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ABSTRACT

This study was carried out to investigate the ielahip of motivation on the performance of
employees in Information Network Security Agenicyak based on three objectives. Namely, to
find out how organizations motivate their employdesfind out the role of motivation on the
employee performance in an organization and to fiathtionship between motivation and
employee performance in an organization. The samdployed a descriptive study design using
both qualitative and quantitative tools. Stratifisdmpling method was used to determine the
sample size which is found to be 92; then the rekea used systematic sampling method to
distribute questionnaire. The result shows thadmfation Network Security Agency use
different ways of motivational tools in motivatiitg employees, that employees are motivated
for many reasons such as helping them in orgarmmatto perform their work as assigned, to
maintain employees to employers relationship, tcoarage employees performance efficiently
and effectively, to encourage team work as welingsroving on the employees skill at their
work places to perform better for improved orgatizas performance. Based on the result it
can be concluded that the employees motivationahdisect impact on employee performance.
This indicates that there isa relationship betweaeativation and employee performance of
Information Network Security Agency. This was ewed by the chi square calculated,{)¢hat
was 96.50 while chi square tabulated?vas 3.50 at 1 level degree of freedom from 5%l lev
of significance that made the findings statistigaflignificantThis study suggests that the
organization involvement is better to take partré@commending the provision of motivational
needs through adjusting and setting clear criteimathe organizational employee directive,

besides there should bea greater balance betweelogees’ needs and organizational needs.

Key words: Motivation, Information Network Security Agenc¥employee Performance
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CHAPTER ONE

INTRODUCTION

1.1 Background of the Study

Managers have believed that organizational objestiand goals are unachievable without
enduring commitment of members and employees ofotiganization. The world is going
through an enormous change (Dockel, 2003). Thegdsathat are reshaping the world have
altered the way organizations operate and haveletsto changes in employee characteristics
(Robbins, 2000).

Motivation is the driving force by which we achiewar goals. The term motivation has been
defined by different authorities in the study of/&t®logy, Management and allied disciplines.
According to Cole (1995), motivation is essentiadlyout what drives a person to work in a
particular way and with a given amount of efforttéMation is a pre-disposition to behave in a
purposive manner to achieve specific needsBuforale1995). Lindner (2004) perceives
motivation as a psychological process that givésabeur purpose and direction. According to
Stoner et-al (2000), motivation is a human psychicll characteristic that contributes to a
person degree of commitment in an individual betva\Balunywa'’s (2005), define employees’
motivation as identification of the desires anddseef subordinates and creating an atmosphere
to attain organizational goals and objectives. Maiton is operationally defined as a set of
indefinite factors that constantly change with tik@vach (1987). According to Greenberg and
Baron (2003, 2000) definition of motivation could divided into three main parts. The first part
looks at arousal that deals with the drive, or gpdrehind individual (s) action. People turn to
be guided by their interest in making a good imgias on others, doing interesting work and
being successful in what they do. The second péetning to the choice people make and the
direction their behaviour takes. The last part slegth maintaining behaviour clearly defining
how long people have to persist at attempting tetrtteeir goals. There are some divergences in
these definitions, what is common is that that gbing has to trigger an employee to perform in

an exceptional way.



Motivation can be intrinsic and extrinsic. Extriosmotivation comes from outside of the
individual. Extrinsic motivation concerns behaviofluenced by obtaining external rewards
(Hitt, Esser, & Marriott, 1992). Praise or positifeedback, money, and the absence of
punishment are examples of extrinsic or externahrds (Deci, 1980). A crowd cheering on the
individual and trophies are also extrinsic inceasi\Reiss Steven (2004).Intrinsic motivation, on
the other hand, is the motivation to do somethingpl/ for the pleasure of performing that
particular activity (Hagedoorn and Van Yperen, 20&Xplanations of intrinsic motivation have
been given in the context of Fritz Heider's atttidw theory, Bandura's work on self-efficacy,
and Deci and Ryan's cognitive evaluation theoryigR&teven, 2004). Examples of intrinsic
factors are interesting work, recognition, grondhd achievement. Several studies have found
that there is a positive relationship between msid motivation and job performance as well as

intrinsic motivation and job satisfaction (Linz,@%).

Employee performance refers to the output in teoghgjuantity and quality that helps the
organization to realize its set objectives. In otlwerds performance can be measured by traits,
behaviors’ and/or outcomes, (Bratton and Gold, 20&nployee performance management
encourages the employee to get involved in thenatanof the organization which will help the
employee to be motivated and perform at a highl |Eveisman, B.J. (2002). Kreisman (2000)
argues that the most valuable and volatile assetngforganization is a well-motivated and
stable workforce which is competent, dedicated pratiuctive. Thus, improving productivity
remains the single most crucial function of healdsrganizations in recent times which directly
related to the motivation of its employees. Intenggy, what motivates employee changes
constantly. Explaining the dynamic nature of mdiwa, Kovach (1987) cites the example that
as employees’ income changes, money ceases tontb@ieational factor; and as employees
grow older, interesting work becomes a motivatidaator. That is why Lindner (2004) declared
that motivating employees is very complex, as eygs#amotivation is a never ending challenge.
Heads of institutions thus face difficult challengfamotivating and retaining employees. One of
the traditional components of management along pli#imning, organizing, and controlling, is
motivating. Many managers do different things feample: contests, ranking of people, plants,
shifts, teams, and departments, performance appsaiserformance, production, sales quotas

and commission pay. All these systems are impleadenh the belief that they drive



performance.An employee must be motivated to havgoad performance so that the
organization becomes successful in its missiomolimotivation is present for an employee, then
that employee’s quality of work or all work in geakwill deteriorate Whyte, Cassandra B.
(2007).

1.2 Statement of the Problem
Information Network Security Agency (INSA) is a tigservice organization established in 2007

to work on Information technology and network irstraicture. It mainly focuses on information
security (software solutions for existing and fetyroblem of the customers) & ICT systems,
deployment and maintenance of services for cusmnibSA motivates its employees in many
ways like provision of transport, house allowantesmanagers and Experts, provision of
rewards on performance, shelter for managers amrEss 100% medical allowances for all
employees with their family among others. According the organizations workers
compensation and employment benefit directivesotiganization is legally required to provide
the above benefits to its employees. Despite tlowealways of motivating employees, there is
absence at work, late coming, turnover and littegkvdone by some of the employees among
others. Therefore this led the researcher to iiyast the relationship between motivation and

employees’ performance in the organization.

1.3Research questions
Based on the stated problem the researcher tressiwer the following research questions:

1. How does INSA motivate its employees?

2. What is the role of motivation on the employee parfance in INSA?

3. What is the relationship between motivation and leyge performance in INSA?
1.4Research Objectives

1.4.1 General Objective

The general objective of the research was trieassess the relationship of motivation with the
employee performance in INSA.



1.4.2 Specific objectives

1. To find out how INSA motivates its employees.
2. To find out the role of motivation on the doyee performance in INSA.

3. Tofind relationship between motivation amtpdoyee performance in INSA.

1.5 Definition of Terms
Motivation:- is the driving force by which we achieve our goals

Extrinsic Motivation :-is a construct that pertains whenever an actigipne in order to attain
some separable outcome.

Intrinsic Motivation :-is defined as the doing of an activity for its indr@ satisfactions rather
than for some separable consequence. When intlhsmotivated a person is moved to act for
the fun or challenge entailed rather than becatisgternal prods, pressures, or rewards.
Employee performance:refers to the output in terms of quantity and dydhat helps the

organization to realize its set of objectives.

1.6 Significance of the study
The study has very significant role to play in shgdhow to relate motivation in employee

performance to different stakeholders of the orgmton that include; management, the
Researcher and Government organizations in theviolg ways:-
- It is helpful to the employers that might find thiedings of this study relevant to their

organizations to motivate their employees and im@tbeir performance.

- This proposed study will have a significant roleeimhancing employees' motivation and to

retain employees and help organizations establgiod image.

- The study might be relevant to other potential aed®ers who were presented with factual

information on the relevance of employee outpytroductivity.

« Finally, it can also serve as reference documentfdather studies on motivation and

employee performance.



1.7 Scope of the study

1.7.1 Content scope

This study was based on the relationship betweetivation and employee performance in
INSA. It was guided by the objectives; how INSA mate its employees, the role of motivation
on the employee performance in INSA and the relatigps between motivation and employee

performance in the organization.

1.7.2 Time scope

The scope of this research focuses on motivatiah employee performance in Information
Network Security Agency. Due to the time constraihé researcher and the research could not

make more detail.

1.8 Limitations of the study
The study involved the following constraints;

The time allowed to do this research was not endagtllow exhaustive study and obtain all the

essential information for much more suitable cosiclas.

1.9 Organization of the research study
The study comprises five chapters. The first chagtempts to present a general introduction on

motivation and performance appraisal, views thebl@ms and also objective, scope,
significance as well as limitation of the study ev@resented. The second chapter reveals a brief
theoretical framework; views of different scholarsich are one way or the other pertinent to the
study were presented in this section. The thirgtdracontains the research methodology applied
for gathering data in order to answer the resegtedstion for this study. And includes: the
research design, sample design, source of dateynmants of data collection, procedures of data
collection, and methods of data analysis. The Fowthapter deals with data presentation,
interpretation and analysis of the study. The ¢astpter comprises three sections, which include
summary of findings, conclusions, and recommendatiéd summary of findings were outlined

and thereby giving answers to the research question



CHAPTER TWO
REVIEW OF RELATED LITERATURE

This part of the study attempts to present relditecature and it presented in themes namely;
how organizations motivate their employees, thee rof motivation on the employee
performance in an organization and the relatiorsshyetween motivation and employee

performance in an organization.

2.1 How organizations motivate their employees
The relationship between the employer and employest be one of understanding in order for

the employee to identify himself with his work awith the business he is working for. Lack of
motivation in return affects productivity. A numbef symptoms may point to low morale:
declining productivity, high employee turnover, reasing number of grievances, higher
incidence of absenteeism and tardiness, increasinter of defective products, higher number
of accidents or a higher level of waste materiad acrap (William Day 1978). A motivated
employee is a loyal employee and to be loyal ingplieat the employee supports the actions and
objectives of the firm. The appearance of the jgbaawhole has, in fact a bearing on the

willingness and quality of an employee’s performgrdlartin Bruce 1962).

Improving employee engagement can increase pradhycéind profitability while also reducing
employee absenteeism and turnover. Herzberg claiim&td positive hygiene factors such as
work conditions and salary simply satisfy basic Eype needs, whereas motivators (such as
achievement and recognition) encourage employeeagot& above and beyond the minimum
requirements. ‘Compensation alone is not enougketp the highly skilled’” motivated and

experienced workforce your business needs to eiGefenburg, 2008).

Smithers and Walker, (2000) stressed that indivgltend to develop certain motivational drives
on the cultural environment in which they live ahdse drives affect the way people view their
jobs. He suggests that achievement, affiliationmpetence and power are four types of
motivational drives that are found in individuatat are self-motivated and this may be the case

for many construction workers. Motivation plays artpin enhancing construction labor



productivity (Smithers and Walker, 2000) and forthe basis for identification of the work

environment factors.

Improving employee engagement can increase pradhycéind profitability while also reducing
employee absenteeism and turnover. Herzberg claiim&tdpositive hygiene factors such as
work conditions and salary simply satisfy basic Eype needs, whereas motivators (such as
achievement and recognition) encourage employeegot& above and beyond the minimum
requirements. ‘Compensation alone is not enougkegp the highly skilled’” motivated and

experienced workforce your business needs to e@efenburg, 2008).

Organizational Influence is the main factor in eaygle motivation. However, no organization or
employee is an island, and both are also affecyetthds community in which they exist, such as
family, friends, community members and local issaffecting the lives of people. It can be

argued that National Influence affects both theanrgation and the employee evenly. As the
organization must conform to social, political, Bomic and legal requirements on a national
level, the employee must also do the same in dadexist. Global influence is all encompassing;
in today’s global village ideas are exchanged imatter of moments. This open exchange of
concepts and knowledge set the perimeter for ope&ations from us as well as others. Global
influence moulds the national influence which, unnt affects the community. The organization
and the employee must deal with this interplay serdsion between the different spheres of

influence that affect them, (Emmens, B, et al, 2006

Globalization of the market has created a high daehfar common work ethic and practices in
the developed and developing countries. Despitstounes about the validity of western theories
of motivation in the developing world, globalizatidhas been rapidly blurring the difference in
work cultures and environment both in the East #mel West. Oppressive organizational
environment, however, can dampen the human spudt enthusiasm making an individual
incapable of generating any personal drive. Thiskma detrimental both to an employee and the
organization. Employees can lose their motivatiohemw organizations mandate certain
behaviours and norms which are not aligned withinkdeszidual values of the employees, (Block
& Peter, 1991)



Loyal employees are highly motivated or motivatetpbyees are highly loyal to the
organizations which they belong may not be trugnénmodern world. The organizational loyalty
now-a-days are transient and does not guarantegdmployee tenure. The obvious reason is
that high performers are in great demand in theleynpent market and can be enticed away
with higher challenges and benefits both finanaiadl non-financial. In practice, organizations
have their own way to deal with employee motivatidhis is due to the fact that unwritten
psychological contracts between the employees hademployers are dealt with differently
within the organizations depending on the partic@eganizational culture and management
style, (Laming, 2004).

Because each organization has a distinct perspnaiinagers should try and remove barriers
from their organization that cause job dissatisfectand are a detriment to motivating
employees. Factors such as company politics, unpta meetings, withholding information,

and unfairness lead to low morale and overall jissatisfaction, (Robbins & Coulter, 1996).

Another theory related to employee motivation is #quity theory. This theory suggests that
individuals compare their performance and compe@msatgainst their co-workers' performance
and compensation and act to correct any inequii@sexample, two workers are paid an hourly
rate for the same task; however, worker A is pamtarper hour than worker B. Thus, worker B
may act to correct this inequity or just continagoerform below his or her potential. Similarly,

worker A will increase his work efforts given hislwer elevated level of compensation (Robbins
& Coulter, 1996).

Recent studies have expanded the concept of emgloyaivation beyond job design and
identified issues such as motivating a diverse Vfaode, pay-for-performance programs, and
employee stock ownership plans (ESOPs) (Robbinso&lt€r, 1996). Researchers suggest that
management exercise flexibility when confrontingieerse workforce. For example, different
groups of workers have different needs. A singléehmomay need daycare or a second job and
therefore require specific motivators. Researclo aaggests that tailoring rewards to the

individual worker can be a highly motivational tq®obbins & Coulter, 1996).



Pay-for-performance plans are designed to link iipeperformance goals with employee
compensation. Since most individuals work to obthi@ amount of money required meeting
their needs and wants, these types of plans cdighé/ motivating since they positively relate
the amount of pay with the amount of work efforayRor-performance programs compensate
employees based on some pre-determined performam@asurement (objective). Examples

include piece-rate pay plans, wage incentive plarddjt sharing, and bonus plans.

Performance measurements may include individudeam goals, departmental objectives, or
overall organizational profit. The basis for sudmgrams is that by making a portion of an

employee's compensation contingent on some spgafiormance objective, he or she will be
more focused and devote more effort toward attgitivat objective (Robbins & Coulter, 1996).

Some organizations have management incentive preguader which managers and executive
managers. And compensation is granted accorditiget@rganization's results of operations for
the year. These programs work well for managemieotyever, as only a targeted group of

employees are allowed to participate, the ovetaltsss is debatable.

According to Douglas (1999), people have needs tAnde needs are satisfied at work. He
described two sets of assumptions about people ttbatabeled Theory X and Theory Y

(Bruce,1999), The assumptions of Theory X are thast people will avoid work because they
don't like it and must be threatened or persuadqult forth adequate effort. People have little
ambition and don't want responsibility. They wamte directed and are most interested in job
security. The assumptions of Theory Y are that werkery natural to people and that most
people are self-directed to achieve objectiveshaivthey are committed. People are ambitious
and creative. They desire responsibility and deav&ense of satisfaction from the work itself

which in my view motivate them to perform well.

Organizational Influence is the main factor in eaygle motivation. However, no organization or
employee is an island, and both are also affecyeithdo community in which they exist, such as
family, friends, community members and local issaffecting the lives of people. It can be

argued that National Influence affects both theanization and the employee evenly. As the



organization must conform to social, political, Bomic and legal requirements on a national
level, the employee must also do the same in dadexist. Global influence is all encompassing;
in today’s global village ideas are exchanged imaiter of moments. This open exchange of
concepts and knowledge set the perimeter for ope@ations from us as well as others. Global
influence moulds the national influence which, unnt affects the community. The organization
and the employee must deal with this interplay sertsion between the different spheres of
influence that affect them, (Emmens, B, et al, 2006

According to Hertzberg (2000), an individual wile bnoved to action based on the desire to
avoid deprivation. However, this motivation doeg poovide positive satisfaction because it
does not provide a sense of growth. (Quick, 198&hough salary is considered a hygiene
factor, it plays an indirect part in motivation asneasure of growth and advancement or as a
symbol of recognition of achievement. To me, sakegms to be a motivator too many workers

as it commits employees to perform in order to ntleeir set targets

Smithers and Walker, (2000) stressed that indivgltend to develop certain motivational drives
on the cultural environment in which they live ahdse drives affect the way people view their
jobs. He suggests that achievement, affiliationmpgetence and power are four types of
motivational drives that are found in individuatat are self-motivated and this may be the case
for many construction workers. Motivation plays artpin enhancing construction labor
productivity (Smithers and Walker, 2000) and forthe basis for identification of the work

environment factors.

According to McCoy (1992), both incentives and g@ton provide a reward; however,
incentives drive performance while recognition msadter-the-fact display of appreciation for a
contribution. Financial rewards are certainly intpat in compensation programs. Social
recognition provides employees with a sense ofweith by acknowledging the contributions
they have made. This recognition could be givethenform of a ceremony that helps to validate
and is an important compensation and one that plpbeosts a company very little in
relationship to the benefit to employees. In mywiezcognition seems to motivate employees to
perform which the study will verify. (McCoy,1992).
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2.2The role of motivation on the employee performare in an organization

The key to motivating employees is to know what iwade them and design a motivational
programed based on those needs. Therefore thetigbjex this proposal is to describe the
importance of certain factors which motivate emples of the institution; the study will

specifically describe the rank importance of soreeced motivational factors, taking into
consideration some theories of motivation. The ctetk factors (indicators) are: career
development opportunities; job security; good salagood conditions of service; full

appreciation of work done; sympathetic help withrspeal problems; attractive pension

schemes; personal loyalty with employees; pers@atalgnition; and reputation of institution.

The achievements of individuals and organizatiag@dls are independent process linked by
employee work motivation. Individuals motivates rniselves to satisfy their personal goals,
therefore they invest and direct their efforts thoe achievements of organizational objectives to
meet with their personal goals also. It means dhgé&nizational goals are directly proportion to
the personal goals of individuals. Robert (200poréed that the manager job is to ensure the
work done through employees is Possible, if the leyges are self-motivated towards work
rather directed. The manager’s involvement is rotnaich important in the motivation of

employees. The employees should motivate themstdweerk hard.

The key starting point in studying the link betwegorkplace relations and productivity is the

indeterminate, or open-ended, nature of the empdoymelationship. While compensation and
general working conditions are agreed in some wdlieatime of employment, the employee’s
actual contribution in terms of volume and quabfyoutput remains largely unspecified. People
In Aid, 92003) Much depends on employees’ willingsi¢o invest their skills and know-how in

the production process. In turn, such commitmeriiugdt on organizational arrangement, well

accepted working conditions and co-operative refetimore generally. In short, employee
involvement is crucial because, to a large extefigrt remains discretionary, (People in Aid,

2003).

Hence, it is important to identify the objectivenditions under which co-operation actually

develop. The development of a modus Vivendi betwagents is necessary if the production
system is to be efficient enough to produce valdded and ensure the reproduction of the
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employment relationship in the context of marketmpetition. There is no doubt that,
independently of technological evolution, coopenmatiis crucial if acceptable levels of
productivity growth are to be generated at the fpoinproduction. The purpose of employee
management, then, is to solidify and enhance thearage through a systematic program to
find, motivate, develop and retain your employeewareffectively than your competitors. If
your organization adopts employee management pesctihat are superior to those of your
competitors, it is likely that you will always hawe higher quality workforce, leading to a
sustained competitive advantage. This is not totlsalygood people who are well managed can
overcome poor products or services, but in thegmes of quality and services, well managed
people can be the difference between a successfupany and one that is not competitive
(Cole, 1997).

Cole G. A (1997), defined Organization Performamseall multiple activities that help in
establishing the goals of the organization, anditapthe progress towards the target. It is used
to make adjustments to accomplish goals more effitt and effectively. Organization
Performance is what business executives and ovarersisually frustrated about. This is so
because, even though the employees of the comparaad-working, and are busy doing their
tasks, their companies are unable to achieve @nenptl results. Results are achieved more due
to unexpected events and good fortune rather ti@efforts made by the employees.

According to Petcharak (2002), one of the functiohduman resource manager is related to
ensure employees’ workplace motivation. The hunemource manager’s function should be to
assist the general manager in keeping the emplsaedied with their jobs. Another goal in
organization is the goal for the services managetoi develop motivated employees and
encourage their morale regarding their respectieeksy The employee work morale, such as
supervisors, peers, organization, and work enviemintan be defined in a sense that the
employee has the feeling and be conscious aboaspécts of the job. The performance is poor
if the employee is not satisfied and happy. Worgpldissatisfaction often leads organization
and its employees’ poor performance.

Press, | (2002), established that these activétiesalso required to monitor the progress of the
organization towards the goals. They are used temdjustments to achieve the desired targets

more effectively and efficiently. Some of the apgbes that can be used to achieve these
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desired targets, and a planned, comprehensivegyrabwards increasing the Organizational

Performance are:

Benchmarking: This is a method of using standardsueements in an industry or a service for
comparing the growth of the organization with ofjen order to gain a perspective on the
performance of the organization. The results thataquired by the comparisons can be used to
improve the overall performance and processes efdiganization. Benchmarking can be
defined as a quality initiative. It is a processuriderstanding, Identifying and adapting the
prominent practices that are being used by orgdaim around the globe. This would assist

your organization in improving its performance.

Balanced Scorecard: This method focuses on fourcatmts that include: Internal Business
Processes, Customer Perspectives, financing, gramdhearning. These indicators are used to
monitor the progress of the organization towards sktrategic goals planned by them. The
Balanced Scorecard is an approach for the perfaenamnagement, that focuses on different
performance indicators, that help in the monitorthg progress of the organization's desired
targets.

Since Organizations employee people with diffegdls from those of theirs and expect these
employees to achieve organizational goals befag# fhersonnel ones. It's very important that
manager look at these employees as an importapttokdne success of their organizations and
give them what motivate them in order to maximizeirt output because they are the sources of
ideas, are the problem solvers and decision maletes(1988, Vroom 1992).

Without motivation , organizational goals may netdchieved and even though employers use
the traditional method of stick or coercion to en® attainment of organizational goals
employees may choose to go strike or quit thalrsj[Vroom 1964], therefore , effective

motivation goes with willingness and ability to &kre organizational goals (Stoner, 1989).

Why do we need motivated employees? The answewungval (Smith, 1994). Motivated
employees are needed in our rapidly changing wadgd. Motivated employees help

organizations survive. Motivated employees are nmaductive. To be effective, managers
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need to understand what motivates employees wiitigirtontext of the roles they perform. Of all
the functions a manager performs, motivating emgegyis arguably the most complex. This is
due, in part, to the fact that what motivates empds changes constantly [Bowen &
Radhakrishna, 1991]. For example, research suggeatsas employees' income increases,
money becomes less of a motivator [Kovach, 1981oAas employees get older, interesting

work becomes more of a motivator.

2.3The Relationships between motivation and emplogeerformance in an
organization

According to Smith, B (1997) said that good relasibip between motivation and employee
performance will encourage employee empowermentpamticipation consists of contribution

of employees in administration and decision makasgociated to policies, objectives and
strategies of the organization. According to Chaale (1994), employees’ perceptive of the
goals, standards and political principles of tiiems were positively and significantly related to
employee motivation and gratification towards wfReena et al, 2009). Empowerment results

in motivating employees that leads to constant egiea and organizational growth

According to Brewer et al. (2000), said that goeldtionship between motivation and employee
performance will encourage empowerment directsefadécision of customer troubles for the
reason that employees did not dissipate time iafgrcustomer objections to managers.
Increased autonomy enhances work productivity, dieplemployees’ wisdom of self-efficacy
and their motivation to get upon and complete a@ertasks (Mani, V, 2010). According to
Brewer et al. (2000), managers should regard erep®yn decision-making procedures. Bhatti
and Qureshi (2007) propose that employee partioipain organization measures develop
motivation and job-satisfaction level (Reena eRal9).

According to Sanderson (2003) said that good wrighip between motivation and employee
performance will believed that empowerment createtivation and energy in workforce to do
their work efficiently and effectively (Amin. et,a2010). Kuo et al. (2010) recommended that
together the job characteristics of career revamgp employee empowerment are imperative

characteristics in giving greater employee dedicasind trustworthiness toward the organization
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and increased level of motivation (Reena et al9200lore the loyalty towards the organization

and higher the motivation works best for the effegtess and growth of a business.

According to Neuman (1989) said that good relatigmdetween motivation and employee
performance will judges participative decision nmgkias a set of planned procedures for
systematizing individual sovereignty and autonomyhe perspective of faction accountability
and associated to system-wide control. Employetcpzation and empowerment not only direct
to efficiency, effectiveness and innovation butyttEdso boost employee gratification, work
motivation and trust in the organization (Consan2001). John Baldoni in his book ‘Great
motivation Secrets of Great Leaders’, has discusted empowerment and recognition
encourages and motivates people to work. He eltdsoiathat empowerment grants people with
responsibility and authority to act as it puts deap control of their own destinies. Also he
wrote that its fundamental to our humanity thatrggee needs to be recognized about how and
what work they have done and next time they do aramefficiently for the sake of more
recognition (John, B, 2005).

The autocratic leadership styles, mechanistic desfgorganization and authoritarian rules as
practiced in African organizations, are all wherecidion making is concerned only to top
management and employees are just given orderxctorglish different tasks. In these types of
organizational environment the employees may sggpienovativeness and their motivation
hinders which has a direct negative effect on degaional performance, growth and
effectiveness (Constant.D. et al, 2001).

An internally satisfied, delighted and motivatedrker or employee is actually a productive
employee in an organization which contributes ificiency and effectiveness of organization
which leads to maximization of profits (Matthewel.al, 2009). Thus from the literature and
various studies fully supported that there existpasitive relationship between employee

performance and motivation.

According to Armstrong (2006) said that good relaship between motivation and employees
performance will encourages employee performan@miarganization where everyone works in

expectation of some rewards (financial and mafemaid welfare is one of them. In other words,
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the degree of reward influences the quality andntityaof work, and in turn improved
performance. Hence, it is important to explore howgive the stimulus (welfare) in order to

promote work motivation and performance of empleyee

Employee motivation is one of the policies of masragto increase effectual job management
amongst employees in organizations (Shadare @088). A motivated employee is responsive
of the definite goals and objectives he/she musieze, therefore he/she directs its efforts in that
direction. Rutherford (1990) reported that motigatformulates an organization more successful
because provoked employees are constantly lookingriproved practices to do a work, so it is

essential for organizations to persuade motivatidheir employees (Kalimullah et al, 2010).

Motivation and employees performance will encourbagelership. Leadership is about getting
things done the right way, to do that you need f@etipfollow you, you need to have them trust
you. And if you want them to trust you and do ttarigr you and the organization, they need to
be motivated (Baldoni.J, 2005). Theories imply tlegtder and followers raise one another to
higher levels of morality and motivation (Rukhm&ni2010).Motivation is purely and simply a
leadership behavior. It stems from wanting to daatMs right for people as well as for the

organization. Leadership and motivation are aghnceesses (Baldoni.J, 2005).

Motivation and employees performance will encourtagst. Trust is defined as the perception
of one about others, decision to act based on bpbebavior and their decision (Hassan et al,
2010). If an organization wants to improve and becsssful, trust plays a significant role so it
should always be preserved to ensure an orgamzagaistence and to enhance employees’
motivation (Annamalai.T, 2010). It can make intneomal and interpersonal effects and

influence on the relations inside and out the ogdion (Hassan et al, 2010).
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2.4 Empirical Evidences

According to Wiley (1997, p265) at some point dgrour lives, virtually every person may have
to work. He claims that working is such a commoremq@menon that the question “what
motivates people to work is seldom asked. Wileytwento say that “we are much more likely
to wonder why people climb mountains or commit glé¢han to question the motivational basis
of their work”. Therefore, exploring the altitudésat employees hold concerning factors that
motivate them to work is important to creating amvieonment that encourages employee
motivation to do at their best.

According to a research carried out by Kovach atustrial employees who were asked to rank
ten “job rewards” factors based on personal pref@s where the value 1 represented most
preferred and 10 being the least preferred. Thaskings were as follows: (1) Good wages (2)
Job security (3) promotion and Growth (4) workiranditions (5) interesting work (6) personal
loyalty to employees (7) tactful discipline (8) Ifdppreciation (9) sympathetic help with
personal problems (10) recognition (Kovach 198B+24)

Researchers have taken issues such as differengesader, age, income, culture & countries etc
and how these may affect or influence employee waokivation extensively. The commonality
between these previous researches is the agre¢hantertain factors are more important as
motivational factors than others and that theseofacmay change from one employee to
another. These previous studies have also beem taiag different methods, from surveys,
guestionnaires, face-face interviews, but theircootes have not differed significantly. A
possible explanation could be due to the fact évan though these studies were carried out
using different methods and target population, thetivator's factors remain same. The
literature used in this thesis covers a highlyvate and useful for addressing the purpose of this
thesis

2.5 Conceptual Framework

The dependent variable in this research is empl@grormance in INSA. In this study, the
focus is assessingthe relationship between mativatnd employee performance. The influential

factors are based on Hertzberg motivational factehsch are used to identify their influence on
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the relationship between motivation and employadopmance with in the organization. Thus,

the study conceptualizes the framework shown iarédL.

Figurel.Conceptualizes relationship between matimeand employee performance framework
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CHAPTER THREE
RESEARCH METHODOLOGY

This chapter presents the methodology that was ims#tke study; it gives a description of the
study area and the methods that was used to cdégatfrom the field. It gives a summary of the
research design, sample population and size, daltactton instruments, data type, data
processing and presentation and the problems eterednduring the process of data collection
and analysis.

3.1Research study Area

The area of study was at the Head Quarter of Irition Network Security Agency (INSA)
which is located in Addis Ababa, Nifas-Silk Laftails City around Dr. Carle square. The
organization was founded in 2007 for center of infation Security, Research and Development

of the country.

3.2Research Design

The purpose of the study tries to indicate thetiaahip between employee motivation and
organizational performance based on the percepfitime population. Therefore the research is a
descriptive type. In order to achieve the main cdiboje of the research; the researcher used a
mixed method approach both qualitative and qudiv#aesearch design methods. To address
the relationship between employee motivation andopmance in INSA, survey with semi-

structured interview and questionnaires was employe

3.3 Sample size

The respondents of the study were selected froneta managers, middle level managers, core
operational workers, researchers and other sumpaift members such law, finance, local and
foreign procurement, HRM, transport and maintenaaoel the like. These are selected using
both stratified and purposive sampling techniqié® researcher used the following sample size
determination formula which was developed by Tareméne (1967:886) to determine the

sample size of the population.

B N
1+ N(e)?
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Wheren= is the sample size,
N =is the population size, and
e =is the level of precision or sampling error = (10%)
n= 1120
1+1120(04
=92

Based on the above formula the researcher detedntina¢ the sample size of the organization is
92 respondents from the total population/1120/ leé brganization. After the researcher
determined the sample size, the researcher usgdistt sampling method and purposivemethod
to select the target employees of the organizatoom the selected sample, the researcher took
02 top managers, 08 middle level managers, 36 aoeeational workers, 28 researchers and 18

Support staff.

Under the study, sample size of 92 respondentsselasted from the organization to save both
time and money during the process of data collactithis sample of 92 respondents was

selected as in table below.

Table 1 Sample Size

Category Sample Size Percentage of the
population size
Top Level Managers 02 1.96%
Middle Level managers 08 6.25%
Core operational Workers 36 41.96%
Researchers 28 28.92%
Support staff 18 20.91%
Total 92 100%

Source: Primary Data 2015
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3.4 Sampling Technique

The study participant was chosen using a purpaswepling technique because of the nature of
the respondents were identified before the researstarted for data collection. Purposive
sample was involved in choosing required persons wed the appropriate characteristics for the
sample members. It is also targeted members whrekneant to the study and easily accessible.
The reason for selection of this method was thatais convenient and it helps the researcher
targeted those particular people who fit within gtedy. For example employees who had been
in employment for at least a year and above. Mamagé employees were included since they
are the implementers of these strategies. A ransgampling method was allowed them had
equal chances was selected for the study since #neyalso believed to have relevant

information regarded the problem under investigatio

3.5 Source of Data

3.5.1 Primary Data

Primary data was gathered from respondents atnrdbon Network Security Agency who

would assume to give first-hand information ongheject under study.

Secondary data was found from different sources Wanual reports, Journal articles, internet,
magazines, and books relating to the subject ofsthdy and this was consulted at length to
extract the information that required to suppoet findings from the study respondents.

3.6 Instruments of data collection

The study employed three methods during the praafedata collection and this was as follows;

- Questionnaires: The researcher administered questies to selected employees and
management of Information Network Security Agensyae means of data collection. The
relevance of this was that the questionnaires wengenient and less time consuming. With
management staff who would not have time for anoapment, an email of the

questionnaire was sent to them which would eagliilled.

- Semi-structured Interview: Semi-structured interwwievas also drafted with a set of
questions that the researcher asked during arvieteland these were structured in nature.
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The researcher personally recorded the provideporsgs as per the study respondents
during the process of carrying out an interviewisTiool was used to collect information

from respondents selected from Information Netw®ekurity Agency.

3.7 Reliability Test

Reliability is defined as be fundamentally concernéth issues of consistency of measures.
(Bryman and Bell, 2003). According to Hair, et #2006), ifa is greater than 0.7, it means that
it has high reliability and it is smaller than 0.3, then it implies that theréoisg reliability. To
meet consistency reliability of the instrument, theestionnaire was distributed to 86 employees
of INSA and Cronbach’s alpha was found to be fafggenance measure 0.801, the variables
isabove 0.7. Table 2 presents the consistency asunes based on statistics tool.

Table 2 Reliability test

Case Processing Summary

N %
Valid 86 100.0
Cases Excluded 0 .0
Total 86 100.0

For Performance measure
Reliability Statistics
Cronbach's N of
Alpha Items
.801 17

3.8 Method of Data analysis and Presentation

3.8.1 Data Analysis

After collecting all the necessary data, these dats coded and edited, analyzed and rephrased
to eliminate errors and ensure consistency. Ithrea categorizing, discussing, classifying and
summarizing of the responses to each question dingoframes, basing on the various
responses. This was intended to ease the tabulatiok It also helped to remove unwanted
responses which would be considered insignifid@ata collected from the respondents with the

use of study instruments was classified into megfnlrcategories. This enabled the researcher to
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bring out essential patterns from the data thatlvotganize the presentation. Data was entered
into a computer and analyzed with the use of siegispackages for social science (SPSS).
Finally, a research report was written from the lywred data in which conclusions and

recommendations were made.

3.8.2Procedureof Data Collection

After the sample was determined, first contact wasle with the General Manager of INSA.
Then with the necessary permission, the researohetacted a list of employees including
department managers, researcher, core operatiookers and support staffs. In the second
round activity, the questionnaires were distribuiedhe respondents as well as interviews were

conducted with the respondents.

3.8.3 Data Processing

Data processing includes coding and editing all rdeponses collected from the respondent
which was edited with the view of checking for cdetpness and accuracy to ensure that data is
accurate and consistent. Coding was done afteéngdithich was done manually by the use of

computer through word processing and Excel.

3.8.4 Data Presentation

The researcher presented data got from the priraad/ secondary source using statistical
package for social science (SPSS2000) softwarghandesult was presented in tables for easy

interpretation.

3.9 Ethical Consideration

Before the research was conducted on INSA, thearelser informed the participants of the
study about the objectives of the study, and wasa@ously consider ethical issues in seeking
consent, avoiding deception, maintaining confiddityi, respecting the privacy, and protecting
the anonymity of all respondents. A researcher muaossider these points because the law of
ethics on research condemns conducting a reseatiobutvthe consensus of the respondents for
the above listed reasons.
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CHAPTER FOUR

DATA PRESENTATION, ANALYSIS AND INTERPRETATION

In order to achieve the main objective of the redea total of 92 questionnaires were prepared
and distributed to the selected employees of INGAt of these questionnaires 86 responses
were valid with complete answer. Therefore, only @&stionnaires were used for further
analysis.

This chapter presents the data presentation, netatpn and analysis of the study. The first
section is all about the background of the respotsdel'he chapter further presents responses
concerning the study objectives which include; ifiigd on how organizations motivate their
employees, to find out the role of motivation oe #mployee performance in an organization of
INSA and to find relationship between motivatiordamployee performance in an organization
/INSA/.

4.1. Background of the respondents

The demographic characteristics of the respondealsdes: Gender, Age, Marital status, Level
of education, Service year and Occupational stetulation to their views and perceptions

about the effectiveness of motivation and orgaroral performance in the organization.

With regard to background characteristics of thepomdents, a number of variables were
investigated. The researcher regarded investigathey background variables about the
respondents a necessary undertaking because gdhéimpm to know the extent to which the
respondents’ possess acquaintance with the stedyaar well as the variables under study. The
study involved respondents of varying charactesstivhich enabled the researcher to get

sufficient information on the study variables akof@s.
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4.1. Background Information on the Respondents

Table 3: Differences of respondent

Nature of Respondents Frequency Valid Percent Cumative Percent
Gender
Male 56 65.00 65.00
Female 30 35.00 100.0
Total 86 100
Age
20-30 48 55.80 55.80
31-40 32 37.20 93.00
41-50 05 05.80 98.80
51& above 01 01.20 100.0
Total 86 100
Marital Status
Single 53 61.00 61.00
Married 32 37.00 98.00
Widowed 00 00.00 98.00
Separated 01 02.00 100
Total 86 100
Level of Education
College Diploma 12 14.00 14.00
First Degree 46 53.40 67.40
Master’'s Degree 15 17.40 84.80
PhD 01 01.20 86.00
Others 12 14.00 100
Total 86 100
Work Experience
1-2 year back 18 21.00 21.00
3-4 year back 30 35.00 56.00
4-5 year back 18 21.00 77.00
6 and above 20 23.00 100
Total 86 100.0
Title/Position/
Top Level manager 02 02.20 02.20
Middle Level manager 08 08.70 10.90
Researcher 26 30.00 40.90
Core operational Worker 32 37.10 79.00
Support staff 18 21.00 100
Total 82 100

Source: Primary Data 2015
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4.1.1 Sex of the respondents

The following table shows the number and percentdgaales and female respondents of the

organization.

Table 4: Gender difference of respondents

Gender Frequency Percent Valid Cumulative
Percent Percent
Valid Female 30 34.9 34.9 34.9
Male 56 65.1 65.1 100.0
Total 86 100.0 100.0

Source: Primary Data 2015

According to the study findings 30(34.9%) of thependents were females and the rest 56
(65.1%) of the respondents were males. This shbafsthere were more males in compare

with females. The reason might be the attractiomalie to such work environment.

4.1.2 Age of the respondents

The researcher also looked at the age of the regptsm so as to link it with motivation and

employees’ performance in organizations as thetablow shows.

Table 5:Age of respondents

Age range Frequency Percent Valid Cumulative
Percent Percent
Valid 20-30 48 55.8 55.9 55.8
31-40 32 37.2 37.2 93.0
41-50 5 5.8 5.8 98.§
51 and above 1 1.2 1.2 100}0
Total 86 100.0 100.0

Source: Primary data 2015

The above finding indicates that majority of thependents were in the age categories of 20 —30
and 31-40 years with 48(55.8%) and 32(37.2%) rdsmdy. This was attributed to the fact that
people in these age brackets joined at beginneldethese were mainly researchers and core
operation workers were ambitious to work and inghd they work in the organization until they
are well experienced. Others especially thoseenatlie bracket of 41-50 and 51 and above with
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5(5.8%) and 1(1.2%) respectively with longer orgational alignment are likely to have gained

good work and cultural experience therefore they ldeely to report higher levels of work

performance.

As mentioned above, older employees who are weleeenced, have longer organizational

tenure showed higher levels of work performances€erfindings replicate some results reported

in the management literature. Baruch (1999) anceratl al (2006) for example, found no

relationship between age and performance. Howevemis (2004) argued that junior level

employees’ age and performance are negativelyeslathile senior level employees’ age is

positively related to performance.

4.1.3 Marital status of the respondents

The study also looked at the marital status ofréspondents so that the researcher could link

it with motivation and employee performance in origations as the table shows above;

Table 6: Marital status of respondents

Marital status Frequency Percent Valid Cumulative
Percent Percent
Valid Single 52 60.5 60.5 60.
married 32 37.2 37.2 97.
separate 2 2.3 2. 100
Total 86 100.0 100.0

o Y Ut

Source: Primary Data 2015

The above table, indicates that majority of thelgtrespondents; 52(60.5%) were single and these

were followed by respondents who were married psrted by 32(37.2%) of the respondents and

these were youngsters and working for earned mdoegain work experience on their profession

and job satisfaction. To this, they just workedtire Information Network Security Agency

because, it was the best working environment femtlafter graduation and finally 2(1.3%) of the

study respondents reported to fall under the cayegd Separated/divorced. The marital

distribution of the respondents implied that mdsthe people participating in organization were

stable with their work interest as they cannotlgasappear from their areas of operation.
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4.1.4 Educational level of the respondents

The researcher also looked at the level of edutaifcdhe respondents where by the researcher

wanted to find its link with motivation and empl@yperformance in organizations.

Table 7: level of education of the respondents

Level of education Frequency Percent Valid Cumulative
Percent Percent

Valid others 12 14.0 14.0 14.0
college diploma 13 15.1 15.1 291
first degree 45 52.3 52.3 814
master’s degree 15 17.4 17\4 98.8
PHD 1 1.2 1.2 100.0
Total 86 100.0 100.0

Source: Primary Data 2015

According to the study findings, majority of thespendents had attained Degree and Master’s
Degree with 61 (54.5%) and 18(16.1%) Respectivéb(13.4%) of the respondents had a
certificate, 13 (15.1%) College Diploma, and thst r2(1.8%) had PHD degree. Based on the
interview most of the respondents of the orgamzakielieved that they were fair paid in relation
to civil servant salary scale as INSA is a civilvsee organization.

The reason behind higher level of motivation withher level of education can be explained by
two reasons. Firstly, employees who are well edutaire likely to receive fair organizational
benefits and different work exposures, and sometimigh work load, than less educated
employees and/or younger people do. Secondlyptigel tenure employees tend to show higher
levels of organizational commitment than shortetute employees, because they have been
associated with their organizations for some tinmel, ahus, may have ascended to better
positions, or simply have enjoyed working thereisTéupports the common argument in the
management literature that motivated employeesiammally committed to their organizations
(Mowdayet al, 2002).

4.1.5 Service year of the respondents

According to the study findings, all of the respents are served at the organization for one year

and above. As the organization established in gimod respondents stay in the organization in
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1-2year, 3-4year,5-6 year and 6 and above withA8%) , 28 (32.6%) and 19(22.1%) then 22
(25.6%) of respondent.

Table 8: Service year of respondents

Work Experience Frequency | Percent Valid Cumulative
Percent Percent
Valid 1-2year 17 19.8 19.8 19.8

3-4 year 28 32.6 32.6 52.3
5-6 year 19 22.1 22.1 74.4
6 and above year 22 25, 25,6 100.0
Total 86 100.0 100.0

Source: Primary Data 2015

4.1.6 Position of respondent by their Title

Table 9: Position of respondents by their title

Job title Frequency | Percent Valid Cumulative
Percent Percent
Valid top level manager 2 2.39 2.3% 2.3%

middle level 8 9.3% 9.3% 11.6%
manager
researcher 24 30.29 30.2% 41.9%
core operational 34 39.5% 39.5% 81.4%
worker
support stuff 16 18.6% 18.6% 1000
Total 86 100.0 100.0

Source: Primary Data 2015
From the study findings, 2(2.3%) of the respondemés Top management, 8(9.3%) of the

respondents were middle level management, 26(30d2%)e respondents were researcher and

34(39.5%) of the respondents were core operatiokers while 16(18.6%) of the respondents

were support staff.
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4.2. How Information Network Security Agency motivae their employees

One of the study objectives sought of indicating thays of motivation used at INSA. To

achieve this objective, data was collected and rdaog to the study findings the following

information was reported by the respondents of IN®#ployees.

4.2.1 Is Information Network Security Agency motivding its workers?

One of the objectives of the study was to iderttibyv organizations motivate their employees in
INSA and the revealed findings were establishefdlimnys.

Table 10: Is Information Network Security Agency wa motivating its employees

j)

Response Frequency | Percent Valid Cumulative
Percent Percent
Valid No 3 3.5 3.5 3.5
Yes 80 93.0 93.0 96.5
not sure 3 3.5 3.5 100.
Total 86 100.0 100.0

Source: Primary Data, 2015

As illustrated in table 10, most of the respondesdagl that Information Network Security

Agency was motivating its employees with 80(93%)e Bame respondents were able to reveal

that the organization was motivating its employgesumber of ways including provision of

allowance, Appreciation of work well done; Interegtwork; fair salary; Job security, Good

working condition, Personal loyalty to employeeselihg of being in on things, Promotion and

growth in the organization, training and developtnamong other ways.

However, 3(3.5%) of the respondent said that tigamization was not promoting its employees

while the same number of the respondents indidhtthey were not sure of whether INSAwas

motivating its employees.

After establishing whether the organization wasivaing its workers, it was imperative by the

study to understand the factors influencing empdgyenotivation in an organization and

according to the study findings, the following weesealed as in table 10.
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Table 11: Factors influencing employee motivationn INSA

Response Frequency Percent Valid | Cumulative
Percent Percent
Valid | Management 16 18.6 18.6 18.9
style/supervision issue
Promotion based on 13 15.1 15.1 33.7
performance
Encourage team work 5 5.8 5.8 39.5
Working environment 14 16.3 16.3 55.8
Salary and 20 23.3 23.3 79.1
compensation
Others (e.g. 18 20.9 20.9
Promotion, timely 100.0
appraisal, output etc.)
Total 86 100.0 100.0

Source: Primary Data, 2015

As indicated by table 11, most of the respondef(@23%) agreed that increased salary and
compensation as factors influencing employee mbtmain an organization. Whereas,
18(20.9%) of the respondents like promotion, timegpraisal, keeping employees and
maintaining them at work, 16(18.6%) were influemcamployees motivation with management
style, 14(16.3%) of the respondents believed thaking environment of the organization were
influencing employees motivation respectively foled by the respondents responses 5(5.8%)

of them answered that employees motivation is erfbed by encouraging team work.

4.2.2 Forms of motivation offered to employees' dNSA

Respondents from the study were also required dicate the forms of motivation that INSA
was providing to its employees, and the findingsrfrthe respondents revealed the following as
indicated in table 12.
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Table 12: Forms of motivation offered to employeesit INSA

Response Frequency | Percent Valid Cumulative
Percent Percent

Valid Appreciation of work well 37 43.0 43.0 43.0

done

Interesting work and fair 20 23.3 23.3 66.3

salary

Provision of some 14 16.3 16.3 82.6

allowances & Personal

loyalty to employees

Job security , Training and 7 8.1 8.1 90.7

good working conditions

Provision of leave days, 8 9.3 9.3 100.0

Promotion and growth in

the organization training

and development

Total 86 100.0 100.0

Source: Primary Data, 2015

Table 12 shows that majority of the respondentspoases 37(43.0%) revealed appreciation of
work well done among the forms of motivation thaaswoffered to employees' at INSA.
Appreciation of work well done; this can be acheviirough giving employees feedback
recognition, reward and promotion. The need forrapption for a job well done from the
management can be more important than the neeal gay rise for today’s employees (Nelson,
2003).

Findings from the study indicate that Interestingrkv&fair wages with 20(23.3%); management
can motivate employee through interesting work (Bfaa 2006). Work can be interesting when
jobs are well designed and when specific goalspeeified Good wages; organization attempt
to increase employee motivation performance by idigkincentive pay to increase in
performance (Dubois 2000). In studies of motivatioompensation has always been and
certainly skills in an important motivator but ribee only one. Money its self cannot guarantee

productivity among employees (Hughes, 2003)
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The finding from the study revealed that followeg Provision of some allowances Personal
loyalty to employees with 14(16.3%), Personal loy& employees; the instability of employers
view towards the employment relationship (Plett®98). Motivating employees through loyalty
can be done by sharing information and celebratumggess, which gives the employees a sense
of ownership celebration, can help to bring empésyand the organization closed together,
hence improving the relationship (cooper, 2005).

Promotion and growth in the organization trainingl adlevelopment, Feeling of being in on
things, provision of leave days is done at INSAairway of motivating employees of the
organization. Promotion and growth in the compaaining and development help growth and
development. Both the employees and the organizégmefits not just in the present but also in
the future (Tsui&wa 2005).Feeling of being in onings. This can be done through
empowerment encouraging decision making among egrap Empowerment is so important
because a company needs its employee’s knowledgetience and skills and their commitment
to the company (Johnson & Redmond, 1998).

Responses as compared to the least number ofgsphengents responses totaling 7(8.1%) who
revealed that Job security, Training and good wayldonditions, then training of workers, Job
security , and good working conditions and thisstitated 7(8.1%) of the respondents at the
organization , Job security. Organization lay offpdoyee down size DE job and re-engineer to
save cost and to be competitive companies canaseremployee motivation by giving certain
levels of job security (Sorita et.al 2005). Goodrkitog condition. Working conditions are a
primary concern of management as they can deteremm@oyees performance and productivity
(Southern hand & can well, 2004).

The study also revealed whether forms of motivataffered to INSA employees were

motivating. To this, respondents from the studydated the following as follows;
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Table 13: Indicates whether the forms of motivationoffered to INSA employees were

motivating
Response Frequency Percent Valid Cumulative
Percent Percent
Valid No 6 7.0 7.0 7.0
Yes 50 58.1 58.1 65.]
Somehow 30 34.9 349 100
Total 86 100.0 100.0

Source: Primary Data, 2012

Findings as in table 13 above, show that most efré@spondents in the category of those who
reported that INSA was motivating its employeesragority of the respondents indicated that
the forms of motivation provided by the organizatiwere motivating them as constituted
50(58.1%) out of 86 respondents, this was followgdhe respondents who indicated that the
forms of motivation offered were somehow motivatithgm with 30(34.9%) the rest of the
respondents 6(7.0%) were is not believe that thendoof motivation provided by the

organization were motivating them.

4.3. The role of motivation on the employee perforance in an organization
(INSA)

The second study objective sought to establish rtle of motivation on the employee
performance in an organization. Findings from thedyg field indicated differing views

regarding the same as revealed below.

4.3.1 The role of employee motivation towards orgamational performance

One of the research objectives was set to assessotd of employee motivation towards
organizational performance. With regard to the a&babjective, respondents were able to

provide differing views as follows.

4.3.1.1 Whether the forms of motivation provided byiINSA help employees to perform well

The above aspect was also covered by the studyglihnie process of data collection and

according to the respondents the following wereatsd as in table 14.
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Table 14: Forms of motivation provided by INSA helpemployees to perform well

Response Frequency Percent Valid Cumulative
Percent Percent
Valid No 3 3.5 3.5 3.5
yes 47 54.7 54.7 58.]
some how 36 41.9 41. 100
Total 86 100.0 100.0

Source: Primary Data, 2015

As illustrated in table 14 above, most of the resfgmts were able cite that the forms of
motivation provided by Information Network Securidgency help employees to perform well
as was reported by 47(54.7%) of the covered resguadunlike the other respondents
36(41.9%) who cited that the motivation forms pdmd by the organization was somehow
motivating employees to perform their tasks welillastrated in the table 13.

Qualitative results during an interview with sonfalee study respondents however revealed that
the organization’s employees were performing wetloading to the organization’s expectations.
This is because, respondents reported of some iagg@m’s clients still demanding the
organization’s services and most of the employétena to them accordingly. This was further
evidenced by one of the respondents who said tBamé of the project workers in this
organization had facilitated all necessary matesiahd transportation during field workThese
results are an indication that employees in theammation are motivated to improve their

performance.

Respondents from the study were also asked to ateliwhether motivation plays a role in
helping employees in organizations to perform thgork. Findings from the respondents
indicated the following as in table 16.

Table 15: Motivation plays a role in helping emploges in INSA to perform their work

Response Frequency| Percenf Valid Percent Cumulative Percent

Valid | no 3 3.5 3.5 3.5
yes 83 96.5 96.5 100.0
Total 86 100.0 100.0

Source: Primary Data, 2015
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According to the study findings as in table 15, bigggest number of the respondents 83(96.5%)
were able to say that motivation plays a role itpimg employees in organizations to perform
their work. However, only 3(3.5%) of the respondesdid that motivation does not play a role in
helping employees in organizations to perform thagirk. These same respondents indicated that
motivation sometimes demoralizes employees at theik places as they could not explain why

they provided such reasoning and if it is not aggblhased on performance.

The above findings, basing on the majority of thedg respondents it can be concluded that
motivation plays a significant towards organizasigrerformance since it helps employees in
organizations to perform their work as was indidabg 83(96.5%) of the covered respondents

during the process of data collection.

4.3.1.2How the forms of motivation provided to emmyees help them to perform well.

The study on further establishment wanted to undedshow the forms of motivation provided
by organizations to employees help them to perforell. Responses from the respondents

indicated the following as in table16.

Table 16: Forms of motivation provided to employeebelp them to perform well

Response Frequency| Percent Valid | Cumulative
Percent Percent

Valid | Encourage team work 3y 43]0 43.0 43.0
Improve on workers' morale 20 2313 23.3 66.3
employees to employers 14 16.3 16.3 82.6
relationship
Solve personal problems 7 8|1 8.1 90.7
Encouraging performance 8 9.3 9.3 100.0
of work efficiently and
effectively
Total 86 100.0 100.0

Source: Primary Data, 2015
According to the study findings as in table 16, trafsthe respondents 37(43.0%) cited that the
forms of motivation provided to employees help thenperform well by encourage team work,

then 20(23.3%) Improve on workers' moralel4(16.3%@intaining employees to employers
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relationship, then 8(9.3%) revealed encouragindopmance of work efficiently and effectively
among the ways how motivation help employees tdopar well and this was followed by
7(8.1%) of the respondents who indicated solving@&fsonal problems at their work places to
perform better for improved organizations perforgen

The above study findings indicate that motivatibemployees has a role towards organizational

performance especially organizations like INSA.

4.3.1.3 Measures for improving employee motivatiom organizations

The study was also set to suggest measures forowimgr employee motivation in the
organization and the study respondents when askbdre are measures of improving employee

motivation in the organization, all cited that th@re measures as revealed in table 17.

Table 17: There are measures for improving employemotivation in INSA

Response Frequency | Percent Valid Cumulative
Percent Percent
Valid no 1 1.2 1.2 1.2
yes 83 96.5 96.5 97.7
Not Sure 2 2.3 2.3 100.0
Total 86 100.0 100.0

Source: Primary Data, 2015

Table 17 shows that there are measures for impgosmployee motivation in the organization
as cited by 84(96.5%) of the study respondentssaid there is measures for improving
employee motivation in organization, and 2(2.3%]jha&f respondents said that they are not sure
whether the organization have measures for impgogmployee motivation in organization, the
rest 1(1.2%) of respondent said there is no meafurémproving employee motivation in
organization. During the study, the indicated measas per respondents were as presented in
table 18.
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Table 18: Measures for improving employee motivatio in INSA

Response Frequency Percent Valid | Cumulative
Percent Percent
Valid | Equal opportunities to all 22 25.6 25.6 25.6
workers
Good working environment 16 18.6 186 44.2
Job security 8 9.3 9.3 53.6
Employees' involvement in 18 20.9 20.9 74.4
decision making
Appreciation of workers efforts 14 16.3 163 90.7
Others 5 5.8 5.8 96.%
No measurement 1 1.2 12 977
Not sure 2 2.3 2.3 100.0
Total 86 100.0 100.0

Source: Primary Data, 2015

As shown in table 18, majority of the respondertsorted provision of equal opportunities to all
workers as was revealed by 22(25.6%), followed mpleyees' involvement in decision making
in the organization among the measures for impgwemployee motivation as cited by
18(20.9%) and this was then followed by 16(18.6%}he respondents who indicated good
working environment, then appreciation of workeffores with 14(16.3%) , followed by the
respondents who indicated job security at the plafcevork with 08(9.3%) then others(like
promotion, provision of allowances such as foodns$port, medical, study leaves among other
tools of motivation), as was indicated by 05(05.88b)Xhe respondents covered by the study
while a small number of the study respondents 8%2.and 01(1.2%) indicated that they are
not sure and believe there is no measures for mpyemployee motivation.

Clark (2007) for example, called for fostering thierk motivation of individuals and teams as it
has a direct impact on their performance. He arg&alid evidence supports claims that
motivational programs can increase the quality godntity of performance from 20 to 40
percent. Motivation can solve three types of penfmce problems: 1) people are refusing to
change; and/or 2) allowing themselves to be distthand not persist at a key task; and/or 3)
treating a novel task as familiar, making mistakes not investing mental effort and taking

responsibility because of overconfidence.
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In addition to the descriptive results the viewstbé respondents, qualitative results also
indicated that employee motivation in organizatoam be improved through a number of ways
including capacity building, monitoring and evaloat encouraging delegation of duties,
awarding of best performers, stress managementt®an well as recognition of workers.
Respondents during an interview revealed that gexadly monitoring and evaluating employees

during the time of performing their work createrfebbeing demotion from position and salary.

4.4 The relationship between motivation and perforrance of INSA.

The above aspect was also covered by the studp@maiding to the research findings different
views as per respondents were revealed regardifegioreship between motivation and

performance of INSA as follows:-

Table 19: Is there a relationship between motivatio and performance of organization

Response Frequency Percent Valid Cumulative
Percent Percent
Valid no 3 3.5 3.5 3.5
yes 83 96.5 96.5 100.0
Total 86 100.0 100.0

Source: Primary data, 2015.
Calculated Chi square (X = 96.50
Degree of freedom = 1 Tabulat@i square (¥-.05, )= 3.50

(Xo? = 96.5> %%.05,1=3.50)

From the results above majority of the respondeaid that there is a relationship between
motivation and performance of the organization )\&nd this comprised of 83(96.5%) of the

employees respondents while only three of respdedeid that there is no relationship between

motivation and performance of an organization (IN&4 this was cited by 03(3.5%).

On testing the results from the findings, chi squealculated (¥) was 96.50 while chi square
tabulated (%¥%) was 3.50 at 1 level degree of freedom from 5%ll@f significance. Since chi
square observed was greater than chi-square tebuldt made the findings statistically

significant. Therefore basing on the findings fronost of the respondents, this lead to the
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conclusion that there is a relationship betweenivatbn and performance of organization like
INSA.

Argument that well motivated employees are gengmgdod performers (Mowdagt al,2000);
Katz, 2010). Employees who are satisfied with tmeativation climate are likely to rate their
performance highly, because they feel that, follmyihe creation of a positive motivation
environment, the organization will expect them éogood performers. The relationship between
motivation and performance reported in this stuslycansistent with the classic motivational
framework offered by some scholars. Katz 2010kf@mple, asserted that organizations need to
motivate their members to (1) join and remain ia trganization, (2) perform their assigned
duties dependably, and (3) exhibit “innovative ambntaneous behaviors”. Likewise, Speen
2003) suggested that employees’ performance coeldoftimized by using motivational
programs. He asserted: People work better and geg done in an environment where they are
appreciated and incentive programs help createathabsphere. In fact, when an employer uses
motivational programs, employees feel that the mizgdion is concerned for their welfare and
wants to recognize their accomplishments.

Organizations can optimize employee performanceebgaging in a continuing, organized
program of (promotion, motivation, communicationdarecognition)...with an incentive or
motivation program, can also attempt to obtain stewel of additional performance in exchange

for some extra compensation (reward).
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

This chapter of the study deals at length with asising the objectives of the study as: to find
out how organizations motivate their employeesfind out the role of motivation on the

employee performance in an organization aaodfind relationship between motivation and
employee performance in an organization (INSAg section further summarizes the main

findings of the study by making conclusions, antbremendations.

5.1 Summary of Major Findings

5.1.1 Objective one: To find out how organizationgsnotivate their employees.

The study findings showed that the ways of motoratised at Information Network Security
Agency. Respondents revealed INSA was motivatisgwibrkers with 80 (93%). The same
respondents were able to reveal that the orgaaizaas motivating its employees in number of
ways including provision of allowance, , Appreasatiof work well done; Interesting work; fair

salary; Job security, Good working condition, Baes loyalty to employees, Feeling of being in
on things, Promotion and growth in the organizatimining and development among other

ways.

Findings from the study of respondents further ade@ increased production as factors
influencing employee motivation in an organizatiblowever, the other like promotion, timely
appraisal, keeping employees and maintaining thénwak, management style, working
environment among the factors influencing employexivation in an organization, increase on
performance and forms of allowances, encouragiaghtevork were also reported among the

factors influencing employee motivation in an origation.

These findings can be related with J.S. Chandan arfgoied that there are four types of
motivation such as, positive motivation which inwed proper recognition of employees efforts
and appreciation of employees contributions towdh#sorganizational goal, negative or fear
motivation which is based upon force, fear andatseintrinsic motivation which is concerned

with the state of self-actualization and, satiséactof accomplishing something worth and
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extrinsic motivation which is induced by externattors that are primarily financial in nature.
These external motivators include; higher pay, geinbenefits like retirement plans, stock
options, profit sharing schemes, health and medicalrance, maternity leave among others
(J.S. Chandan 1987).

5.1.2 Objective two: To find out the role of motivéion on the employee performance in

INSA

Furthermore, findings established that motivatidayp a significant towards organizational
performance since it helps employees in organigatio perform their work as was indicated by
most of the respondents 37(43.0%) cited that tmegoof motivation provided to employees
help them to perform well by encourage team wohient 20 (23.3%) Improve on workers'
moralel4 (16.3%) maintaining employees to employetationship, then 8(9.3%) revealed
encouraging performance of work efficiently andeefively among the ways how motivation
help employees to perform well and this was folldwey 7(8.1%) of the respondents who
indicated solving of personal problems at their kvptaces to perform better for improved

organizations performance.

The results can be compared with information thgh motivation is the key to success in any
endeavor. It may come from within a person (irsicnmotivation) or from external influences
(extrinsic motivation). For example, intrinsic nwation is derived from engaging in exercise
for its own sake, for the satisfaction and the sh@goyment it brings, and for no external
reasons. Those who are intrinsically motivatedegip less easily and generally achieve higher
levels of fitness than those who are solely mo&igdiy external rewards such as praise, money,
and trophies, McCoy (1992).

But, McCoy (1992), argued that high motivationhe key to success in any endeavor. It may
come from within a person (intrinsic motivation) &mom external influences (extrinsic

motivation).

The study findings revealed that provision of equ@bortunities to all workers in organizations,
employees' involvement in decision making, goodkivay environment, appreciation of workers

efforts, job security at the place of work, empleyecompensation, promotion, provision of
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allowances such as food for night shift employées)sport, medical service, annual and other
leaves among other tools motivation are common areaf improving employee motivation in

the organizations

5.1.3 Objective three: To find relationship between motvation and employee performance

in INSA

Based on the findings most of the respondents dgtieat there is a relationship between
motivation and employee performance of INSA and thas established by 83(96.5%) of the
study respondents while only 03 (3.5%) of respotgisaid that there is no relationship between
motivation and performance. On testing the redtis the findings, chi square calculated,)X
was 96.50 while chi square tabulated’Xvas 3.50 at 1 level degree of freedom from 5%llev
of significance. Since chi square observed wastgraaan chi-square tabulated, it made the
findings statistically significant. Therefore bagion the findings from most of the respondents,
this lead to conclude that there is a relationd@pveen motivation and employee performance
INSA.

5.2 Conclusions

According to the study, it can be concluded thapleyee’s motivation has direct impact on
employee performance. A highly motivated employe&sts his/her best efforts in carrying out
each and every element of his / her duties andresipilities. Enhanced job performances of the
employee will add value to the organization itsaffd to the employee’s productivity. The
empirical results of this study show that the mation of the employee has advantages to the
employee and the organization and the organizatiirkeep the loyalty of the employee at the
high peak. Also the employee will trust his / hegamization, supervisor and top management.
Form these observations of facts it is very cléet organizations can survive and grow by
taking care of their employees. In the free mad@inomy under today’s globalization only
organizations which pursue high-performance focusetheir employees can survive and grow
rapidly and safely.

The second objective of this thesis was to study bBmployees in an organization /INSA/ are
motivated. The finding indicates that the employaes motivated for many reasons some of

which are helping them in an organization to perfatheir work as assigned, to maintain
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employees to employers relationship, to encouragel@yees performance efficiently and
effectively, to help employees solve their persqrablems, to encourage team work as well as
improving on the employees morale at their workcetaand to perform better for improved

organizational performance.

In our study, we found out that recognition and emg@rment play an essential part in enhancing
employee motivation towards organizational tasksaBpreciating the employees for their work

and giving them patrticipation in decision makinge €mployees are satisfied with their job and
organizational environment. Thus, their enthusiasm motivation towards accomplishment of

tasks increases. The research study has showmé#magement can make use of different tactics,
strategies and policies to motivate employees inkvgettings, but different tactics, strategies
and policies would have a different motivationapawnt on diverse people. A motivation strategy
may possibly have the power of enhancing motivaitionne way and diminishing it in others.

To make sure the success of motivational toois, ithportant to consider the uniqueness of the
situation and the diversity of the respondentss the job of management to consider different
alternatives according to situation. This studyhhights various aspects necessary for motivating

employees to improve their performance.

Finally,It is concluded that there is direct andsigige relationship between rewards and
employee work motivation. It means that reward isedly proportion to employee work
motivation. The change in rewards offered to emgdsy changes the work motivation and
performance of employees. Better the rewards, itjeeh the levels of motivation and greater
levels of employee. Formally most employees wetesfsad if their basic needs were met. In
today’s world, employees want more, since an engadyas become a major focus for manager
to do this effectively, manager must keep their loygees motivated, so that valuable employees

stay in the company and perform at their best.
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5.3 Recommendations
Based on the study findings, the following recomdsions are highlighted:

v' There should a greater balance between employeesisrand organizational needs. It is
the duty of all stake holders to ensure that thisghieved as it'll reduce employees’

selfishness at their places of work and incredS&ls productivity.

v" On job and regular training should be given to ngens to improve their management
skill so as to effectively and appropriately tacldenployees’ diverse needs which

contribute towards reducing the rate of labor twar in the organization.

v' According to most respondents, the rewards recefk@d INSA were appropriate to
their needs. The promotion process for reward wasahd the recognition was so formal

that we strongly suggest this recognition shouldticoe.

v" We recommend that recognitions should be awarde$erving employees in no time.

The prompt rewarding of employees may motivate thechimprove their performance.

v' The intended reward should be awarded in a kindesémony to an employee and
announced appropriately to motivate others. Thé& le@iccommunication was seen as

main barrier in employee’s motivation.

All responsible parties should involve in materadg the recommendations stated above to
ensure that the organization provides basic requ@rngs to their employees and eventually

enable them to work hard for improved performance.
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Appendix A: Respondent’s Questionnaire

(EMPLOYEES OF INFORMATION NETWORK SECURITY AGENCY)
| am TSEHAYE GIDAY, a student of Saint Marry University offering Mastein Business

Administration. | am carrying out my research ahe" relationship between motivation and
Employee Performance of an organization a case studf Information Network Security
Agency'. | kindly request you to provide me the necessafgrimation having been chosen to be
one of the respondents to enable me complete repnmas project successfully.

THANK YOU IN ADVANCE FOR YOUR COOPERATION

SECTION A: BACKGROUND INFORMATION OF THE RESPONDENT S
1. Gender

a) Female ] b) Male ]
2. Age
a) 21 -30 ] b) 31-40 [
c) 41-50 ] d) 51& abov{ ]
3. Marital Status
(a) Single ] b) Married ]
(c) Divorced /separated [ | d) Widowed [ ]
4.Level of Education.
a) Diploma ] ) egree ]
e) Master Degree ] dPHD []
c) Others [ ]
5What is your titl@
a) Core operational work{ | b) Researcher[ |
c) Support Staff [] Tp Manager []

e) Middle level Manager [ |
6. When did you join INSA? [ ]
a) 1-2 year back c) 5-6ryeack [ |

b) 3-4 year back [ ] d) above 6 yea[ ]



SECTION B: How Information Network Security Agency motivates its employees.
7. Does the Agency motivate its employees?

(@) Yes L
(b) No ]
(c) Some how [ 1]

If yes, to the above question, how does the orgdiniz/Agency/ motivate its employees

8. Do you think motivation of employees in an origation is important?

(a) Yes ]
(b) No
Give reason/s L

9. Do workers in this organization work accordinghe organization’s expectation?

(a) Yes ]
(b) No [1]
Why do you think so?

10. “Motivation of employees improves their perfance”
(a)l agree with the statement ]
(b) 1 disagree with the statement ]



SECTION C: RELATIONSHIP BETWEEN MOTIVATION AND EMPL OYEE
PERFORMANCE OF ORGANISATION
11. Do you think motivation influence the organiaats performance?

(a)Yes ] (b) No [ 1]

Why do you think so?

12. What is the effect of motivation on the emplyperformance of an organization?

(a) Negative ]
(b) Positive ]

13. “Motivation of employees improves on the perfance of an organization”

(a) I agree with the statement ]
(b) 1 disagree with the statement ]

THANK YOU FOR YOUR COOPERATION



APPENDIX B

Semi-Structured Interview

St. Mary University

School of Graduate Studies

MBA Programme

Dear Respondents,

This Semi-structured interview is designed to adlldata’s on the topicAssessing The
Relationship Between Motivation and Employee Perfaance in INSA The purpose of the
study is for the partial fulfillment of the requment of MBA program. For the successful
accomplishment of the study, the response of enegloyf the organization will have pivotal
role by being used as valuable input for the stiidgsure you that the information to be shared
by you will be used only for academic purpose ae@tkconfidential. So, you are kindly

requested to genuinely react the interview question

Thank you in advance for your cooperation

1. Does your company use consistent motivational jmet

2. What type of motivational factors was influence you

3. Do you think that forms of motivation provided BY3A helps you to perform well?

4. Do you believe that, motivation plays a role indie employees in their work?

5. In which forms of motivation do you motivate?

6. Is there clear and transparent way of motivatioN8A?

7. Does all the way to motivate employees in your pizition are guide by INSA directives?
8. Are there any continues assessment to measuretfogrpance of employees?

9. Are there measures for improving employee motivaiioyour organization?



10.How do you explain the relationship between motoraand employee performance in your

organization?

THANK YOU FOR YOUR COOPERATION



