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ABSTRACT

The study set out to investigate the relationship between motivation and employee performance. The study had three objectives: To examine the motivation practices used in Natsave bank, to examine factors affecting employee performance in bank, and to establish the relationship between motivation and employee performance. The study used a transformative research design with mixed method analysis. To achieve the set objectives the study used purposive sampling in the selection of branches and convenience sampling in selecting the respondents. A sample size of 77 respondents was selected which comprised Northern Province of Zambia employees of Natsave bank. The study revealed that the bank carries out motivation of its employees in many ways including: Provision of wages and salaries, giving a sense of responsibility, promotion of consistently good workers and treating the workers equally. However, the study also revealed that the bank does not use motivation tools which include staff rotations, bonuses award and involvement of employees in decision making. The study further revealed that motivation is the major factor that affects employee performance. The study showed a significant positive relationship between employee motivation and the performance of Natsave bank. Conclusively, the researcher found out that motivation has a positive influence on employee performance and that if the management of Natsave bank strengthens their motivation practices, employees would perform more excellently, hence attaining organizational goals. In light of the findings, the research recommends that the management of Natsave Bank should review its pay package, fringe benefits and opportunities for growth to retain its workforce. Besides, rotation strategies should be formulated and be put in practice to encourage staff performance. Precisely, the study also recommended that all staff should be given bonuses if they meet the assigned targets, this will trigger significant results. Lastly, they should be involved in decision making which would ultimately bring sense of belongings and worthiness to the organization and spur performance.
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CHAPTER ONE

1.1 Introduction
There is a general consensus among academician the world over that performance and profitability of any institution hinges so much on motivated workforce that is committed to the good cause of the organisation. The financial services industry is one of the most competitive and highly globalised sectors largely due to the extensive use of information technology systems by firms operating in the sector. The financial industry has now become so vast that almost all the organizations are looking for ways and means that can help them attain a competitive advantage. Companies’ irrespective of their magnitude are looking for the best ways that can help them to retain employees. In order to fulfil all these things companies are looking for ways and means that is going to help them compete favourably in this dynamic and competitive environment. Employees in the workplace do not have the same needs hence motivating all employees with the same motivational tool will not be good for an organization. Therefore, it is essential for a manager to understand what really motives employees, without making assumptions. 

All in all, every organization employees are the bedrock for successful business. To be successful as a business requires the commitment and dedication of employees. 
Employees are therefore the first customers of every organization and once the company is able to identify employees’ needs, then it motivates them so that they work effectively to achieve the goals of the organization.

1.2 Background of Study
The success of any institution depends on many factors but the major determinant of the destiny and success of the institution is its employees (Akid, 2012). Critical among the human elements for the success of an organisation is the level of motivation which influences the level of commitment of employees. Varma (2018) stressed that successful organisation is backed by employee commitment which emanates from motivation and job satisfaction prevalent in the organisation.

Motivation being a major theme in organisational management has attracted huge attention among academicians in that field resulting in a variation of definitions being propounded by different scholars. For instance, Abioro (2013) described motivation as a decision making by which goal directed behaviour is initiated, energised, directed and maintained. Further, Kumari et al. (2020) explained motivation as a thing that activates human behaviour to attain a certain achievement. In the views of Adebiyi (2016), employee motivation is determined by conditions that influence employee dedication and passion for work through devising techniques that promotes efficiency and effectiveness.

Motivation can be said to be a process that enables employees to carry out their duties and responsibilities to the best of abilities and thus promote productivity (Ganta, 2014). Motivation is thus critical in fostering positive corporate image, sustaining customer loyalty through positive interaction of employees with customers (Zameer et. al, 2014). According to Iqbal et.al, (2013), a motivated workforce represents organisational resource that has the ability of steering the organisation to greater heights. With motivated employees, a firm is guaranteed of unwavering loyalty, excellence in performance and dedication to duty.	Besides, through a motivated human resource, a firm service delivery system can significantly improve and also influence customer retention. Based on the foregoing, motivation is the conduit through which an institution is posed to achieve efficiency and productivity as well as attaining competitive advantage over rivals (Abioro, 2013). This is largely because motivation influences employee to exert extra effort in the attainment of institutional goals (Osabiya, 2015).

Nevertheless, low motivation has dire consequences and is attributed to many factors such as job insecurity, lack of fair compensation policy, uncertain business conditions, and excessive outsourcing practices. Low motivation affects company income, productivity, financial competitiveness and organizational objectives (Sauermann& Cohen, 2008). All in all, low motivation is an outcome of managerial behavior where managers address their employees from a top-down command and refuse to communicate directly on workplace issues (Sauermann& Cohen, 2008). This kind of communication results in a gap between employees and managers, which in turn leads to employee distrust, disrespect, and reduction of morale and workforce motivation (Chungsup et al. 2012). Low morale also causes employees to lose interest, especially when managers don’t appreciate their efforts and the tasks performed (Zeynep & Huckman, 2008). A costly indicator of low motivation is high employee turnover. This happens when employees leave their jobs because they feel unhappy and have no incentives to stay. The negative effect of employee turnover is disconcerting because of its great implication both on financial and on productivity levels. Financially means the company has to hire new employees either with payment of higher salaries or by additional recruiting expenses. At the production level, the employees who leave will take with them the knowledge, skills and ability that helped contribute to the goals, profit and performance of the organization (Lee & Liu, 2009).

Moreover, Fink (2007) indicates that the effect of low motivation encourages absenteeism, including unexcused or unplanned absences and chronic lateness. Employees who lack motivation may also spend more working hours attending to personal issues or socializing, both of which contribute to decreased productivity. Low motivation often has a high cost for businesses that experience it in their workforce. Besides, low levels of morale cost businesses hundreds of billions of funds each year. For businesses of all sizes, this represents a competitive disadvantage against businesses where motivation levels are high.

Employee performance refers to the efficiency and effectiveness of employees in achieving organizational objectives (Koontz et al. 1990). Employee performance can be evaluated by considering the level of absenteeism, quality of reports, and time of reporting for and leaving for duty. It’s important to note that after recruitment, most employees subsequently expect or demand for other benefits as compensation for their time and effort towards achievement of organizational goals apart from the standard wage or salary (Miles, 2004). If the above benefits are not offered, it usually leads to various forms of dissatisfaction which may include; high absenteeism, constant grievances, high labour turnovers, strikes and as a result low performance of their due duties.

Precisely, a firm that constantly operates on underperformance is grappled with unending challenges such as failure to adequately compensate the employees, failure to meet legal and contractual obligations on time, failure to offer a competitive and attractive return to investors as well as failure to adopt and sustain competitive and attractive motivational packages to employees. For this reason, a firm operating under constant losses is under extreme pressure to turn around things or risks going into extinction.

1.2.1 Natsave Bank Background Information
Natsave is a 100% government owned depository financial institution that was created through the savings and credit Act of 1972 (Newsflash, 2019). Apart from carrying the mandate of accepting deposits from individuals and institutions, the Act accords the bank authority to administer funds on behalf of individuals and institutions, operate loan schemes and offer any other banking related services to its clientele of customers.

Natsave bank is one of the oldest financial institutions in Zambia having been founded in 1896 (Newsflash, 2019).Presently, Natsave has a network of 38 branches spread across the country making it one of the most distributed banks in the country.

However, despite being one of the oldest financial institutions and being the second most distributed bank in Zambia, Natsave is grappled with profitability and performance challenges, the state which has posed great risk of failure if left unaddressed. During the 2018 parliamentary budget address, the then minister of finance Margaret Mwanakatwe reported that Natsave bank had not been declaring dividends to the government because it was operating under losses and thus proposed for recapitalisation of bank (Zambia daily mail, 2018).

The bank was recapitalised with K900, 000,000.00 by treasury to meet the minimum capital requirement set by the bank of Zambia and also meet its operation obligations (Lusaka times, 2020). Despite receiving a capital boost through a sovereign guarantee and funding worth of K 900,000,000 (Nine Hundred Million Kwacha), the performance of the bank has remained unsatisfactory.

Natsave News flash (2021) showed the performance statistics as at 31st December 2020 as follows: Out of the ATM transaction target of 104,450 only 5,330 transactions were achieved representing 95% underperformance. In respect to deposits mobilization, the bank only managed to achieve 473,500 out the target of 19,500,000 deposits which translated into underperformance of 97.9%. Furthermore, out of the planned loan disbursement of K 97, 500, 000.00, the bank managed to disburse only K 80,930,890 resulting in the underperformance of 17%. This level of underperformance of Natsave is a worrisome matter that calls for empirical investigation into other possible causes apart from capital such as the relationship between motivation and employee performance in the organisation.

1.3 Statement of the problem

An organization which is able to motivate and retain its employees is also able to leverage their zeal and drive in order to ensure staff performance (Towers, 2003).In Natsave bank, employees receive some allowances, bonuses, leave pay among others but still there is a lot of continued complaints about the inefficiency and performance of the bank. The performance statistics of bank employees’ targets showed underperformances which have sustained a loss position in the bank (Newsflash, 2020). This underperformance is a call for concern among the stakeholders especially that the bank is one of the strategic assets of the state.The study was therefore proposed to examine the effect of motivation on the employee performance of the bank.

[bookmark: _Toc62479149]1.4 Objectives of the study

The objectives and questions of the study were presented in the section with the view of finding a solution to the above problem.

1.4.1 General objectives

The general objective of the study was to establish the relationship between motivation and employee performance in Natsave bank.

1.4.2 Specific objectives

In order to achieve the general objective of the study, the following specific objectives of the research were identified:
(1) To assess the motivation practices used in Natsave bank.
(2) To examine the factors affecting employee performance in the bank.
(3) To establish the relationship between motivation and employee performance.

[bookmark: _Toc62479150]1.5 Research questions

(1) What are the current motivational practices being used in Natsave bank?
(2) What are the factors affecting employee performance in the bank?
(3) What is the relationship between motivation and employee performance in the bank?

1.6 Ethics Statement
The research made use of secondary data with ethical documentations and all participants were treated with utmost respect. Besides, confidentiality was key as all information collected was used for research and no other purposes. The researcher also obtained clearance from the University of Zambia before administering questionnaires and collection of any relevant data pertaining to the research.

1.7 Justification of the study

The study is critical in gaining an insight into the status of staff motivation obtaining in Natsave bank. Besides, understanding of the status of motivation carries the potential of bank management to develop strategies around the staff welfare that might be critical in turning around the performance status of the bank and subsequently realign the bank on the right course to success and growth. Successful operational turnaround strategies of the bank would trigger increased revenue to the government through declaration of dividends and also improve the social welfare of the people especially the rural areas where Natsave is the only bank. It would also provide competitive and attractive packages to employees who have embedded benefits of improved working morale among workers and further attract adequately qualified and experienced personnel to the bank. This would also attract partners to invest and have stake in the organization from provincial towns which would ultimately enhance effective performance and boost morale in the entire workforce. Furthermore, the study would provide important information to the bank’s policy makers and thus would serve as a link to fostering successful operation of the bank which would result in continued provision of banking services to many marginalized rural Zambians.Precisely, proposed study might improve employees' performance at the workplace, retain employees and help the company to establish a good image. 
Moreover, this study could help many managers and leaders in our society to identify the things that they need to do in order to successfully motivate their employees to perform at their best. For leaders, this knowledge might therefore help them to understand what new strategies could be implemented in order to motivate employees to achieve optimal business results. It was evident that there was a need for this study because of the many companies that are constantly spending money on various ways to increase employee motivation.  

This study would further contribute to the enrichment of people’s knowledge in this area of organization behavior and management which would contribute to a motivated workforce thereby leading to improved organization bottom line. Besides, the study could assist in strategy formulation concerning motivation in workplaces and would inform and guide top management on obstacles that hinder company motivation. It would lastly, provide other researchers with areas for future research on related topics. 


1.8 Scope of the study
The research covered a period of 5 years from between 2017 to 2021 was used in books in literature review  mainly because this is the time when National Savings and Credit bank has been experiencing the problem of poor motivation and poor employee performance.
The study was carried out in Northern Province of Zambia catering for all the branches in this region. Primary data was collected for sample size of 77 respondents. The transformative design with mixed method approach was used in data collection and analysis. The data was analyzed using regression analysis on the relationship between motivation and employee performance. Besides, SPSS tool was used to analyze the charts and tables.



1.9 Limitations of study

The research was affected by lack of time as the researcher is in full employment and had to balance the time to diligently execute the tasks at hand. Besides, the time frame that was given to us for the completion of the research was a major limitation factor which affected the comprehensive conduct of the research and also the COVID 19 virus negatively affected our research.

Finally, the lack of commitment by taking long to respond or contribute to the research by other members was another contributing factor to the limitation of study. However, the research was a success despite the limiting factors as in some instances emails were used to collect data.

1.10 Organisation of the study

The chapters of the study are divided into five. The first chapter is the introduction of the study which is the part under discussion. Background to the study and the problem statement which shows the reason as to why the study was carried out, the objectives of study, justification of study and limitations of study are highlighted in this chapter. Chapter two is the literature review which covers some of the write ups of academics and theories of motivation like Abraham Maslow hierarchy of needs, Hertzberg two-factor and MARS model. Other sub-headings of the chapter are employee performance, factors affecting employee performance, relationship between motivation and employee performance among others. Chapter three is research methodology. This chapter deals with the methodology used in the research, covering issues like research design, population of the study, sample size and sampling technique, sources of data for the study, participants of the study, as well as the statistical techniques used for data analysis .Chapter four contains the presentation of the data collected; it is analysis and discussion of results. Chapter five is the last part of the research; it talks about the summary of major findings, conclusions and recommendations of the study.



CHAPTER TWO
LITERATURE REVIEW

2.1 Motivation as a theme

Motivation being a major theme in the academia of organizational management has attracted significant attention among scholars in that field. For this reason, variations of definition are in existence thus exposing the diversity in which the theme is viewed by different academicians. According to Parshetty (2019), the word motivation is derived from the English word “motive” which is a feeling of enthusiasm and interest that makes an individual to act in a particular manner. Morshedur and Khan (2015) on the other hand described a motive as an inner condition that energizes, activates, moves and direct behavior towards a specific goal. As for Terver et al. (2015), a motive is anything that stimulates emotions and ignites the willingness and drive to take a particular action.

[bookmark: _Toc473652587][bookmark: _Toc385972259]2.2 Motivation Practices

Many different scholars have agreed and disagreed on the ways employees should be motivated. Some of them assert that in order to motivate an individual, a financial benefit has to be foregone by the motivator whereas others believe that money is a true motivator, hence both financial and non-financial incentives are considered in the discussion below:

According to Cole (1998), financial incentives are rewards or payments that employees get in consideration of their contribution towards the organization. He adds that these are payments for labour as a factor of production.

Wages and Salaries: Lindner (1995) notes that, though monetary methods of motivation have little value, many firms still use money as a major incentive. She adds that wages are normally paid per hour worked and workers receive money at the end of the week and overtime paid for any additional hours worked for whereas salaries are based on a year’s work and are paid at the end of each month.
Piece rate: According to Chung (2003) piece rate is the paying of a worker per item produced in a certain period of time. He asserts that this increases speed of work and therefore productivity. This is in agreement with the earlier revelations made by Taylor (1993) who notes that though the employees will care less about the quality of their work, their speed improves with the piece rate practice of motivation.

Fringe benefits: According to Doellgast (2006), fringe benefits are often known as “perks” and are items an employee receives in addition to their normal wage or salary. These include company cars, health insurance, free meals, and education. He also asserts that these encourage loyalty to the company such employees may stay longer with the company.

Performance related pay:  This is paid to those employees who meet certain targets. The targets are often evaluated and reviewed in regular appraisals with managers. According to Higgins (1994) this system is increasingly being used by organizations worldwide because it reduces the amount of time spent on industrial relations and therefore recommends its use. However, Doellgast (2006) discourages the use of this practice of motivation. He asserts that it can be very difficult to measure employee performance more especially those in the service industry and that the practice does not promote teamwork.

Bonuses: Marler (2006) indicated that when your employees function as a team, you ought to think like a coach; reward the whole group for a job well done. He says this will boost morale both personally and collectively. He adds that employee incentive programs such as small bonuses serve to better the morale of an individual employee and that of a group as a whole by making them more satisfied. This is in agreement with Likert (1967), study which concluded that since everybody wants to feel appreciated and special for the work done, they can therefore be motivated by appreciating them and making them feel special. He adds that the more satisfied the employee is, the better he or she will perform.

Mwanje (2010) believes that non-financial incentives are the most important motivators of human behaviour in terms of the needs of human beings. He refers non-financial incentives to non-monetary ways of rewarding employees. They are opportunities that help employees in the accomplishments of the set goals. They include:
Training opportunities: Hammer (2000), asserts that an individual will be motivated to do something if they have the mental ability and skills to accomplish it. He writes that when employees are trained, they get the knowledge of hoe to deconstruct tasks and challenges and thereby feel less intimidated by their jobs or tasks. Herzberg (2000) agrees to Hammers assertion. He adds that training makes the employee earn confidence to do a job thereby improving their attitude hence motivation.

Job rotation: Fowler (2001) revealed that when an employee does one kind of job week-in week-out, they will always get de-motivated to carry on with their work more especially when the work is not very challenging. She suggested that employees need to be rotated around the organization to meet new challenging tasks in order to keep their minds busy and feel like they are doing something for the organization.

However, Clifton (2000), disagrees with these revelations. He asserts that job rotation does not actually lead to motivation of the employee; it just helps the employees not to get bored with their work. In other words, it helps the employers to maintain a certain level of motivation in employees.

Communication style: Managers need to be clear when talking to their employees and let them know that their opinion or views are important in building a viable company. Strong communications skills are necessary when assigning tasks to the employees so that the tasks are clearly defined and understood. Marie (2000) asserts that the managers ought to communicate to their subordinates in such a way that the subordinates feel like they are not forced to do a particular task. She also agrees and asserts that managers should develop an inclusive approach to decision making if at all they are to increase their employee motivation levels.

The relationship between the employer and employee must be one of understanding in order for the employee to identify himself with his work and with the business he is working for. Lack of motivation in return affects productivity. A number of symptoms may point to low morale: declining productivity, high employee turnover, increasing number of grievances, higher incidence of absenteeism and tardiness, increasing number of defective products, higher number of accidents or a higher level of waste materials and scrap (William,1978). A motivated employee is a loyal employee and to be loyal implies that the employee supports the actions and objectives of the firm. The appearance of the job as a whole has, in fact a bearing on the willingness and quality of an employee’s performance (Martin, 1962).

Improving employee engagement can increase productivity and profitability while also reducing employee absenteeism and turnover. Herzberg claimed that positive hygiene factors such as work conditions and salary simply satisfy basic employee needs, whereas motivators [such as achievement and recognition] encourage employees to work above and beyond the minimum requirements. ‘Compensation alone is not enough to keep the highly skilled’ motivated and experienced workforce your business needs to excel’ (Greenburg, 2008). 

Smithers and Walker (2000) stressed that individuals tend to develop certain motivational drives on the cultural environment in which they live and these drives affect the way people view their jobs. He suggests that achievement, affiliation, competence and power are four types of motivational drives that are found in individuals that are self-motivated and this may be the case for many construction workers. Motivation plays a part in enhancing construction labour productivity (Smithers and Walker, 2000) and forms the basis for identification of the work environment factors. 

Improving employee engagement can increase productivity and profitability while also reducing employee absenteeism and turnover. Herzberg claimed that positive hygiene factors such as work conditions and salary simply satisfy basic employee needs, whereas motivators (such as achievement and recognition) encourage employees to work above and beyond the minimum requirements. ‘Compensation alone is not enough to keep the highly skilled’ motivated and experienced workforce your business needs to excel’. 

Organizational Influence is the main factor in employee motivation. However, no organization or employee is an island, and both are also affected by the community in which they exist, such as family, friends, community members and local issues affecting the lives of people. It can be argued that National Influence affects both the organization and the employee evenly. As the organization must conform to social, political, economic and legal requirements on a national level, the employee must also do the same in order to exist. Global influence is all encompassing; in today’s global village ideas are exchanged in a matter of moments. This open exchange of concepts and knowledge set the perimeter for our expectations from us as well as others. Global influence moulds the national influence which, in turn, affects the community. The organization and the employee must deal with this interplay and tension between the different spheres of influence that affect them.

[bookmark: _Toc473652588][bookmark: _Toc385972260]2.2.1 Employee Performance

Employee performance is a term typical to the Human Resource field where employee performance can refer to the ability of employees to achieve organizational goals more effectively and efficiently. EP involves all aspects which directly or indirectly affect and relate to the work of the employees. For performance to be effective, employers should recognize the regiment desires and needs of the employees. According to Koontz (1988) Ways in which employee performance can be increased include; proper incentive systems which may be financial or non-financial. Financial incentives include; salaries, allowances, overtime payment, bonus and wages, while non-financial incentives include; promotion, medical allowance, training, transport, subsidized housing and meals. This should be after identifying the needs and desires of employees that can be satisfied hence increased performance.

[bookmark: _Toc473652589][bookmark: _Toc385972261]2.2.2	Factors Affecting Employee Performance

Goal Clarity: Knight and Willmot (2007) assert that people must have in mind a clear picture of any end or goal they are to achieve. If this picture does not exist, they cannot tell if they are making progress or when they have completed the task or assignment, let alone if it has been completed properly.  They agree and add that keeping the end in view has been sage advice for almost two thousand years. The time a manager spends in developing, communicating and clarifying the goals or ends to be achieved is time well spent. 
Repertoire: Nickols (2003) writes that to achieve a goal, the people working toward it must possess a suitable, flexible repertoire. They must be able to engage in whatever behaviours are necessary to obtain that goal despite changing circumstances and environmental disturbances. In some cases, this will involve carrying out a routine that has been specified in advance by someone else. In other cases, it will require figuring out on the spot an appropriate course of action. He concludes that in many situations, the end to be achieved will remain constant but the conditions under which it is to be attained will vary. Therefore, employees need to possess a suitable and flexible repertoire.
Knowledge of Structures: According to Nichols (2003), figuring out what to do in a particular situation requires knowledge of the structure of that situation. People must understand the elements that make up the situation, how those elements are connected to one another and the relationships that exist between and among these elements. This knowledge of the structure of the situation allows people to say how the actions they take will lead to the result they seek. It also allows them to say, for a given result, the actions that will lead to it. Absent this knowledge, action is little more than a shot in the dark and achieving desired results depends mainly on luck or intuition. He further agreed and added that employees can only perform to the best of their knowledge and therefore those with good knowledge about the structures will perform better.

Feedback: Rynes et al. (2004) wrote that without information about actual conditions in relation to intended goals or results, no one can perform to standard. Such information is known as feedback. It informs progress, enables corrections and, eventually, signals attainment of the objective. For most hard tasks (i.e., tasks involving tangible products or other immediate and readily measured effects of one’s actions), feedback is generally available without much effort on any-one’s part. We are aware of our actions and their effects. But, for soft tasks (i.e., tasks where the effects of our actions are not tangible, immediate nor readily measured), the feedback loop is essentially open. This is especially true when the main effects of a person’s actions are the reactions of other people. Therefore, lack of good feedback leads to lack of correction and hence poor performance.

Mental Models: Sara (2003) asserts that absent feedback, people have no choice except to act in ways that are consistent with internally held views or mental models of what is appropriate or what should work instead of externally based information about what is and isn’t actually working. For this reason, it is worthwhile spending time working with people to identify the mental models they currently use in situations where feedback isn’t readily available. In some cases, this will surface mental models that are inappropriate or inadequate. In other cases, it might surface mental models that are superior to those held by most people. This means that employee performance does not only depend on the information provided to the employees but also to their mental models.

Motivation: Rynes et al. (2004) assert that it is one thing to be capable of doing something; it is something else altogether to want to do it. Setting aside the issue of coercion, people generally want to do things for two basic reasons: (1) it serves some purpose of their own or (2) it serves someone else’s purpose and they’ve accepted something in return for doing whatever it is that someone else wants done. Self-satisfaction and incentives; these are the two great motivators.

Environment: In his studies on performance, Rynes et al. (2004) found out that performance might not occur if the environmental conditions are so unsuitable as to present insurmountable barriers to performance. He writes that Most of us can successfully drive our cars on windy days but none of us can drive through a tornado. In less dramatic terms, missing tools and equipment, competing priorities, a repressive climate and other factors can interfere with our ability to perform as expected, regardless of our motives or our repertoire, the presence or absence of feedback and the quality of the mental models that guide our thinking and actions. In short, the task environment must support the desired performance; at the very least, it must be manageable.

Technology:  According to Samuel (2010), technology is primary tool that can be used to boost employee performance. He writes that improvement in technology accompanied by training of the employees can significantly increase their levels of performance because it reduces the stress that comes with doing the job manually.

Abilities, training, and experience: Sara (2003) defined ability as the capacity to learn and perform the tasks required. She revealed that a good mixture of ability, training and experience is the root cause best performances. She asserts that best performing employees at least have two of the three factors.
Work-Home Balance: Berman (2001) wrote that as much as an employer may not want to be affected by the personal life of his employees, personal problems can sometimes affect employee performance. Managers need to be sensitive to employees’ personal problems and be prepared to discuss the issues with employees when necessary. If an employee requires time off to deal with a personal problem, then granting that time off will help to show all of your employees that the company values its employees. As a researcher, I strongly support the above factors that affect employee performance as valid even in the present situation hence employees should take them seriously and find out how to mitigate their effects to have improved employee performance.

[bookmark: _Toc473652590][bookmark: _Toc385972262]2.3 The Relationship between Motivation and Employee Performance

According to Steers (1999), employee motivation is the process of enabling or authorizing an individual to think, behave take action, control work and decision making in an autonomous way.  A number of studies have examined the relationship between motivation and performance, Kristina (1999) wrote that if motivation is crucial for initiating behaviour, then performance exists at the opposite end of the spectrum and is defined as the outcome of a motivated act.

Posti (2005) says that people need motivation just as pieces of equipment need fuel and operators. This is highly demanded to ensure that they are always at their optimum working condition. In turn, this will absolutely lead to optimum productivity. People are one of the most important assets in business. They have unlimited potential to contribute to the achievement of objectives. Their aggregate productivity propels the operations of the company. It dictates the overall performance, which creates an attractive corporate culture.

According to Armstrong (2006), the Dems value of human resource productivity is a managerial concern. Employee motivation is the classic response on this matter. This has been utilized for ages by many different entities, small- and large-scale businesses alike. It fosters mutual growth in an employer-employee relationship. Indeed, motivation increases productivity.

In their study Wood et al. (2011) examined the role of active exploration in an adult training program. Their results indicated that participants who were trained to actively explore the environment during training had higher intrinsic motivation levels, as well as higher performance on transfer tasks.

In agreement Cooper et al. (2000) found that intrinsic motivation was associated with higher levels of creativity-based performance for an in-basket work task. The in-basket technique is an employment screening task in which an applicant is asked to complete a set of paperwork that would be representative of his or her actual work tasks. Aamodt (1999) also found that intrinsic motivation in employees was related to higher levels of creative performance, as rated by work supervisors. However, Fang (1997) reported that, although intrinsic motivation was related to innovative performance, it was not related to other work outcomes.

According to Hersey (1996) motivation is concerned with human behaviour. It is the inner striving condition described as wishes, desires, drives or moves, human psychological characteristics, which includes the factors that cause channel and sustain human behaviour. Therefore, motivation deals with what makes people active. It`s the influence force that gives rise to behaviour involving creating conditions in which employees want to work and are willing to accept responsibility.

2.4 Motivation Techniques that leads to Job satisfaction
Job satisfaction is an important factor in the motivation of employees (Armstrong, 2006). The most basic requirement for job satisfaction is the formulation of clear, realistic and attainable objectives (Brech, 1975).  According to Brech (1975), unrealistically challenging targets serves as sources of frustration as much as unrealistically easier targets serve as a source of boredom and discontentment among workers both cases which impair the performance of employees. Unrealistic targets deprive the employees of the much-desired work fulfilment. Smith et.al (2017) defines work fulfilment as the extent to which somebody derives satisfaction and delight from his or her work. Ganta (2014) I identified techniques of Job satisfaction as Job enrichment, Job rotation and Job enlargement

2.4.1 Job Enrichment

Job enrichment basically involves planned upgrading of the employee’s responsibilities, challenges and content and context of work. Brech (1975) defined job enrichment as the process of giving more meaning and challenges to a job, so that an employee has a greater sense of accomplishment, Job enrichment can be achieved through delegation of duties from the immediate high level of employees to the immediate lower-level employees (Armstrong, 2006) This enhances the employee’s freedom, independence and responsibility and thus results in employees enjoying their work. The good example of job enrichment is where a person operating as a sales officer is given extra duties of not only selling and recording the sales figures but also consolidating the monthly sales and analyse them on comparative basis with the previous month sale (Brech, 1975). However, managers should understand that increased responsibilities would trigger expectation for increased remuneration. If the expectation is not realizing the job enrichment cold give rise to more dissatisfaction among employees which would counter the intended its intended purpose (Ganta, 2014).


2.4.2 Job rotation

Job rotation can be said to be a planned deliberate action were roles, duties and responsibilities in the organization are rotated among the employees (Ganta, 2014). In the views of Armstrong (2006) job rotation is the process of moving employees regularly from one job to another. The primary purpose of job rotation is to break the monotony and boredom associated with doing the same thing day in day out (Brech, 1975). Job rotation tends to provide fresh job challenge and arouse the working morale of the employees.  At every stage and interval of job rotation, every rotated employee is given a fresh feel of working similar to the feeling every employee experience during the early days of their working life job rotation presents workers opportunities to experience new tasks and acquire new skills (Ganta,2014). Acquisition of new skills increases the versatility of the employees and gives them a chance to be exposed to various sections of the organization and develop a rounded knowledge of the organization’s operations (Brech, 1975). A good example of job rotation in the accounts departments can be where an accountant responsible for receivables is moved to be responsible for expenditure and later on moved be responsible for salaries. Such a rotation would allow such an accountant to have a full rounded knowledge of the accounting operations.

2.4.3 Job Enlargement

Job enlargement involves incorporating more tasks into an employee’s job (Armstrong, 2006). Job enlargement basically entails that instead of an employee carrying out one or two tasks, the employee is given is given three or four different tasks (Ganta, 2014). Job enlargement enables the employee to have larger span in the production process and he can clearly identify the contribution he is making to the organization Ganta, 2014). Through participation in many tasks and creation of social relationships in the organization employees are likely to derive enjoyment and satisfaction in doing their work (Brech, 1975). However, the manager should realize that if an employee is given more tasks than the employees’ capacity or that does not commensurate with the pay, job enlargement in this case will be a source of dissatisfaction (Ganta, 2014).

[bookmark: _Toc489224605]2.5 Theoretical Literature Review

[bookmark: _Hlk59870661]Good research needs to be identified with a theoretical footing upon which the research process may be adopted and validated (Cohen et al.2007). In the views of Adom et al. (2018) the theoretical framework provides guidance to the researcher in the process of finding an appropriate research approach (Adom et al. 2018). Furthermore, theoretical framework provides a basis upon which readers would ascertain the academic position of the research and every underlying assertion highlighted in the research Ravitch and Carl (2016). Based on the foregoing, theoretical framework may be considered as an indispensable component of any research process.

In this regard, this study proposes to adopt Maslow’s hierarchy of needs theory, Fredrick Herzberg’s two- factor theory and MARS model as fundamental theories to influence, shape and guide the study.


2.5.1 Maslow’s Hierarchy of Needs

The theory of hierarchy of needs was founded by the American psychologist named Abraham Maslow in 1954. Through his theory Maslow proposed that all people have needs that exhibit hierarchical pattern (Zameer et al. 2014)). According to Hierarchy of need identifies five levels of human needs which are physiological, safety, social, ego and self-actualizing.  In the view of Maslow, needs essential for human survival which have come to be known as such physiological needs as food, water, and sleep occupies the lowest level in the pyramid of need and their satisfaction triggers the desires for the second level of needs known as safety needs. The combination of physiological needs and safety needs are commonly termed as lower-level needs. The hierarchy of needs theory highlights that the higher-level needs become important to individuals only after their basic needs are satisfied. These higher needs include the need for love and belongingness, the need for esteem, and the need for self-actualization (in Maslow’s theory, a state in which people realize their greatest potential).

2.5.2 Physiological Needs 

Physiological needs are needs that are critical for survival thus occupies the lowest level in the hierarchy (Maslow, 1958). These needs revolve around basic necessities that man cannot live without and include such aspects as food, water air and shelter (Anyim, 2012). It was Maslow’s strongly held opinion that in under a state of complete deprivation physiological needs would show signs of dominance through personal urge and drive to have them satisfied. In the views of Armstrong (2006), as long as physiological needs are unsatisfied, they exist as a driving or motivating force in a person’s life and are for that reason known as felt need. Sarpong (2016) physiological needs causes physiological tension which is vented through observable behaviour and are quenched only through the provision necessities of life, for this reason, physiological needs are also known as biological needs because they form the basic fabric for the survival of man. Maslow (1958) opinionated that satisfaction of physiological needs by any person triggers a shift in life desirables to the next level and at that moment when the next level of human needs is called into play the lower needs ceases to have motivational influence and significance to that individual 
.
2.5.3 Safety Needs 

The second level in the hierarchy of human needs as propagated by Maslow (1958) is safety needs. Safety needs encompasses all factors that have a significant role to play in safeguarding human life from psychological, physical and emotional pain both in the present and in the future (Sarpong, 2016).  Having secured the basic necessities of life, the preoccupation of man shifts to ensuring that the source of physiological needs provision is secured and ensuring that anything that has the potential to cause pain is mitigated. Lack of these needs may cause inferiority, helplessness and weakness Haque et al. (2014)). For this reason, issues of security of tenure, safe working environment and the need for physical, social and emotional freedom emerge as determinants of the direction and intensity of motivation (Varma, 2018).In the views of Senol (2011), job security is one of most important factors of motivation as it removes the employee’s anxiety for future. When one’s job is secure, it elicits confidence in the employee and it increases the performance (Yamamoto, 2013). In the perspective of organizational setting safety needs translate into desires significant degree of employment security covered through assurance that one would not be dismissed or sacked over flimsy, immaterial and irrelevant issue as well as working environment that guarantees emotional, physical and social safety of workers (Abioro, 2013). Once the safety needs are satisfied, they lose their motivational thrust and at that stage an individual yearns for other higher desirables of life (Haque et al. 2014).

2.5.4 Social Needs (Belongingness Needs) 

Satisfaction of the initial two levels of needs paves way for natural emergence of social needs which are reflected through desires for social acceptance, belongingness, and love (Hayes, 2009). At this stage satisfaction of affectionate and belonging needs become critical in defining the magnitude and direction of motivation in an individual (Zameer et al. 2014). In the context of working places social needs may be satisfied through the creation of positive interactive atmosphere with the peers and superiors and collaborative association with others in an individual quest to play in the attainment of organizational objectives (Varma, 2018). It further implies that work should be able to sustain an individual desire for love, happy family and joyous friendship and should not unnecessary be an impediment to an individual’s positive social life.

2.5.5 Esteem Needs 

Standing out in the fourth level of Maslow’s hierarchy of needs theory are needs associated with self-esteem (Zameer et al. 2014).  According to Haque et al. (2014), esteem needs are also known as egoistic needs and revolves around the feelings of self-worthy and self-respect. This level of human needs is influenced by the desire for reputation, prestige, status, fame, glory, dominance and recognition, (Varma2018). Esteem needs are more difficult to satisfy than the physiological, safety and social needs in most organizations (Sarpong, 2016). In an organization set up esteem needs require that opportunities that foster self-confidence, personal worth, social recognition and personal achievements are deliberately created. An organization’s approach to matters of self-esteem is reflected in organizational philosophy and culture that have a strong bearing on the policies and procedures embraced by and organization.  Lack of self-esteem needs may cause inferiority, helplessness and weakness among the employees (Haque et al. 2014). Dissatisfaction in this area of human needs is known to be major cause of labour turnover among employees in middle management level (Varma, 2018).

2.5.6 Self-Actualization Need

According to Maslow’s generic hierarchy of needs theory, self-actualization needs occupy the apex of the pyramid of human needs and are thus known as needs of the highest order (Sarpong, 2016). According to Varma (2018), self-actualization needs assume prominence and vitality when only all the other four lower needs are satisfied. This level of human needs is a preserve for few individuals whose preoccupation and drive are fulfilment of personal potential. Individuals at this level of human needs are influenced so much by desires for personal growth and self-development and are less distracted by opinions of others. At this stage of life, man can be said to have it all that life can ever give and his desires are opportunities to be of distinguished service to humanity and society at large. Zameer (2014), prominent characteristics of individuals at self-actualization level includes distinguished level of morality, integrity, creativity, objectivity, excellence and problem solving, lack of prejudice as well as highest degree of probity (Sarpong, 2016) .In respect to  organizations  only individuals occupying key positions of authority serve as potential candidates for realization of this level of needs. Even so whether one can attain self-actualization through opportunities prevalent within the rank and file of organizational structure is a debatable matter (Ganta, 2014).

2.5.7 Other needs

Literature has it that they have been modification to Maslow’s initial theory of hierarchy of needs (Danels, 2001). The modified theory extends further from the five basic needs to encompass needs such as cognitive needs, aesthetic needs and Transcendence (Maslow, 1971). However, individual needs outside the generic five levels of human needs are outside the scope of this paper as the researcher has adopted hierarchy of needs based on the initial five levels of needs namely physiological, safety, social, self-esteem and self- actualization needs.

The organization can satisfy its employees’ various needs through a diverse and inclusive motivational package. In accordance with hierarchy of needs the physiological needs may be satisfied by the person’s pay check, while a safe working environment complemented by a substantially long tenure of contract that include health insurance and company-sponsored retirement plans, as well as a certain degree of job security would provide a sense of gratification in respect to the safety needs. Social needs may be satisfied through a friendly environment and a positive working relationship that fosters collaboration and communication with others. On the other hand, provision of career advancement and growth opportunities at work, recognition of employees’ personal accomplishment through a formal reward system such as dignified job titles serve as ways of satisfying esteem need in the context of hierarchy of needs theory. Finally, self-actualization need may be satisfied by the provision of development and growth opportunities on or off the job, as well as by work that is interesting and challenging. By making the effort to satisfy the different needs of each employee, organizations may ensure a highly motivated workforce that is committed to the performance and profitability of an organization.


2.6 Herzberg’s Two-Factor Theory

The two-factor theory was propagated by Frederick Herzberg as a counter theory to Taylorism (Sarpong, 2016). Herzberg argued that job satisfaction is a two-dimensional phenomenon as opposed to one- dimensional claim of the Taylorism thesis (Haque et al. 2014).  In this regard, Herzberg’s theory emphasizes the prevalence two different sets of factors that influence individual work motivation and job satisfaction (Varma, 2018). Herzberg (1956) referred to these factors as hygiene and motivators or satisfiers. Motivational factors and hygiene factors are also known as intrinsic and extrinsic factors respectively (Abdullah and Islam, 2012). In the view of Herzberg, motivators are factors that lead to a certain degree of job satisfaction and job contentment if available. Such factors encompass aspects such as nature of the work itself, the possibility for growth, responsibility, advancement, recognition and status (Osabiya, 2015). On the other hand, a converse set of factors which are associated with dissatisfaction as known as hygiene or maintenance factors. Factors such as inadequate monthly salary to employees, poor working relationships, poor working conditions and lack of job security which could cause dissatisfaction at work are good examples of hygiene factors.

2.6.1 Hygiene Factors 

A significant development in motivation was distinction between motivational and maintenance factors in job situation. This led to draw a distinction between what are called as “motivators” and “hygiene factors”. Thus, hygiene factors provide no motivation to the employees, but the absence of these factors serves as dissatisfied. Some job conditions operate primarily to dissatisfy employees when they are absent, but their presence does not motivate employees in a strong way. Many of these factors are traditionally perceived by management as motivators, but the factors are really potent as dissatisfies. They are termed as maintenance factors in job because they are necessary to maintain a reasonable level of satisfaction among the employees. The maintenance factors include, Company policy and Administration, Technical supervision, interpersonal relations with supervision, interpersonal relations with peers, salary, job security working conditions and among others. 
In this vein, hygiene factors are not sufficient condition in motivating employees but rather a precondition in enticing employees in promoting the organizational mission and objectives
Herzberg's research proved that people would strive to achieve 'hygiene' needs because they are unhappy without them, but once satisfied the effect soon wears off-satisfaction is temporary. Then as now, poorly managed organizations fail to understand that people are not 'motivated' by addressing 'hygiene' needs. People are only truly motivated by enabling them to reach far and satisfy the factors that Herzberg identified as real motivators.

2.6.2 Motivation Factors 

Motivation factors encompass all work-related factors that have the potential to influence workers’ level of commitment and input to work performance (Herzberg, 1974). Herzberg observed that motivators emanate from internal disposition of workers and are therefore shaped by elements that have an intrinsic orientation (Khan, 2017). In the views of Herzberg, motivators elicit a certain degree of job satisfaction and job contentment if available. Motivation factors encompasses such aspects as nature of the work itself, the possibility for growth, nature and level of responsibility, advancement prospects, recognition and status (Haque et al. ,2014).

Herzberg’s theory tends to awaken managers and other institutional authorities to ensure constant provision of hygienic factors and motivating factors as a measure of mitigating employee dissatisfaction in the organization (Osabiya, 2015). This is on account that employee dissatisfaction has the potential to adversely impact on employee working morale and subsequently transcends into poor performance and poor employee productivity (Herzberg, 1959).  The two-factor theory is, therefore, critical in motivating managers to vehemently consider effects of job- enrichments variants of job rotation, job enlargement and job enhancement when assigning responsibilities to employees (Varma, 2018). In addition, the theory helps in directing manages to provide for motivating factors in working places as a way of improving the quality of work life as well as promoting productivity across all levels of employs in the organization. Herzberg’s theory promotes the creation of working environment that concurrently provides positively for both the hygiene and motivating factors.

In short Herzberg theory serves as a motivational framework around which suitable and sustainable motivational packages for any institution can be developed on one hand and through which organizational productivity can be achieved on the other hand.


2.7 MARS MODEL

MARS models explain individual behavior as a result of internal and external factors or influences acting together (Mcshane & Glinow, 2017). The name of the model is an acronym of the four major factors that have an effect on employee performance, which are: Motivation, Abilities, Role perception and Situational Factors (MARS). Individual values, personality, perceptions, attitudes, and stress form a basis on which the factors interact (Heller, 2004). 
These factors are highly interrelated in organizations. Unless all the elements of the MARS model are satisfied, employee behavior and performance will be affected and negatively impacted. For example, enthusiastic and employee with high motivation level who is skilled in running the work (ability) and understands the job duties (roles perception) well, will not be able to perform their job well if there is a lack of the adequate and sufficient resources (Situation Factors).

2.8 Empirical Literature Review

This empirical analysis attempts to discuss various studies on the influence of employees’ motivation on employees’ performance.

Muogbo (2013) conducted the study on the Influence of Motivation on Employees’ Performance: A Study of Some Selected Firms in Anambra State where the study investigates the influence of Extrinsic and Intrinsic motivation on employees’ performance of selected manufacturing firms in Anambra State. The 63 respondents selected from 21 manufacturing firms across the three senatorial zones of Anambra State were sampled (3 from each firm). The populations of the study were 100 workers of selected manufacturing firms in Anambra State. The study used descriptive statistics (frequencies, mean, and percentages) to answer the three research questions posed for the study. The result obtained from the analysis showed that there existed relationship between extrinsic motivation and the performance of employees while no relationship existed between intrinsic motivation and employees’ performance. The study reveals extrinsic motivation given to workers in an organization has a significant influence on the workers performance.

Njambi (2014) the purpose of the study was to determine the factors that influence employee motivation in Kenyan Organizations. The populations for the study were employees of Amref Health Africa in Kenya since this is the organization under study. The study population comprised a total of 412 employees from various functions. Stratified random sampling technique was used to draw a sample size of 96 respondents. The key findings of the study were that the extrinsic factors affect the achievement aspects of employee motivation and the affiliation motivation as well as the competence motivation. The major conclusions are that employee motivation is a highly sensitive concept which is affected by a multiplicity of factors. Some of these factors are extrinsic in that they emerge from within the organization and are an external imposition on the employee. The study also asserts that the issue of motivation as personal or inherent factor in an employee predisposes and employee to develop a certain mind set regarding their jobs. The study recommended that the organization should acknowledge and exploit the extrinsic factors in their human resource management practices particularly in the strategic human resource management to ensure that the employees are well motivated to perform their tasks.

Abioro (2013) carried out a descriptive survey focusing on the effect of motivational on employee performance in telecommunication industry in Nigeria through administration of a structured questionnaire on 105 randomly selected personnel and concluded that employee motivation has a positive effect on employee performance. The study recommended that authorities in organizations should take the issue of employee motivation seriously in order to promote effective job delivery and employee performance. The research emphasized that employers should ensure that favourable policies and procedures, positive interpersonal relationships, good working conditions reflected through good salary, job security and growth prospects are sustainably in place for all the employees.

Fares (2011) studied the impact of the incentive policies on employee organizational loyalty in public institutions in Syria. The study was conducted through as sample of 324 employees that was drawn from 4 different public institutions.  Descriptive statistics and multiple regressions were used to analyses the research results. The research established that there is not one universally accepted incentive policy in promoting organizational loyalty. The study, however, revealed the existence of a strong and positive correlation between incentive, organizational loyalty, and job performance. Additionally, the study concluded that variables such as job title, academic qualification, age and years of experience had insignificant influence on employee motivation and employee organizational loyalty. The study recommended that institution should pay particular attention to staff development through training opportunities as a way of promoting employee loyalty and employee longevity in the organisations.

Al-Jassasi (2011) sought an insight into the impact of material and moral incentives in improving the performance of employees in the Ministry of Education in Oman. The study used descriptive analytical method and the structured questionnaire to collect the data from a total of 294 respondents. The results revealed that both material and moral incentives have similar effects on employee’s performance and recommended that management should strive to strike a balance in the provision of both moral and material incentives to the employees

Abusharbeh and Nazzal (2018) researched on the impact of motivation on employee performance in Pakistan banking sector through the use of the questionnaire as a data collection tool and established that motivational levels are so much influenced by such demographic factors as working experience, qualification and job title. The study recommended that banks need to adopt and develop a sustainable motivation system as a way of satisfying employees needs and enhance employee performance.

Zameer et al. (2014) investigated the impact of motivation on employee performance in beverage industry of Pakistan through the administration of the questionnaire on 150 randomly selected respondents and established that the use of motivational tools such as job enrichments, job security, reasonable salary and other incentives increases employee performance and is critical in attainment of organizational goals. The study recommended that management should focus on the motivation of employees as a means of enhancing employee productivity.

Terver et al. (2015) perused the effect of motivation on staff productivity in the university library in Nigeria and opined that motivation has a strong influence on staff productivity. The study further submitted that different factors such as participation in decision making security, challenging work assignments monetary rewards and job incentives have different degree of influence on employee motivations. Adebiyi (2016) examined the relationship between employee’s motivation, recruitment practices and organizational performance in Nigerian banking sector through the administration of questionnaire to employees in 7 different banks in Lagos and discovered that different individuals have different needs which influences their work performance. The study submitted that human needs are hierarchical and that satisfaction of lower-level needs prompts the desire for higher level needs implying that the findings of the study were consistent with Maslow’s theory of hierarchy of need

Abdullah and Islam (2012) sought to gain an insight into employee motivational factors through a cross sectional survey involving two distinctive countries of Malaysia and Sultanate of Oman where a sample of 811 selected and studied. The study revealed that conducive working environment is regarded as a strong motivating among employees in both countries. The study however, revealed contrasting results regarding factors considered more important in promoting effective motivation. While results from Malaysia showed that promotion is regarded as being more effective as a motivation factor than monetary rewards, respondents from Oman considered high wages as a more effective motivating factor over promotion and other factors.

Tomer (2016) carried out an academic project with the focus on motivation of employees in both private and public banks in India and submitted that motivation factors play a significant role in promoting job satisfaction. The study highlighted that though the banks have strong human resources retention policies significant lapses were reported in motivational systems in place especially in nationalized banks.

Weldeyohannes (2015) did research under the theme “employee motivation and its impact on productivity in National Alcohol and liquor factory in Ethiopia” through a descriptive survey research design. The study was conducted through the administration of a questionnaire that contained a mixture of open ended and closed ended questions to a sample of 60 employees that was drawn through simple random sampling from the population of 268. The findings of the study were established through the analysis of both primary and secondary data. The study established the existence of positive correlation between levels of employee motivation and levels productivity.

Ismajli et al. (2015) carried a study that focused on identifying factors affect motivation of employees in local government in Kosovo. The findings of the study were established through the analysis of primary data that was collected through a structured questionnaire and secondary data that was accessed through books, articles, magazines and the internet. The study identified salary of workers, professional advancement and opportunity for promotion as important determinant of motivation in local authorities.  The study further established that good work condition and objective employee performance management have a strong bearing on employees’ motivation in local government institutions of Kosovo.

[bookmark: _Toc62479166]2.8.1 Research Gap.

Notwithstanding that motivation as a theme has been studied extensively by different academicians, they are a number of voids that the existing studies have failed to fill that provides the need for further studies.

Firstly, although Al-Jassasi (2011), Zameer et al.  (2014), Terver et al. (2015, Abioro (2013) Ismajli et al. (2015) and Weldeyohannes (2015) studied various aspects of motivation, their focus was in sectors such as education, beverage, local government and telecommunication making generalization of their findings to the proposed study academically inappropriate. Secondly, although Abusharbeh and Nazzal (2018), Adebiyi (2016), Tomer (2016) and Abdullah and Islam (2012) studied aspects of motivation in the banking sector, their studies were carried in Pakistan, Nigeria, India and Malaysia and Oman respectively thus making generalization of findings to the proposed context (Zambia) difficult and ultimately distortion of the valid findings. Thirdly, even though, Adebiyi (2016) and Tomer (2016) researched on motivation in banking sector, their focus of study represented through 7 different banks and different banks in both private and public sectors were too broad for their finding to be generalized to the proposed study which will focus on one bank in the public sector. Therefore, the relevance of the proposed study is embedded in its quest to fill the gaps revealed above and will thus be valuable contribution to the body of knowledge through provision of information that will clear the voids created by existing studies.

2.9 Chapter summary

The chapter presented write ups related to motivation and employee performance. The major subheading used in the chapter to discuss the topics are as follows: Motivation as a theme, motivation practices, employee performance, factors affecting performance, relationship between motivation and employees performance, motivation techniques that lead to job satisfaction, theoretical reviews which included Maslow’s hierarchy of needs theory, Fredrick Herzberg’s two- factor theory and MARS model as fundamental theories to influence, shape and guide the study. Lastly, it looked at the empirical studies of motivation.
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CHAPTER THREE: METHODOLODY

[bookmark: _Toc62479168]3.1 Overview

This chapter discusses the study area, research approach, research design, target population, sample size, research sample and sampling procedure and research instruments. Others are data collection and data analysis, pre-test, reliability of data, validity of instrument and normality test.

[bookmark: _Toc62479169]3.2 Research Design

A research design is a representation of a systematic plan of the proposed research work (Kombo and Tromp, 2014). Further, a research design is the arrangement of conditions for the collection and analysis of data which aims to combine relevance to the research purpose with economy in procedure. Kombo (2006) further guides that a research design should be such a flexible tool so that it is responsive enough to address any possible changes in conditions, facts and ideas around the subject of study. In this regard, research design can be described as a flexible framework which guides a researcher in the collection, analysis and interpretation of data. The researcher therefore proposed to adopt transformative research design in which data were collected and analysed concurrently. 

Adoption of mixed method approaches entailed that both the qualitative and quantitative research approaches were used in order to allow the researcher to triangulate the data that was collected. The use of mixed method research would provide wider and broader perspective from which a phenomenon could be studied and thus understood (Cohen et al. 2007). According to Denzin & Lincoln (2005) qualitative research approach enables the researcher to study things in their natural settings and make interpretation of the phenomena on the basis of people’s perceptions while in the view of Apuke (2017) quantitative research approach enables the researcher to quantify and analyse the variables in order to get the underlying meaning of the research results. Therefore, qualitative approach was used in the process of collecting data while quantitative oriented approach was useful in the analysis and interpretation of the data that was collected.

[bookmark: _Toc43027540][bookmark: _Toc49159823][bookmark: _Toc49157065][bookmark: _Toc62479171][bookmark: _Toc49159824][bookmark: _Toc49157066][bookmark: _Toc43027542][bookmark: _Toc43027541]3.3 Target population

Robson (2012) defined the population of a study as a complete set of individuals or subjects, objects or events having common observable characteristics in which the researcher is interested. One quality of a good research is the existence of the population that is clearly definable and identifiable. The target population further, refers to the total elements under study to which the study findings may be inferred. The target population for this study comprised all employees in all 38 Natsave branches in Zambia which presently stand at 330 employees.

[bookmark: _Toc62479172]3.4 Research sample and sampling procedure

Sampling is a process by which a relatively small but representative number of individuals or measures of objects or events is selected and analysed as a way of gaining an insight into the entire population from the sample is (Bellhouse and Rao, 1975).On the other hand Madow and Madow (1944) considered a sample as a group of selected elements from the total population on which a study is carried out for the purpose of gaining an insight into the population through generalising the finding from the sample to the whole population.

For this study a sample of 77 respondents was drawn from the population of 330 employees. Taro (1967) indicates that if a population is known a sample size formula as below can be used n=  ,   Where:	N = population, e = sampling error, n = sample size

The researcher used non-probability sampling techniques in the selection of the branches which were studied as well as in the selection of respondents respectively. Specifically, the researcher used purposive sampling in selecting the branches that were directly studied. In addition, convenience sampling was used to select respondents from all Natsave employees in all branches in Northern Province.

[bookmark: _Toc62479173]

3.5 Research Instruments
[bookmark: _Hlk60243675]
The success of any academic study depends so much on the nature, quality and appropriateness of instruments used to collect data (Singh, 2006). In this context, the study adopted a questionnaire which contains a mixture of open ended and closed ended questions as the main tool for data collection. 

The questionnaire was organised and structured in such a manner that it would promote achievement of research objective as well as providing answers to the research questions. Further, the questionnaire was developed and administered in way that would promote favourable response rate. In this regard, the questionnaire was developed in a simple sand clear language in order to promote discernment among the respondents.
[bookmark: _Toc62479174]
3.6 Data collection procedure

The study collected both primary and secondary data for the purpose of gaining an insight into the effect of motivation on employee performance of Natsave bank.

3.6.1 Primary Data

Primary data was basically collected through the administration of a semi structured questionnaire shown in Appendix that was conducted using a semi-structured guide.

3.6.2 Secondary Data

Secondary data is information or data already collected by other researchers or institutions that may have a bearing on the study being pursued (Blumberg et al. 2011). The researcher used secondary data as supplementary information to the primary data that was collected from the field. Secondary data was useful in contextualising the study and also providing a basis for clearer understanding of the research results. For this reason, financial reports and other publications of the bank was used as sources of secondary data. In addition, existing works of other academicians was used as rich source of secondary data for this study

[bookmark: _Toc62479175]3.7 Data analysis 

Regression analysis was used to show the relationship between motivation and employee performance. Further, the researcher used Statistical Package for social Science (SPSS) tool to analyse data into, charts, plots, means and frequencies.

3.7. 1 Pre-Test

The questionnaire was pre-tested on workers of the bank. The purpose of the pre- test was to remove ambiguities and unnecessary items in the questionnaire. Pilot testing of the questionnaire helped to unearth the face and content validity and reliability of the questions in measuring what it was intended. The questionnaire was then amended accordingly for use in the field. The refining of the questionnaire was intended to make the items very simple for the respondents to understand so that they could provide the appropriate response to the items. The pre-test also gave a fair idea of the response to be obtained from the field.

3.7.2 Reliability of the instrument.

The researcher ensured that the instrument developed was reliable. This was done by ensuring that the instrument clearly defined some concept and constructs used to frame the items that highlight the concept used. It also gave high internal consistency. The reliability was censured by testing the instruments for the reliability of values (Alpha values). Sekaran (2003) indicated that a Cronbach’s Alpha of 0.60 or higher is considered acceptable. 

3.7.3 Validity of the instrument

A questionnaire should have items that are valid that is data gathering instrument should measure what it is supposed to measure. As such, the content validity of the questionnaire was checked by careful examination. The research instruments were given to supervisor of the project work who then used his expertise to validate the content and construct of questionnaire.

3.7.4 Normality test

According to Stevens (2009) screening for normality is an important early step when conducting a regression, as residuals are normally distributed is assumed. This was tested by looking at the Histogram. To say the Normality assumption of this study was met, the Histogram was symmetric along with the centre zero. In this case, Histogram was symmetric; indicating that assumption of normality was met and this type of data was, therefore, suitable for all types of statistical analysis.

3.8 Chapter summary

The chapter has explained in details the processes in which study was carried out. It stated the research design used, population of the study, sample size used, how the participants of the study was selected, the instrument used in collecting data such as the questionnaire was organised and structured in such a manner that it would promote achievement of research objective as well as providing answers to the research questions. Further, the questionnaire was developed, pre-tested and administered in way that would promote favourable response rate. Besides, data was tested for reliability, validity and normality making it suitable for all types of statistical analysis.
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CHAPTER FOUR
[bookmark: _Toc473652608][bookmark: _Toc385972279]PRESENTATION, ANALYSIS AND INTERPRETATION OF STUDY FINDINGS

[bookmark: _Toc473652609][bookmark: _Toc385972280]4.1 Introduction

The chapter highlights the biographic descriptions of the respondents in terms of gender, marital status, age range, and level of education in relation to their views and perceptions about motivation and employee performance in the organisation. This is followed by the presentation of results aimed at answering the research questions that guided the study.

[bookmark: _Toc473652610][bookmark: _Toc385972281]4.2 Background information of respondents.

With regard to the background characteristics of the respondents, a number of variables were investigated. The researcher regarded investigating the background variables about the respondents a necessary undertaking because it helped him to know the extent to which the respondents possess acquaintance with the study area as well as the variables under study. The study involved respondents of varying characteristics which enabled the researcher to get sufficient information on the study variables. This section shows the gender of the respondents, marital status, age bracket, highest level of education attained and the duration spent in service in the organisation as follows:
[bookmark: _Toc473652611][bookmark: _Toc385972282]4.2.1 Gender of respondents
 The gender of respondents was established. The study targeted both male and female which gave a variety of findings that were gender sensitive.
Table 1:  Gender
	Gender

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	41
	53.2
	53.2
	53.2

	
	Female
	36
	46.8
	46.8
	100.0

	
	Total
	77
	100.0
	100.0
	


Source: Primary data 2021
From table 1, it can be noted that the bank employs both the male and female employees though the majority are the males being represented by 53.2% while the females are represented by 46.8%. This  implies that Natsave bank employs both  males and females, although there is a slight difference of  6.4% which is an indication that the bank  is not biased in recruiting its employees. 

[bookmark: _Toc473652612][bookmark: _Toc385972283]4.2.2 Marital status of respondents
Respondents were asked to state their marital status and below are the responses.
[bookmark: _Toc385972620]
Figure 1: Marital Status
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 Source: Primary data 2021
Figure 1 showed that 45.5% were singles, married employees were 53.5% and divorced employees were 1%. This entails that the bank has a lot of married people and should also be considering on boarding the divorced that had a small participation but might have the necessary expertise that could take the bank to another level. Besides, management should also consider employing more singles as this group do not have more responsibilities.

[bookmark: _Toc473652613][bookmark: _Toc385972284]4.2.3 Age bracket of respondents.
The age composition of the study of respondents was also an important factor in the process of understanding the relationship between motivation and employee performance in Natsave bank. This was so because different age groups were assumed to understand the study variables differently yet considered vital to the study.


	Table 2
Age Bracket (Years)

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	
Valid
	21-30
	30
	39.0
	39.0
	39.0

	
	31-40
	41
	53.2
	53.2
	92.2

	
	
	
	
	
	

	
	41 and above
	6
	7.8
	7.8
	100.0

	
	Total
	77
	100.0
	100.0
	












Source: Primary data 2021

From table 2 above, it is seen that 39 percent of the respondents who work in the bank are within the age group of 21-30 years followed by those in the age group of 31-40 years at 53.2 percent. Those in the age group of 41+ years are 7.8 percent and lastly those below the age of 20 were at zero. This means that the bank is more interested in people within the age group of 31-40 but should be recruiting more of age 21-30 years because these are still energetic and yearning to achieve a lot ahead.

[bookmark: _Toc473652614][bookmark: _Toc385972285]4.2.4 Highest level of education attained by the employees.
In order to get information from all categories of respondents, those that have attained primary, secondary, tertiary, and university levels of education were all approached during the study process. This established the levels of education of the respondents as indicated in figure below:

4.2.5 Histogram Showing the Highest level of education attained
This shows that the bank is interested in employing learned people from university which is at 49% followed by tertiary education at 44%.It should therefore maintain the practice by consistently framing in place good motivation policies. 



Figure 2: Histogram for education level
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Primary data: 2021
[bookmark: _Toc473652615][bookmark: _Toc385972286]
4.2.6 Duration in service
 Respondents were asked the period they had worked in the bank and the following were obtained:
Table 3:  Duration in service
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	1year back
	18
	23.4
	23.4
	23.4

	
	2years back
	4
	5.2
	5.2
	28.6

	
	3years back
	26
	33.8
	33.8
	62.3

	
	Above 3years back
	29
	37.7
	37.7
	100.0

	
	Total
	77
	100.0
	100.0
	


Primary data: 2021

This showed that 37.7 per cent served above 3 years, 33.8 per cent below 3 years and 5.2 per cent below 2 years and 23.4 per cent below one year. The percentage 37.7 is below average which entails that Natsave management has to put measures to retain employees’ at least to have over 50 per cent retention for employees to stay long and share their knowledge to new recruits.

4.3 EXPLORATORY FACTOR ANALYSIS
Table 4: KMO and Bartlett’s Test
	KMO and Bartlett's Test

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.753

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	423.655

	
	df
	55

	
	Sig.
	.000

	
	
	



Kaiser Meyer Olkin (KMO) and Bartlett’s Test helps to measure the relationship strength among the variables. KMO value determines whether the responses given by the sample are adequate or not which means in simpler terms we can say it measures the sampling adequacy. Kaiser (1974) recommends that values between 0.7-0.8 are acceptable and values above 0.9 are superb, as we can see the KMO value comes out to be 0.753 which indicates that the sample is adequate to make factors.
The Bartlett’s Test of sphericity is another indication of the strength of the relationship among variables. This tests the null hypothesis which ultimately explains that the correlation matrix is an identity matrix which means variables are unrelated. From the above table we can see that significance level is 0.000 which is less than 0.05 which means the significance level is small enough to reject the null hypothesis. This explains that the correlation matrix is not an identity matrix and variables are related with each other.







Table 5:  Communalities

	Communalities

	
	Initial
	Extraction

	Natsave provides training to its employees most of the times.
	1.000
	.198

	I have participated in the decision making of Natsave.
	1.000
	.614

	Suggest ways or strategies that Natsave should use to improve on your motivation levels.
	1.000
	.269

	Ability, training and experience improve an individual’s capability to perform
	1.000
	.646

	Work conditions can greatly improve one’s performance
	1.000
	.848

	The use of modern technology triggers performance of employees
	1.000
	.910

	Goal clarity among the employees helps to improve their performance
	1.000
	.679

	Role understanding of one’s job triggers employee performance
	1.000
	.572

	Any other factors that affect your level of performance as an employee of Natsave
	1.000
	.795

	With the help of the management, my performance has improved over time.
	1.000
	.947

	There is a strong relationship between employee performance and motivation
	1.000
	.711

	Extraction Method: Principal Component Analysis.

	



The table above shows that the initial are the expected values and extraction are the real values. The extraction shows the correlation values and explains the capacity of one variable to make their own group as per percentages in the table.

4.3.1 TOTAL VARIANCES EXPLAINED
The Eigen value in table 6 consists of two subsections which are initial Eigen values and extracted sum of squared loadings. We are only concerned with extracted sum of squared loadings. In this step we determine the number of factors retained. The above table shows the list of Eigen values associated with each linear factor before extraction and after rotation. There were 30 linear factors within the data set before extraction. The above table shows how 30 factors have been reduced to 3 components. The total cumulative percentage of the extracted factors comes out to be 65.36% which is more than 50% which is good for the sample size of 77. It can be seen that the first few factors explain relatively large amounts of variance (especially factor 1) whereas subsequent factors explain only small amount of variance. Then we take all factors with Eigen values greater than1, which retains only 3 components. 

	TABLE 6 TOTAL VARIANCE EXPLAINED

	Component
	Initial Eigen values
	Extraction Sums of Squared Loadings
	Rotation Sums of Squared Loadings

	
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %

	1
	3.874
	35.221
	35.221
	3.874
	35.221
	35.221
	3.855
	35.047
	35.047

	2
	2.290
	20.819
	56.040
	2.290
	20.819
	56.040
	2.290
	20.822
	55.869

	3
	1.025
	9.322
	65.361
	1.025
	9.322
	65.361
	1.044
	9.492
	65.361

	4
	.926
	8.419
	73.780
	
	
	
	
	
	

	5
	.892
	8.111
	81.890
	
	
	
	
	
	

	6
	.588
	5.346
	87.236
	
	
	
	
	
	

	7
	.501
	4.556
	91.792
	
	
	
	
	
	

	8
	.323
	2.933
	94.725
	
	
	
	
	
	

	9
	.295
	2.679
	97.404
	
	
	
	
	
	

	10
	.231
	2.096
	99.500
	
	
	
	
	
	

	11
	.055
	.500
	100.000
	
	
	
	
	
	

	Extraction Method: Principal Component Analysis.






Figure 3: SCREE PLOT
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The scree plot graph shows the Eigen value against the component number. This indicates that there are only three factors with capacity and all other factors below Eigen value of 1 have no capacity to form factors.  You can see these values in the first three columns of the table immediately above.  From the second factor on, you can see that the line comes down and gradually gets almost flat, and in the third column we can see that the line gradually flat which means each successive factor is accounting for smaller and smaller amounts of the total variance.






TABLE 7:  ROTATED COMPONENT MATRIX

	Rotated Component Matrixa

	
	Component

	
	1
	2
	3

	I have participated in the decision making of Natsave.
	
	.782
	

	Suggest ways or strategies that Natsave should use to improve on your motivation levels.
	
	.461
	

	Ability, training and experience improve an individual’s capability to perform
	
	.755
	

	Work conditions can greatly improve one’s performance
	.918
	
	

	The use of modern technology triggers performance of employees
	.952
	
	

	Role understanding of one’s job triggers employee performance
	.753
	
	

	With the help of the management, my performance has improved over time.
	
	
	.973

	Extraction Method: Principal Component Analysis. 
 Rotation Method: Varimax with Kaiser Normalization.

	a. Rotation converged in 4 iterations.




This shows that out of 30 variables, those variables with high correlations formed groups into three factors and reduced the unnecessary loadings. The factors have grouped themselves starting with motivation factors, employee performance and lastly component three is for relationship of motivation and employee’s performance.




4.3.2 Reliability of the instrument Results

The researcher ensured that the instrument developed was reliable. This was done by ensuring that the instrument clearly defined some concept and constructs used to frame the items that highlight the concept used. It also gave high internal consistency. The reliability was censured by testing the instruments for the reliability of values (Alpha values). Sekaran (2003) indicated that a Cronbach’s Alpha of 0.60 or higher is considered acceptable. The table 4.3.5 below have shown the Alpha value of 0.697 which indicates that for each measurement of variable; the items are correlated and hence highly consistent.

Table 8:  Reliability of the Instrument

	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.697
	30




4.3.3 Test of Normality

According to Stevens (2009) screening for normality is an important early step when conducting a regression, as residuals are normally distributed is assumed. To say the Normality assumption of this study was met, the Histogram was found symmetric along with the centre zero. In this case, Histogram was symmetric; indicating that assumption of normality was met and this type of data was, therefore, suitable for all types of statistical analysis. It also accepted the null hypothesis of the Kolmogorov-Sminov being greater or equal to 0.05 for sample size greater than 50 respondents. The results for normality test were as follows:




Figure 4: Test for Normality

In the histogram below, the residual is approximately normally distributed which entails that statistical analysis can be performed from the data set.
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Table 9: Test of Normality
	
	MOTIVATION2
	Kolmogorov-Smirnovd
	Shapiro-Wilk

	
	
	Statistic
	df
	Sig.
	Statistic
	df
	Sig.

	The wages and salaries am paid motivate me.
	5.75
	.263
			8
	.109
	.827
	5
	.056

	

	

	

	a. Lilliefors Significance Correction



The null hypothesis is accepted for this test of normality as data is normally distributed since the Kolmogorov and Shapiro p values are greater than 0.05.

	Table 10:  Statistics Analysis Table

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	The wages and salaries am paid motivate me.
	77
	1
	5
	4.05
	.857

	The bank provides fringe benefits to all its employees.
	77
	1
	4
	1.42
	.656

	When employees meet the set targets they are paid a bonus.
	77
	1
	5
	1.56
	.769

	Natsave provides training to its employees most of the times.
	77
	2
	5
	3.95
	.394

	To prevent boredom, Natsave rotates its employees within the organization.
	77
	1
	5
	1.49
	.754

	I have participated in the decision making of Natsave.
	77
	1
	5
	2.17
	.909

	I am given sense of responsibility at my workplace.
	77
	2
	5
	3.64
	.887

	When an employee performs well consistently, they are promoted.
	77
	2
	5
	3.73
	.898

	There is relatively equal treatment of employees depending on their efforts, experience and education.
	77
	2
	5
	3.51
	.620

	I have good inter-personal relationship with my superiors
	77
	1
	5
	3.95
	.626

	Suggest ways or strategies that Natsave should use to improve on your motivation levels.
	77
	1
	5
	2.55
	1.363

	Motivation is the most important factor in employee performance
	77
	2
	5
	4.47
	.575

	Ability, training and experience improve an individual’s capability to perform
	77
	4
	5
	4.14
	.352

	Work conditions can greatly improve one’s performance
	77
	1
	5
	3.60
	1.462

	Feedback is key in the improvement of an individual’s performance
	77
	3
	5
	4.25
	.491

	The use of modern technology triggers performance of employees
	77
	1
	5
	3.53
	1.474

	Goal clarity among the employees helps to improve their performance
	77
	1
	4
	2.30
	.988

	Role understanding of one’s job triggers employee performance
	77
	1
	5
	3.65
	1.189

	Any other factors that affect your level of performance as an employee of Natsave
	77
	1
	5
	2.92
	1.201

	With the help of the management, my performance has improved over time.
	77
	3
	5
	3.99
	.198

	I always perform to my best when I know that am accepted at work
	77
	2
	5
	4.87
	.469

	With the current motivation practices at Natsave, the performance of the employees is always going to reduce.
	77
	1
	5
	3.77
	1.012

	Employees often endeavor to meet the set targets to be given labour day award
	77
	2
	5
	3.73
	.553

	There is a strong relationship between employee performance and motivation
	77
	3
	5
	4.00
	.707

	The employee motivation tools that you believe have had the biggest impact on the level of your performance
	77
	1
	4
	2.21
	.937

	Valid N (listwise)
	77
	
	
	
	



The table 10 shows all the variables with their means and standard deviations except the biographic variables. This helped in qualitative analysis of the motivational tools, performance variables and the relationship between motivation and employee performance using the likert- scale below:

Table 11:  Likert Scale for Mean
	Likert Scale description
	Likert Scale
	Likert Scale interval

	Strongly Disagree
Disagree
Not Sure
Agree
Strongly Agree
	1
2
3
4
5
	1.00-1.80
1.81-2.60
2.61-3.40
3.41-4.20
4.21-5.00



Pimentel (2010) indicated that the Likert-scale for primary analysis is interpreted as follows:  Strongly Disagree=1.00-1.80, Disagree=1.81-2.60, Not Sure=2.61-3.40, Agree=3.41-4.20 and Strongly Agree=4.21-5.00



4.3.4 MOTIVATION PRACTICES BY NATSAVE BANK

Table 12: MOTIVATIONAL PRACTICES
	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	The wages and salaries am paid motivate me.
	77
	1
	5
	4.05
	.857

	The bank provides fringe benefits to all its employees.
	77
	1
	4
	1.42
	.656

	When employees meet the set targets they are paid a bonus.
	77
	1
	5
	1.56
	.769

	Natsave provides training to its employees most of the times.
	77
	2
	5
	3.95
	.394

	To prevent boredom, Natsave rotates its employees within the organization.
	77
	1
	5
	1.49
	.754

	I have participated in the decision making of Natsave.
	77
	1
	5
	2.17
	.909

	I am given sense of responsibility at my workplace.
	77
	2
	5
	3.64
	.887

	When an employee performs well consistently, they are promoted.
	77
	2
	5
	3.73
	.898

	There is relatively equal treatment of employees depending on their efforts, experience and education.
	77
	2
	5
	3.51
	.620

	I have good inter-personal relationship with my superiors
	77
	1
	5
	3.95
	.626

	Suggest ways or strategies that Natsave should use to improve on your motivation levels.
	77
	1
	5
	2.55
	1.363


Source: Primary data 2021

The table 12 shows the various tools Natsave bank uses to motivate its staff. The respondents indicated that wages and salaries which is paid to them motivate highly and the salaries are increased yearly as per mean of 4.05 which is quite good response, however, Natsave does not provide to all staff fringe benefits except top management, it does not also give bonuses to all staff when targets are met but to a selected few, besides, it does not rotate its staff as most of them have worked at their stations for many years  which makes them bored and unproactive as per means of 1.42,1.56 and 1.49 respectively. The respondents were satisfied with many tools among them are training, the sense of responsibility at workplace, the promotional criteria when one performs well, the treatment of employees depending on their experience, good interpersonal relationship and others disagreed that the bank does not use the strategy of refunding education, fuel and medical allowances. The tools were attested with means of 3.95, 3.64, 3.73, 3.51, 3.95 and 2.55 respectively. The Means of 2.17 on decision participation and 2.55 on strategies indicates that Natsave should therefore allow employees to participate in decision making and bring on board new motivational tools to encourage staff performance and bring to end the prevailing circumstance as construed by the means. All in all, many of the respondents supported that wages and salaries with yearly incremental as a huge motivation but on the other hand bemoaned lack of salary harmonisation between management and unionised staff which sees management getting huge salaries. The lack of harmonisation or bridging the salary gap between two parties demotivate junior employees which entails that Natsave management should act on this area and all staff will happily perform to management expectations.


4.3.5 FACTORS AFFECTING PERFORMANCE

Table 13: Factors affecting performance
	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	Motivation is the most important factor in employee performance
	77
	2
	5
	4.47
	.575

	Ability, training and experience improve an individual’s capability to perform
	77
	4
	5
	4.14
	.352

	Work conditions can greatly improve one’s performance
	77
	1
	5
	3.60
	1.462

	Feedback is key in the improvement of an individual’s performance
	77
	3
	5
	4.25
	.491

	The use of modern technology triggers performance of employees
	77
	1
	5
	3.53
	1.474

	Goal clarity among the employees helps to improve their performance
	77
	1
	4
	2.30
	.988

	Role understanding of one’s job triggers employee performance
	77
	1
	5
	3.65
	1.189

	Any other factors that affect your level of performance as an employee of Natsave
	77
	1
	5
	2.92
	1.201


Source: Primary data 2021

The respondents in table 13 overwhelmingly responded positively that motivation, ability, training and experience, work conditions, feedback; modern technology improves performance of employees in Natsave bank as per obtained means of 4.47, 4.14, 3.60, 4.25, 3.53 and 3.65 respectively. However, some employees disagreed with the aspect of goal clarity to help in performance as the goals are not clear which are assigned to employees, usually they are bulky to understand the content and also mentioned that they were not sure if other factors such as grapevine, personal problems, company policies in terms of training and performance management influences their performance as indicated by means of 2.30 and 2.92 respectively.

4.3.6 RELATIONSHIP BETWEEN MOTIVATION AND EMPLOYEE PERFORMANCE IN THE BANK

Table 14:  Relationship between Motivation and Employee Performance
	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	With the help of the management, my performance has improved over time.
	77
	3
	5
	3.99
	.198

	I always perform to my best when I know that am accepted at work
	77
	2
	5
	4.87
	.469

	With the current motivation practices at Natsave, the performance of the employees is always going to reduce.
	77
	1
	5
	3.77
	1.012

	Employees often endeavour to meet the set targets to be given labour day award
	77
	2
	5
	3.73
	.553

	There is a strong relationship between employee performance and motivation
	77
	3
	5
	4.00
	.707

	The employee motivation tools that you believe have had the biggest impact on the level of your performance
	77
	1
	4
	2.21
	.937

	Valid N (listwise)
	77
	
	
	
	


Source: Primary data 2021

The respondents positively indicated that management help attributes to improved performance, besides, they perform to their best when they are accepted at work as well as stating that there is a strong relationship between employee performance and motivation, they also indicated that their other motivations like fuel allowance, relocations which are not being provided and as such the current motivation practices at Natsave bank would affect their performance to  reduce as attested by means of 3.99,4.87,4.00 and 3.77 respectively. Further, the respondents also stated that Natsave bank employees endeavour to meet targets in order for management to reward them on Labour Day holiday and very few brought out their biggest motivational tool which impact on their performance such as promotion, praise, acceptance among others as can be seen by means of 3.73 and 2.21 respectively.

4.3.7 REGRESSION ANALYSIS - RELATIONSHIP BETWEEN MOTIVATION FACTORS AND EMPLOYEE PERFORMANCE

TABLE 15:  MODEL FIT SUMMARY

	Model Summary

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

	1
	.736a
	.541
	.535
	.64011

	a. Predictors: (Constant), MOTIVATION



In table 15, above, the R Squared value from the model summary is 0.541 which means 54.1% of variance in employee performance is accounted by variation in motivation. In short, 54.1% of dependent variable explained by the independent variable.

TABLE 16:  ANOVA TEST

	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	36.256
	1
	36.256
	88.485
	.000b

	
	Residual
	30.731
	75
	.410
	
	

	
	Total
	66.987
	76
	
	
	

	a. Dependent Variable: EMPLOYEE_PERFORMANCE

	b. Predictors: (Constant), MOTIVATION



According to table 16, Motivation predicts employee   performance (dependent variable) with F(1,75)=88.485, p < 0.001 which indicates that motivation significantly affect the employee performance of Natsave bank in Northern province of Zambia. This entails that the Null hypothesis is rejected and conclude that the independent variable (motivation) affects the dependent variable (employee performance) and decide that the regression model best fitted the data at a significance level of 0.00.

Table 17:  Regression Coefficient
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-.745
	.477
	
	-1.561
	.123

	
	MOTIVATION
	1.02
	.204
	.736
	9.407
	.000

	a. Dependent Variable: EMPLOYEE_PERFORMANCE



According to the table 17, motivation has a beta coefficient value of (β=1.02, p=.000, P< 0.05). This indicates that there is a significant relationship between motivation and employee performance.
4.3.8 DISCUSSION OF FINDINGS

i) Motivational practices at Natsave Bank
The study found out that the Bank uses many different practices to motivate its employees. These include; provision of fringe benefits, paying bonuses to workers who put in extra effort, giving a sense of responsibility, promotion of consistently hardworking employees and treating the workers equally. Besides, the bank provides other motivational tools such as medical refunds, fuel allowance and education refunds. However, the study revealed that the medical refunds undergo scrutiny and usually most staff’s allowance goes unclaimed every year. Moreover, fuel allowance is only enjoyed by staff in management grade and leaves many unionised workers unhappy due to the fact that they are not considered for the allowance. All in all, the process of getting refunds is usually tedious and only approved courses by management are given refunds upon completion.
Precisely, the study also found out that the bank does use salary and wages as a tool to motivate its employees as most of them were satisfied by the management’s salary scheme but complained of the huge gaps which are there between management and unionised staff. It was also found out that the bank does carry out training of its employees on online meetings such as zoom meeting. Despites, these trainings, the study indicated that it was not enough for technical skills such as analytics and long-term use as the meetings are conducted within minutes or hours.  The study also found out that the bank does not rotate its employees or involve them in decision making as a way of motivating them. The bank does not give bonuses to outstanding performances and does not provide fringe benefits to motivate the staff.
These findings can be related with Motivational factors and hygiene factors which are also known as intrinsic and extrinsic factors respectively (Abdullah and Islam, 2012). In the view of Herzberg, motivators are factors that lead to a certain degree of job satisfaction and job contentment if available. Such factors encompass aspects such as nature of the work itself, the possibility for growth, responsibility, advancement, recognition and status (Osabiya, 2015). On the other hand, a converse set of factors which are associated with dissatisfaction as known as hygiene or maintenance factors. Factors such as inadequate monthly salary to employees, poor working relationships, poor working conditions and lack of job security which could cause dissatisfaction at work are good examples of hygiene factors, intrinsic motivation which is concerned with the state of self-actualization and, satisfaction of accomplishing something worth and extrinsic motivation which is induced by external factors that are primarily financial in nature.  These external motivators include; higher pay, fringe benefits like retirement plans, stock options, profit sharing schemes, health and medical insurance.

ii) The factors that affect employee performance

The study found out that motivation is the major factor that affects the level of employee performance. This is because when the respondents were asked about whether motivation is the most important factor in employee performance, the study recorded a mean of 4.47 which indicates strongly agree. However, the study also found out that the organization needs to consider whether the tools they are using are matching the needs of the employees such that they can apply the right tools which appeal to the employees. Further, the study also found out that there are other factors that affect the level of employee performance in the bank and these included; goal clarity which had undesirable response as it was revealed that the goals clarity does not affect employees performance, feedback which was ranked second important variable in employees performance, ability, training and experience of employees which was ranked as number three following feedback, the use of modern technology and working conditions of employees had positive responses which indicated that they have influence on employee performance. The respondents on any other factors such as grapevine, personal problems and workload received neutral response. In short, respondents were uncertain if the factors like grapevine, personal problems and workload have impact on employee performance.

The study findings   agree with Kathleen (2004) on motivation, who asserted that it is one thing to be capable of doing something; it is something else altogether to want to do it. Setting aside the issue of coercion, people generally want to do things for two basic reasons: Firstly, it serves some purpose of their own or secondly, it serves someone else’s purpose and they’ve accepted something in return for doing whatever it is that someone else wants done. Self-satisfaction and incentives; these are the two great motivators.  The study also is compared with Rynes et al. (2004) on feedback; he argued that without information about actual conditions in relation to intended goals or results, no one can perform to standard. Such information is known as feedback. It informs progress, enables corrections and, eventually, signals attainment of the objective. For most hard tasks (for instance, tasks involving tangible products or other immediate and readily measured effects of one’s actions), feedback is generally available without much effort on any-one’s part. This is especially true when the main effects of a person’s actions are the reactions of other people. Therefore, lack of good feedback leads to lack of correction and hence poor performance. Rynes et al. (2004) also found out that performance might not occur if the environmental conditions are so unsuitable as to present insurmountable barriers to performance. He writes that most of us can successfully drive our cars on windy days but none of us can drive through a tornado. In less dramatic terms, missing tools and equipment, competing priorities, a repressive climate and other factors can interfere with our ability to perform as expected, regardless of our motives or our role perception, the presence or absence of feedback and the quality of the mental models that guide our thinking and actions.

iii) Relationship between Motivation and Employee Performance

 The findings revealed that motivation makes employees do extra tasks for better performance and that there is a significant relationship between employee motivation and the performance of Natsave bank staff. This is evidenced by the regression coefficient Beta at 1.0 which indicates that there is a strong relationship between motivation and employee performance of Natsave bank staff. The findings can be compared to Armstrong (2006) who indicated that the value of human resource performance is a managerial concern. Employee motivation is the classic response on this matter. This has been utilized for ages by many different entities, small- and large-scale businesses alike. It fosters mutual growth in an employer-employee relationship. Indeed, motivation has a significant impact on employee performance of the bank.








CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

[bookmark: _Toc473652636][bookmark: _Toc385972310]5.1 Introduction

This chapter presents the summary of the findings of the study for the previous four chapters. This chapter also includes summary, conclusions and recommendations for the study.

[bookmark: _Toc473652637][bookmark: _Toc385972311]5.2 Summary of major findings

According to the study, Natsave bank has various motivational tools which it offers to its employees to influence their performance. The respondents indicated that wages and salaries which is paid to them motivate highly and the salaries are increased yearly as per mean of 4.05 which is quite good response, Nevertheless, the bank does not provide to all staff fringe benefits except top management, it does not also give bonuses to all staff when targets are met but to a selected few, besides, it does not rotate its staff as most of them have worked at their stations for many years which makes them bored and unproactive. The other weaknesses which the study highlighted pertaining to the motivational practices are that the employees are not allowed to participate in decision making especially in areas of the product and services which are offered to the customers and the bank has not provided a section where creative and innovative ideas should be channelled to enhance the welfare of the staff.

Besides, the study indicated that motivation is the most important factor of employee performance. The other factors includes; ability, training and experience, work conditions, feedback, modern technology also improves performance of employees in Natsave bank. However, some employees disagreed with the aspect of goal clarity as they are not clear to help in performance and also mentioned that other factors such as grapevine, personal problems, company policies in terms of training and performance management influences their performance. Lastly, the study verification by regression analysis revealed that there is significant relationship between motivation and employee performance.

5.3 Conclusion

Based on the findings, it can be concluded that motivation can be categorized in two types basing on whether the motivational states are internally or externally derived. These included intrinsic motivation and extrinsic motivation. It can also be concluded that there are two types of motivation tools an organization can use-the financial and the non-financial tools. It can also be said that though the non-financial tools such as reducing the workload, job security, acknowledgment are all good motivators, financial tools such as salary and performance related pay are better motivators. It can also be concluded that the management of Natsave bank is trying to motivate its employees though the tools it is using do not exactly match with the expectations of the employees.
On the other hand, the factors that affect employee performance can be deduced to motivation as the most important factor that organization should look upon. Nevertheless, other factors also affect the level of employee performance which includes; goal clarity, feedback, use of modern technology, ability, training and experience. The research also concludes that there is a significant positive relationship between motivation and employee performance. 

5.4 Recommendations
Basing on the study findings, the following recommendations were highlighted as follows:
· It was recommended that the management of Natsave Bank should review its pay package, fringe benefits and opportunities for growth in order to retain its workforce. Besides, rotation strategies should be formulated and be put in practice to encourage staff performance.

· The study also recommended that all staff should be given bonuses if they meet the assigned targets, this would trigger significant results. Further, they should be involved in decision making which would ultimately bring sense of belongings’ and worthiness to the organisation.
· It further recommended that a business research and development section should be introduced to spearhead the creative and innovative ideas from employees which could supplement to employee performance in this modern technology and turn around the institution status quo.

· The Management staff should also be trained in interpersonal skill and people management by HR department so that staff problems issues would be handled professionally. Management should also invest in long term training for its staff to specialise in technical fields.

· The study indicated a weakness in goal setting. The top management should therefore set objectives which are specific, measurable, attainable, realistic and time bound.

· There should be fair policies and practices exhibited by the management of organisation to create equal opportunities and provide equal treatment to employees without any bias which promotes positive attitude towards organisation and work among employees. 


· Effective communication of work-related information should be established effectively to ensure that employee is aware of the work-related responsibilities and expectations and should be communicated to on the reasons of huge salary gaps and changes to policies so that everyone appreciates and participate fully in the growth of the bank.
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Work Plan-GANTT CHART
	
	RESEARCH ACTIVITY
	DURATION
	2021 GANTT CHART

	
	
	
	April-21
	May -21
	June 21-
	July-21
	August -21
	Sept-21
	Oct-21

	
	Preparation of draft research proposal
	2 weeks
	
	
	
	
	
	
	

	
	Submission of draft proposal to supervisor 
	3 days
	
	
	
	
	
	
	

	
	Inputs from supervisor
	1 week
	
	
	
	
	
	
	

	
	Incorporation of inputs from supervisor
	2 weeks
	
	
	
	
	
	
	

	
	Re submission of edited proposal to supervisor
	2 days
	
	
	
	
	
	
	

	
	Designing of Data collection tools
	1 weeks
	
	
	
	
	
	
	

	
	Data collection
	2weeks
	
	
	
	
	
	
	

	
	Data Analysis
	2 weeks
	
	
	
	
	
	
	

	
	Report writing
	2 weeks
	
	
	
	
	
	
	

	
	Submission of 1st draft dissertation to supervisor 
	3 days
	
	
	
	
	
	
	

	
	Progress presentation
	3 days
	
	
	
	
	
	
	

	
	Submission of 2nd draft dissertation to supervisor
	3 days
	
	
	
	
	
	
	

	
	Preparation of final draft dissertation 
	2weeks
	
	
	
	
	
	
	

	
	Submission of soft copy and hard copy of draft dissertation for examination
	3 day
	
	
	
	
	
	
	

	
	Oral examination of the dissertation
	3 days
	
	
	
	
	
	
	

	
	Correction of the dissertation 
	1 week
	
	
	
	
	
	
	

	
	Submission of 4 hard copies of corrected final dissertation
	3 days
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Financial Budget
	No.
	RESEARCH ACTIVITY
	Expendable items
	Quantity
	Unit Price(K)
	Total cost(K)

	1

	Preparation of Research proposal, Questionnaires 
	Toner
	1
	1,000.00
	1,000.00

	
	
	Paper (realms)
	5
	90.00
	450.00

	2
	Contact with supervisor
	Transport and Lodging
	3 trips
	2,000.00
	6,000.00

	
	Proposal defence and ethical clearance
	Transport and Lodging
	2 trips
	2,000.00
	4,000.00

	3
	Data Collection
	Transport and lodging
	25 days
	600.00
	15,000.00

	4
	Data Analysis
	Statistical package 
	1
	800
	800.00

	5
	Dissertation Editing
	Editing
	1
	1,500
	1,500.00

	6
	Dissertation printing and binding
	Printing and binding
	3
	500
	1,500.00

	7
	Communication and internet connectivity
	Airtime and Bundles
	1
	1,500
	1,500.00

	
	
	
	
	
	

	
	GRAND TOTAL
	
	
	
	31,750.00
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Appendix 3
Questionnaire


TOPIC: MOTIVATION AND EMPLOYEE PERFORMANCE
(To be filled in by the employees of Natsave Bank)
Dear Sir/ Madam,
I am Aaron Sampa with student number 718000054, a student of the University of Zambia pursuing a master’s degree in Business Administration. I am currently conducting a study on the relationship between motivation and employee performance in your organization. The study is purely for academic purposes and the information given will be treated with utmost confidentiality. I, therefore, humbly request you to spare some time and answer the following questions.

SECTION A: Background information

Tick or write answers in full where applicable.
1. Gender 
Male		 b) Female		
2. Marital status: 
Single		 b) Married		    c) Widow(er)		d) Divorced 	
3. Age bracket (years)
11-20		b) 21-30		    c) 31-40                            d)   41 and above
4. Highest level of education attained
a) Primary		b) Secondary		c) Tertiary		d) University
5. When did you join Natsave?
a) 1year back	           b) 2years back	         c) 3years back             d) Above 3years back




SECTION B: Motivation practices by Natsave
On a scale of 1-5, tick in the appropriate box on how you strongly disagree or agree with the statements given.
	Scale
	1
	2
	3
	4
	5

	
	Strongly disagree
	disagree
	Not sure
	agree
	Strongly agree



	Statement
	1
	2
	3
	4
	5

	1. The wages and salaries am paid motivate me.
	
	
	
	
	

	2. The bank provides fringe benefits to all its employees.
	
	
	
	
	

	3. When employees meet the set targets they are paid a bonus.
	
	
	
	
	

	4. Natsave provides training to its employees most of the times.
	
	
	
	
	

	5. To prevent boredom, Natsave rotates its employees within the organization.
	
	
	
	
	

	6. I have participated in the decision making of Natsave.
	
	
	
	
	

	7. Am given sense of responsibility at my workplace.
	
	
	
	
	

	8. When an employee performs well consistently, they are promoted.
	
	
	
	
	

	9. There is relatively equal treatment of employees depending on their efforts, experience and education.
	
	
	
	
	

	10. I have good inter-personal relationship with my superiors
	
	
	
	
	



11. Suggest ways or strategies that Natsave should use to improve on your motivation levels…………….

SECTION C: Factors affecting employee performance
On the scale of 1-5, tick in the appropriate box on how you strongly disagree or agree with the statements given.
	Statement
	1
	2
	3
	4
	5

	1. Motivation is the most important factor in employee performance
	
	
	
	
	

	2.Ability, training and experience improve an individual’s capability to perform
	
	
	
	
	

	3. Work conditions can greatly improve one’s performance
	
	
	
	
	

	4. Feedback is key in the improvement of an individual’s performance
	
	
	
	
	

	5. The use of modern technology triggers performance of employees
	
	
	
	
	

	6. Goal clarity among the employees helps to improve their performance
	
	
	
	
	

	7.Role understanding of one’s job triggers employee performance
	
	
	
	
	


8. Suggest any other factors that affect your level of performance as an employee of Natsave
……………………

SECTION D: Relationship between motivation and employee performance in the bank
On the scale of 1-5, tick in the appropriate box on how you strongly disagree or agree with the statement given.
	Statement
	1
	2
	3
	4
	5

	1. With the help of the management, my performance has improved over time.
	
	
	
	
	

	2. I always perform to my best when I know that am accepted at work
	
	
	
	
	

	3. With the current motivation practices at Natsave, the performance of the employees is always going to reduce.
	
	
	
	
	

	4. Employees often endeavour to meet the set targets to be given labour day award
	
	
	
	
	

	5. There is a strong relationship between employee performance and motivation
	
	
	
	
	



6. List the employee motivation tools that you believe have had the biggest impact on the level of your performance…………………………..							


Thank you for the co-operation
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