Agree 

Job Design 1 2 3 4 5 

As an employee, I am not happy with my job design in terms the tasks 

that I perform 

     

Our organization involves us in the job design, thus motivating us to 

perform better 

     

Our company employs job rotation to help us earn new skills and job 

independence 

     

Job rotation is also used on the organization to increase our motivation 

and enthusiasm 

     

Job rotation in our organization has improved management and 

supervision in the organization 

     

 

PART D: Impact of Training and Development on Employee Performance? 
 

3.How would you agree with the following statements in relation to staff training and development 

and employee performance? Using the key below, please indicate the extent to which you agree 

with each statement. 

1= Strongly Disagree 

2=Disagree 

3=Neutral 

4=Agree 
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5= Strongly Agree 

 

Training and Development 1 2 3 4 5 

Training gives me high morale since I become more confident and feel 

motivated 

     

Since I am trained, I have built a sense of security at my workplace      

My training has helped me manage changes that have occurred by 

increasing my understanding and involvement and also adjust to new 

situations 

     

While I was a new recruit in the organization, I was given a mentor to 

guide and train me 

     

My orientation in the organization helped me to familiarize myself as well 

as get training while on the job 

     

My training has placed my organizations in the better position to face 

competition and stay at the top 

     

 

Does motivation has effect on your performance? 

YES [    ]  NO [   ] 

 

This is the end of the questionnaire. Thank You 

 


