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ABSTRACT

The objective of the study was to investigate tfeeteof motivation on employee performance at
Abay bank South and west Addis district in heatexf The research adopted descriptive and
exploratory research design with mixed researchragph. Stratified sampling and simple
random sampling techniques were employed for thsearch with 211 sample size. Both
primary and secondary data that were collected digto questionnaire and document review
were used. Descriptive statistics, correlation asé and infernal statistic, multiple regression
analyze techniques were used to analysis the ddta.finding of relationship results showed
that positive relationship between the goal settamgl non- monetary reward and recognition
and employee performance at Abay bank. Howeversthdy revealed that well being and
monetary reward or financial incentive are insigeaint determinant of employee performance
.The researcher recommends that monetary incerthaey Bank that must provide adequate
incentive plan and reward system and better marksed salaries and the well being must offer
conducive working environment and job securitytf@ir employees for those resist change. So
change can increase employee performance in thaik a&ctivities to make satisfied employees
and customer. The company must assess regularlgdimpensation program to update with
market and Abay bank must to keep healthy relatiprgnd to improve working environment to
their staff to interest at the job.

Key Terms. Motivation, Goal setting, reward and recognitidmancial incentive and well being
Employees’ Performance
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CHAPTER ONE
1. INTRODUCTION
1.1.Background of the study

Currently in the world different organizations angiating various approaches to achieve their
goals and success by achieving competitive advant8gveral organizations desires to gain
constant progress, productivity is one of the noosical variables affecting general achievement

is motivation.

Motivation is powerful energy that drives and easitemployees, which results in their
maximum contribution. Employee’s motivation is ae enthusiasm, energy level, commitment
and the amount of creativity that an employee’sigsito the organization on a daily basis.
Employees motivation is all about how engaged ampleyee’s feels in cycle to the

organizations goals and how empowered he/she feels.

Armstrong (2006) highlights two types of motivatjiamamely intrinsic and extrinsic. Intrinsic
motivation is one where people use their intermaledto motivate to carry out tasks. Motivation
is derived from the enjoyment one gets out of wagkiThe drive may be acquired from having a
sense of responsibility for what is expected ofmth@utonomy to carry out their duties and
challenging work. Negative intrinsic motivation indes fear of getting fired for inefficiency or
incompetence. Extrinsic motivation, on the othendyaincludes things that companies do for
their employees in order to motivate them to take tesired actions. People who are
extrinsically motivated view their job as a way foffilling their needs. Extrinsic motivators
include rewards that companies put in place tauerfte employees’ actions such as pay and

promotions. Negative extrinsic motivation includeéghholding of pay.

For the financial segment, various factors enhameployees' motivation, such as compensation,

recognition, establishing realistic goal and empks/well being environment, etc.

In sector of the banking industry, human capitaletigoment is a very fundamental element as
they are service provider companies which highlly ren human resources. Without the
motivated and committed workforce, all initiativesthe Bank were ineffective as their success

largely depends on whether employees have the bightl of knowledge, attitude, commitment
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and skill to perform the critical organizationaska. Organizations are striving to address and to

safeguard that their employees always remain coatehmotivated at their workplace.

Various International banks like Barclays, RoyalnBaof Scotland, Credit Suisse etc. have
executed the motivational strategies in order toreasing motivated employees in the
organization to help in maintaining profitabilitpé longevity in the market place (Mcnaughton
et al, 2015). However, the downturn of such driseemployees will be unmotivated, feeling

unsecured and as well as the organization migktposductive employees.

In the banking sector, the success of the orgaaizahainly reflected by the hard works of
employees. Banks have been left with limited omiosther than addressing costs and
optimization of use of limited resources to imprgverformance and maintain profitability.
Among the mechanisms to cope with the existing ghanin the banks is to ensure that

employee work to the best of the bank and achiengets.

When we come to in our country Ethiopia Bank Induss tremendous contribution the
development of the economy. In Ethiopia for qumtd there were not focuses on retaining
employees it is only preferable to talk about ratag customers by the bank management. But it
is frank that employee is the one who deliver therkwto the customers. But now days
thousands of graduates are working in bank sectoresswitching from one bank to another
some are working haply ever after. This is becaums recruiting employee is done where how
to retain them put as unfinished home work. Deslaitely thanks to the competitive markets
banks starts working on employee focus drives sarclyiving various types of incentive and
high rate of salary incremental. Recent years w#ad that the banking industry’s performance
has been on the upward spiral in all frontiers. gkdagly, private banks’ employees’

performance depends on the private banks drivesratidation of their employees.

Abay Bank is one of the private commercial banks batlined a direction to seize the
opportunities presented and downsize the impat¢h®faforementioned and similar confronts.
For that reason, the Bank has outlined strateggntrthrough setting key priority focus areas and
objectives. The one of the priority focus areas ewvemainly centered on human capital
development. The Bank has been making efforts tsvéine focus areas and commendable

progresses were registered in this regard.



1.2.Statement of the Problem

Motivation is about giving your staff the right niixe of guidance, direction, set objective,
resources and rewards so that they are inspiredkeardto work in the way that you want them
to (Ludhans, 1992). Staff members are one of thet valuable assets. Motivated employees are
more likely to stay and help build your businesstaiing motivated staff builds and well being

your business and also achieving the organizatigoail.

According to Karen and Peter (2013) People worlafaariety of reasons. The main reason why
most people work is because they need to earn moneyy food and the basic necessities for
life. But some work is voluntary and does not yialty money. Some organizations have been
known to experience a high staff turnover despiterimg above average salaries (Aguinis,

2012). This tells us that money is not the only waynotivate employees.

One of the challenges faced by Abay banks andr ddamks in the banking sectors is to
maintain the employees. As semiannual a corporeport by (2021) show that 8.6% of
employee’s retrenchment in Abay Bank in Ethiopia lh@en rampant for the last ten years.
Moreover, long working hours, stress and poor reznations among banks employee has been a
key determinant to high employee turnover as peibtnk’s annual corporate report. Individuals
after being trained have a tendency to move toraitganizations for better prospects. Lucrative
salary, comfortable timings, better ambience, ghomtospects are some of the factors which

prompt an employee to look for a change.

One of the factors that contribute to high employeaover is demotivation (Mosley, Pietri and
Mosley Jnr, 2012). There is a growing consensusngmmanagers and leaders about the
significance of combining effective motivation imtives to encourage good performance (Cole
and Kelly, 2011).1ts, therefore, a challenge fomagement of current Abay Bank to motivate
their employees in order that quality servicespovided, and subsequently to satisfy the needs

of their customers. Motivation is one of the keffe@ to employees’ performance.

The general problem inherent in the organizatiosetl up is low compensation, lack of
recognition of workers achievements and not setteadistic goal (Melisa Santos)All these

tend to dampen workers morale and consequentlgtdfieir performance.



Mullins (2005) effectively motivating employees ayee of the most important functions of a
manager. There is evidence to show that organimtare facing challenges in retaining
employees due to limited opportunities for advanestmand the current competitive labor
market. It doesn’t appear things will get any lreittethe future. The loss of employees represent
a loss of skills, knowledge and experiences wheh create a significant economic effect and
cost to corporations as well as impacting the neddsistomers. Managers who can motivate

employees assist the organization by improving egg# retention.

According to the preliminary interview with some gioyees poor compensation payment
system, unfair company policies and poor employpei$ormance recognition, not establishing
realistic goal increased stiff competition among bank industeyvard system, increased
regulation by the government and high rate of tetdgical growth especially the digital mobile
that now offer banking services are some of theblpras facing the company. This is the
essence of this study. The aim of this researclefitve, | decided to carry out research to
determine the effect of motivation drivers on enyples’ performance in Abay Bank under

south and west Addis district in Ethiopia.

1.3.Research Questions

This study is to address the following basic reseguestions.

1. How does the impact of financial incentive orpéoyee’s performance in Abay Bank S.C.?
2. What is the influence reward and recognitioremployee’s performance in Abay Bank S.C.?
3. How does establishing realistic goal on empls/performance in Abay Bank S.C.?

4. What is the effect of employees well being ompkayee’s performance in Abay Bank S.C.?
1.4. Objectives of the Study

1.4.1. General Objective of the Study

The main objective of the study: The general objeadf this study is to determine the effects of

motivation on employee’s performance in case siilayy Bank.



1.4.2. Specific Objective of the Study

The specific objectives of the study are includealfollowing:

1. To investigate the influence of a financial inceaton employee’s performance in Abay Bank S.C.
2. To determine the impact of reward and recoggipin employee’s performance in Abay Bank S.C.
3. To identify the effects of establishing godtisg on employee’s performance in Abay bank S.C.
4. To examine the effects of employees well beimgimployee’s performance in Abay bank S.C.
1.5. Significance of the Study

The study was intended to provide the followingtdbution (significance).

Enable the researchers to have more know how abotivation
It will serve as a source for other researchedetd the matter further

To will indicate the effects of motivation on theganization goal achievements.

= = = ¥

Management: Administration could be interestedamtifying indicators of drives of
motivation to take the necessary actions to imptbeeemployee’s work motivation in

the company and choose the right decisions.
1.6. Scope of the study and Limitation of the study
1.6.1. Scope of the study

Mainly focus of this research was to determinedheers of motivation and its effects has on
employee performance. In particularly, the geogiahboundaries of the research were this
study was effects of motivation on employee’s peniance in Abay Bank S.C case under South
and west Addis district in Ethiopia. Conceptuallypnetary reward, non monetary reward and
recognition, goal setting, and employees well beang the variables that was studied if they

have effect on employees’ performance.
1.6.2 Limitation of the study

Other Intrinsic variables and extrinsic variablesse are not included because this study focused

only related area to the organization nature tlsatthe study was effect on employees’



performance. So, the study is not comprehensivetadee study was limiting by shortage of

time andcertain respondents not willing to respond on tiheequestionnaire.
1.7 Organization of the Study
This Research study is organized in to five chapter

The first chapter is an introduction for the studlich introduces the overall study. This part
consists of introduction or back ground of the gfyztoblem statement, objectives, significance,

scope of the study, limitation of the study.

The second chapter focuses on basic concepts snesishat had been discussed by different
scholars on the research topic. Basically defingjoconcepts, types and theories of employee
motivation are discussed. Moreover, the relatignsbetween motivation and employee
performance and challenges of motivation are dssdisn brief. In this chapter general concepts
and definitions, basic issues and empirical evidenaf effects of motivation on employee’s
performance were discussed in detail based orethew of literatures in which previous studies

were consulted. The major areas and results ofqus\studies have also been presented.

The third chapter, research design and approacph&sizes on the design of the study and the
methodologies were use. In this chapter; souratatd, data collection, sample size & sampling

procedure and selection of study organizations We®uss.

The fourth chapter is devoted to data presentamalysis and interpretation in which the
collected primary data analyzed and organized iammgful manner so as to meet the objectives
of the study.

The fifth and last chapter is concerned with sunyneonclusion and recommendations. Here
the findings of the study are summarized, conchsidearly presented and recommendations

are provided for the findings of study.



1.8 Definition of Terms

Motivation: Motivation is the process that accounts for anvialdial’s intensity, direction and

persistence of effort toward attaining a goal Rabland Judge (2008).

Performance ‘A continuous process for improving the performaotmdividuals by aligning

actual performance with that desired organizatigoal (Cole and Kelly, 2011).

Intrinsic motivation: is motivation that is animated by internal persargbyment, interest, or

pleasure.

Extrinsic motivation : refers to tangible rewards or its visible sucls@gervision, pay, fringe
benefits, co-workers, work environment, persorfal lork conditions and job security

Employee Performancerefers to the efficiency and effectiveness of erpés in achieving

organizational objectives. (Kootz et al., 1990)



CHAPTER TWO
2. REVIEW OF RELATED LITERATURE
This chapter contains theoretical, empirical litera and conceptual framework. Theoretical
literature deals with concepts of motivation, diffiet motivation theory, and employee’s
performance and derives of motivation. Conceptuahtework describes the independent
and dependent variable show the figure. Finallstesl empirical finding and hypothesis test

were presented.
2.1. Theoretical Review
2.1.1. Motivation

Motivation should be viewed as a continuous andadyin process it is the process that causes
people to perform something. various of scholahsklppo(1984) notes that motivation is a

managerial responsibility for eliciting what empé®g expect the organization to supply them
with and at the same time the responsibility facihg certain types of behavior from the

employees. Or by Ran (2009) it is stated that Maiton is generally defined as the process that
accounts for an individual’'s intensity, directi@md persistence of effort toward attaining a goal.
According to Armstrong (1988), motivation is abeutat makes people act or behave in certain

ways and take whatever steps required ensuringhtegtget satisfied.

With the prevailing uncertainty in the economy, plead with an emphasis on customer
satisfaction and long-term business relations etlerevived interest in the motivation of sales
representatives. Social science literature, eslhecia organizational behavior and sales
management, has long recognized the crucial impoetaf rewards and incentives as a means
of motivating employees (Mehta, Anderson and Dutyn2000). Employee motivation affects
productivity, and part of a sales manager’s joloighannel subordinates’ motivation towards
the accomplishment of the organization’s visiongoals (Bhuvanaiah and Raya, 2015). A
poorly motivated sales force will be expensive @ torganization in terms of decreased
productivity and performance, excessive staff tuanpincreased expenses, higher use of the
sales manager’s time and a negative effect on thr@alenof colleagues (Jobber and Lee, 1994).
Companies need to ensure that their sales foraesighly productive and motivated. As a

result, they try to improve the productivity of theales force through better selection, training,



motivation and compensation. Of these, compensaitishincentive or reward schemes play an

important role in motivating sales people to perfdyetter (Abratt and Klein 1999).

Motivation is central to any discussion of work beior because it is believed that it has a direct
link to good work performance; it is assumed thatmotivated worker is the productive worker
(Riggio, 2014). Not everyone is motivated by thmeaewards, and sales managers must work
towards tailoring the motivational environment tee tindividual, within the boundaries and
policies of the company (Chonko, Tanner and Wed@2). Motivation and learning theories
suggest that pay should be based on performanaad&eand Jones, 2013). However, having
highly motivated workers does not automaticallydléa high levels of productivity- the work
dynamic is more complex than that (Riggio, 2014herEfore, a manager must approach a
productivity problem very carefully- a detailed @ssment of all other variables that can affect
productivity must first be undertaken (Aguinis, 201 The adoption of a performance
management system can be seen as an attemptdoatetélRM processes with strategy (Cole
and Kelly, 2011). Appraisals are used to ensuréndividual’s performance is contributing to
business goals and managers are encouraged toreoihiei perspectives of several models to
create a complete motivational environment for rtrenployees (Newstrom 2011; Riggio,
2014).

Fredrick Herzberg developed a theory of motivatizat highlighted the role of job satisfaction
in determining worker motivation (Riggio, 2014). heoposed that the determinants of job
satisfaction were different from those of job disfaction. The factors giving rise to
satisfaction were called motivators (e.g. recognitiresponsibility and achievement), while
those giving rise to dissatisfaction were calledibge factors (e.g. salary, company policy and
working conditions) (Cole and Kelly, 2011).

Motivators are things that lead employees to bisfsad and motivated by their jobs and have to
do with job content, they are inherent in the wibsklf: Their presence results in job satisfaction
and motivation, but their absence results only entrality (Levy, 2013). Motivators include
intrinsic factors such as possibility for promotiatemanding work, recognition, achievement
and responsibility (Stanley, 2012). Motivator fastmperate only to increase job satisfaction
(Hansen, Smith and Hansen, 2012).



Hygiene factors are related to the context in Wipeople perform their jobs e.g. supervisory
problems, interpersonal relations, low salary, adstriative practices, poor working conditions
and unfavorable company policies. The presenceygiehe results in job dissatisfaction, but
their absence leads not to job satisfaction or vaton- only to neutrality (Chung, 2013).
Hygiene factors, also called dissatisfies, opeosily to decrease job satisfaction or create job
dissatisfaction (Hansen, Smith and Hansen, 201R¢. fEverse of job satisfaction is not job
dissatisfaction but instead, lack of job satisfactiand similarly, the reverse of dissatisfacti®n i
not job satisfaction, but lack of job dissatisfant{Giancola, 2011)

2.1.2Motivation Theories
2.1.2.1 Maslow Hierarchy of Needs

This theory was developed by Abraham Maslow (19#43nvestigated the human motivation
through explaining the human instinct curiosity. $tated the human needs which summarized
in five needs: physiological, safety, social, amif-esteem. Moreover, this need creates the
motivation that effect on the individual’s behaw@nd this need should be filled to satisfy the
individuals. Moreover, Maslow expend his theoryl®54 through his book " motivation and
personality”. He argued that the unsatisfied newsdte tension and imbalance, and to get
balance you have to safety each need in order toventhe unsatisfied needs. The crux of the
theory is that individuals’ most basic needs mustnbet before they become motivated to
achieve higher level needs. However, as more taitetbegan to be focused on the role of
motivation at work, Maslow’s need matching theonyeeged in the early 1960’s as an appealing
model of human behavior in organizations. And agsult of its popularization by Douglas
McGregor (1960, 1967), the model became widely udised and used not only by
organizational psychologists but also by managers.

2.1.2.2. Herzberg Theory

This theory was initiated by Herzberg (1959). Harfd that satisfaction and motivation effect
by two kinds of factors, which is health factor ardving factors. Further, Herzberg found that
each human has two different group of human neéishwvihis needs effects on person behavior

in different way. Moreover, he found that individiudissatisfaction caused by inappropriate
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work environment. Furthermore, Herzberg revealed tihe human will not feel satisfied unless

he gets all kind of health, environmental, and pdaldactors.

The Two-Factor Theory of motivation was developggbychologist Frederick Herzberg in the
1950’s. Analyzing the responses of 200 accountamésengineers who were asked about their
positive and negative feelings about their workrabderg found two factors that influence
employee motivation and satisfaction: the firdvligtivator factors: these are factors that lead to
satisfaction and motivate employees to work har@samples might include enjoying your
work, feeling recognized and career progressiom. gétond is Hygiene factors — These factors
can lead to dissatisfaction and a lack of motivaifahey are absent. Examples include salary,
company policies, benefits, relationships with ngera and co-workers. However, while
motivator and hygiene factors both influenced naion, they appeared to work completely

independently of each other.

The significance of this theory to the study isttifiar the happiest and most productive

workforce, you need to work on improving both matw and hygiene factors. The manager
needs to, make sure that employees feel appre@atbdupported. Give plenty of feedback and
make sure your employees understand how they a@am gnd progress through the company.
To prevent job dissatisfaction, make sure that ywuployees feel that they are treated right by
offering them the best possible working conditiansl fair pay. Make sure you pay attention to
your team and form supportive relationships witbnh

2.1.2.3. Mc Cleland's Theory of Needs

Mc Cleland's in his theory divided the human neets three desires; the need of achievement,
the need of affiliation and the need of power. lebdved that the people who have the need for
achievement they prefer to work with a respongiptt solve problems since they can't feel the
achievement till they have the responsibility ttveahe problem. Moreover, they have to tend
to make a disciplined risk which means that theytckeel with achievement till the pass the
challenges. Thus, they need feedback about theiorpgance. The second type of need is the
need of affiliation, which they care more aboutatireg friendship and good social relationship,
while the third part of need is the power, whickythooking for authority and positions in the

company (Royle, 2012).
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2.1.2.4 McGregor's X and Y Theory

Douglas McGregor was a management researcher alih&loan School of Management. In
his book titled 'The Human Side of Enterprise' Dasgxamined the behavior of individuals at
work and then formulated two models which he cdlleeory X and Theory Y. Maslow's
hierarchy of needs provide the background for Mg@rs work. Unlike Maslow, McGregor
grouped hierarchy of needs into lower order (Thedyyneeds and higher order (Theory Y)

needs.

McGregor's theory X is based on the assumption riaairally, average human being has an
inherent dislike for work, as a result, feels rédunt to work and will strive to avoid it when
possible. In his research work tilled ‘The humattesof Enterprise’ he asserted that people must
be forced, coerced, controlled, directed or thmeadewith punishment to get them to work
towards the achievement of organizational goalsGMgor states that the dislike for work is so
strong that even the promise of a reward by theag@mnis not enough to propel them to work.
Only the threat of punishment can be effective.thigory Y, the situation is totally the opposite
from the previous one because it explains thatrabyu the average human being likes work
both physical and mental. The theory explains geatple will exercise self-direction and self-
control to achieve objectives to which they are ootted. In addition, it states that there is a
chance for greater productivity by giving employ#es freedom to perform at the best of their
abilities without being bogged down by rules. Hetliar argued that an average person is

fundamentally moral and will seek and accept resitality.

Theory X and Theory Y as explained in McGregor tlgeof motivation are seldom used in
contemporary organizational settings, still the amt@nt in the field of organization management

because it provide useful tool for motivation anddgng tools to improve organization culture.
2.1.2.5 Expectancy Theory

The Expectancy Theory of Motivation was suggeste®/tmom (1964). The theory provides an
explanation as to why individuals choose one beiralioption over others. The basic idea
behind the theory is that people will be motivabsttause they believe that their decision will
lead to their desired outcome (Redmond, 2009). E&mpey theory proposes that work

motivation is dependent upon the perceived assooiaketween performance and outcomes and
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individuals modify their behavior based on theitca&ation of anticipated outcomes (Biron&

Bamberger, 2011). Expectancy theory has evolvedent years as a basic paradigm for the
study of human attitudes and behavior in work arghwizational settings. Vroom's expectancy
theory addresses motivation and management. Tleytsaggests that an individual's perceived
view of an outcome will determine the level of nvation. It assumes that the choices being
made are to maximize pleasure and minimize paiaJsmsseen in the Law of Effect, "one of the
principles of reinforcement theory which statesttpaople engage in behaviors that have
pleasant outcomes and avoid behaviors that havieasgnt outcomes” (Redmond, 2009). Prior
belief of the relationship between people's workl d@heir goal as a simple correlation is

incorrect. Individual factors including skills, kwtedge, experience, personality, and abilities

can all have an impact on an employee's performance
2.1.3. Drives of Motivation

Intrinsic and extrinsic motivation factors: Intringewards are internal, psychological rewards

such as a sense of accomplishment or doing songdbleicause it makes one feel good. Extrinsic

rewards are rewards that other people give to ymh &is a money, compliments, bonuses, or
trophies. Extrinsic motivation refers to someonendsomething because it leads to a separable
outcome (Mullin, 2010).

Intrinsic motivation refers to doing something bhesa it is inherently interesting or enjoyable
(Yin and Yang, 2012). Intrinsically motivated ageiwo not only care about extrinsic rewards
(like monetary payments), but their motivation torleer harder depends also on factors such as
their self esteem or self confidence in succeetiraytask (Pierce and Gardner, 2004). There are
various components of intrinsic motivational fastoand they include: job autonomy,

professional growth, leadership, workload and wanktentment (Yin and Yang, 2012).

Extrinsic rewards may play an important role in &towg the employee’s performance as Pierce
and Gardner (2004) point out that an individual&f-esteem, formed around work and

organizational experiences, plays a significang ial determining employee motivation. There
are various components of extrinsic motivationatdes and they include: pay, bonus programs,

profit sharing and stock options (Mullin, 2010).
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This applies to Douglas McGregor's Scientific Thyethrat formed Theory X, which applies to
the extrinsic wants of employees. The basis for rtiaivation is supervision structure and
money. Scientific Theory is based on the grounds émployees don't want to work so they
have to be forced to do their job, and enticed watbnetary compensation. Theory Y, also
derived from McGregor's theory, says that employaes motivated by intrinsic or personal

reward.
2.1.3.1. Goal-Setting Theory

A goal is the aim of an action or task that a personsciously desires to achieve or obtain
(Locke and Latham, 2002). Goal setting is a moitvetl techniqgue used extensively in
organizations as a method of directing individualgorts at work and providing a standard
against which performance can be assessed (LurgeriErl). Since it was first researched five
decades ago, goal-setting theory has been theresesirched, utilized, and established theory of

work motivation in the field of industrial and orgaational psychology (Buchanan, 2012).

Goal-setting theory was developed inductively witlidustrial/organizational (1/0O) psychology
over a 25-year period, based on some 400 laboratatyfield studies (Locke and Latham, 2002;
2006). Goal setting is a cognitive theory of mdiima based on the premise that people have
needs that can be thought of as specific outcomeagoals they hope to obtain (Locke and
Latham, 1990). The theory started with the iniairk on levels of aspiration developed by Kurt
Lewin and has since been primarily developed by Exwin Locke, who began goal setting
research in the 1960s (Redmond, 2015). Kurt Lewsely work on “level of aspiration”
provided the foundation for the most researchedvegitiestablished theory of work motivation-
goal-setting theory (Levy, 2013). Goal- setting ailye emphasizes the role of specific,
challenging performance goals and workers’ commitne those goals as key determinants of

motivation (Newstrom, 2011).

Goal setting theory has guided the developmenhaifmemense body of empirical research about
workplace motivation, and it is by far the domingatradigm in the literature today (Kurose,
2013). According to Lunenberg (2011), goal sgtisithe underlying explanation for all major
theories of work motivation-whether that is Vroom8E theories, Maslow’s Hierarchy of

Needs theory, Herzberg’'s motivation theory or Baattusocial cognitive theory. Goal setting
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has also been identified as one of the most efkeatnethods of changing behavior in the
workplace (Skinner, 2010). Goal setting theory isframework for understanding the
relationships among motivation, behavior, and pertnce (Kurose, 2013)Managers
generally accept goal setting as a means to enhanaed sustain performance (Dubrin,
2012).

Locke and Latham's goal setting theory statessinagral conditions are particularly important in
successful goal achievement. These include go&ps&ece and commitment, goal specificity,
goal difficulty, and feedback (Redmond, 2015). Geetting theory states that for employees to
be motivated, goals must be clear, specific, atairable and whenever possible, quantified
(Riggio, 2014). A goal is defined simply as whae timdividual is consciously trying to do
(Lunenberg, 2011). Newstrom (2013) outlines gaass targets and objectives for future
performance that help focus employees attentionitems of greater importance to the
organization, encourage better planning for thecaliion of critical resources (e.g. time money
and energy), illustrate the value of persistentrgfiand stimulate the preparation of action plans
for goal attainment. Research on goal-setting lassdressed the importance of getting workers
committed to goals, for without such commitment,istunlikely that goal setting will be
motivating (Riggio, 2014). Evidence suggests thatvorkers participate in goal setting, as
opposed to having supervisors set the goals, thénereased motivation (Gomez-Mejia, Balkin,
and Cardy, 2015).

Task goals, in the form of clear and desirable gqrverince targets, form the basisEdwin
Locke’s goal-setting theory. The theory’'s basis premisethiat task goals can be highly
motivating-if they are properly set and if they arell managed. Goals give direction to people
in their work. Goals clarify the performance expgicns between a supervisor and subordinate,
between coworkers, and across subunits in an aatom. Goals establish a frame of reference
for task freed back. Goals also provide a foundafmr behavioral self-managemei. the
sand related ways Locke believes goal setting canhance individual work performance
and job satisfaction.

To achieve these benefits, however, researchLigke and his associates indicates that
managers and team leaders must work with othesgttdhe right goals in the right ways. The

key issues and principles in managing this goaisageprocess are:
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0 Set specific goals: They lead to higher performahe® more generally stated ones,
such as “Do your best.”

0 Set challenging goals: As long as they are viewsdealistic and attainable, more
difficult goals lead to higher performance thanedsy goals.

o Build goal acceptance and commitment: People warkldr for goals that they accept
and believe in; they tend to resist goals forcedham.

o Clarify goals priorities: Make sure that expectatioare clear as to which goals
should be accomplished first and why.

o Reward goals accomplishment: Don’s let positiveoag@ishments pass un noticed;
reward people for doing what they set out to dod Aparticipation” is an important
element. The degree to which the person expecteatbtthe work is involved in
setting the performance goals can influence hisesrsatisfaction and performance.
Research indicates that a positive impact is mdslyl to occur when the
participation:

o Allows for increased understanding of specific difticult goals and

o Provides for greater acceptance and commitmerigim t

The concept of management by objectives (MBO) isdgdlustrations of a participative
approach to joint apply the motivational power afaysetting theory. In addition to MBO,
managers should also be award of the participatjgions. It may not always be possible to
allow participation when selecting exactly whichatpneed to be pursued, but it may be possible
to allow participation in the decisions about how kiest pursue them. Furthermore, the
constraints of time and other factors operatingame situations may not allow for participation.
In these settings, research suggests that workidrsespond positively to externally imposed
goals if the supervisors assigning them are trustadl if the workers believe they will bead

equitably supported in their attempts to achiewrth
Hypothesis 1

H1: There is a positive significant effect between gbaetting and employee’s performance.
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2.1.3.2. Recognition and Rewards

The type of reward practices used by an orgamzatlays an important role in motivating
employees to perform (Beer and Walton, 2014). Tittisnately affects the performance of the
organization (Hansen, Smith and Hansen, 2012). Base decades of research on operant
conditioning and behavior modification, it is commho believed that if rewards are used
effectively, they can motivate individuals to perfoat higher levels, and the use of proper

rewards culminates in firm performance at the oizgtional level (Giancola, 2011).

The hygiene-motivator distinction clearly maps otite reward-recognition distinction. In fact,
Herzberg himself made this point: In his motivatibggiene theory, Herzberg stated that work
motivation is largely influenced by the extent tdigh a job is intrinsically challenging and
provides opportunities for recognition and reintarent (Giancola, 2011). In other words,
reward represents the application of hygiene factand recognition represents the application

of motivator factors (Allen and Helms, 2011).

Positive praise is likely to be the most motivaiib(Kinicki and Kreitner, 2016). In his popular
book 1001 Ways to Reward Employees, Bob Nelsonitad by Giancola (2011), concluded
that rewards must have a positive impact on perforrance and he found that the most desired

form of reward by employees was verbal appreciatiopraise by their immediate boss.

Many organizations have formal recognition and melwarograms and these recognition
programs usually include rewards because good npeefs are recognized with rewards (Deci,
2013). Among the rewards given are plaques, giftissgewelry and on the spot cast awards
(Allen and Helms, 2011). More sophisticated rectigni programs recognize behavior that
supports organizational values, so the awards eemander of what is important to the company
(Aguinis, 2012). Teams, as well as individuals $tiaaceive recognition to enhance motivation
(Riggio, 2014). As with most motivation and retentiprograms, recognition and rewards must
be carefully planned, otherwise they may backfird lbse money for the company (Kinicki and
Kreitner, 2016).

Increasingly, it has become clear that the battletélent involves much more than highly
effective, strategically designed compensation aedefit programs. While these programs

remain critical, the most successful companies heakzed that they must make a much broader
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look at the factors involved in attraction, retenti and motivation (Giancola, 2011) And they
must deploy all of the factors including compermatand benefits to their strategic advantage
(Hansen, Smith and Hansen, 2012).

Praising workers for good performance is a majgetpf informal recognition (Allen and
Helms, 2011). Although praise costs no money anyg i@quires a few moments of time, many
workers feel that they do not receive enough prédgpiinis, 2012) managers therefore have a
good opportunity to increase motivation by the damgct of praising good deeds (Kinicki and
Kreitner, 2016).

Rewards reflect both personal and institutionallgoand stand to assist an understanding of
what directs both individuals’ engagement and wiagg affordances (Allen and Helms, 2011).
In this way, rewards capture the goals for bothkptace and personal trajectories, and permit a
consideration of the degree to which there is conasoe between these trajectories (Judge and
Ferris, 2013). Hence they richly inform the relagbinterdependence between the personal and
social. In general, there seems to be agreementréicagnition and rewards are important
motivators for individual and for organizationakfegmance (Hansen, Smith and Hansen, 2012).

2.1.3.2.1. Recognition

According to Daniel and Metcalf (2009), recognitizna return on an employee's effort and
dedication at work, as well as his or her resédltsemployee recognition program can be a great
morale-building tool for any organization, whetharge or small. An effective recognition
program can lead to innovation, higher productiahd greater job satisfaction for the workers
(Beer and Walton, 2014). Employee recognition paotgs could include several levels of
recognition, from a simple Certificate of Appreat to Employee of the Month to awards
given on the division and companywide level, recogm should be provided to those who
exceed expectations and earn the award (Steers’amdr, 2011). Recognition is one of the
strong motivation factors; employees feel comfdegalwhen they are praised and recognized
(Armstrong, 2007).

No resource is more critical to an organizationiscess than its human resources are (Denisi
and Pritchard, 2016). The concept of reward andgm®ition has gained much importance in the

current times and has captured the attention adrozgtional managers and researchers equally

18



(Mandal and Dalal, 2006). Consequently, differergamizations use reward and recognition as
motivational techniques for employee’s better penfance (Beer and Walton, 2014). These
reward and recognition are provided in the formnanetary and non-monetary benefits for
certain desirable behaviors (Storey, 2013). Emm@syaon't only want a good salary and benefit
package, they also want to be valued and appredateheir work (Wiese and Coetzee, 2013).
When employees feel recognized and involved, teaytuch less likely to worry about money

and security (Elton &Gostick, 2006).

A recognition program can help employers meet thgjanizational goals by helping attract and
retain high-performing employees. Daniel and Mét¢@D09) reported that companies are
aligning their employee recognition programs disettt the strategies of the organization due to

the following nine reasons listed according to omfeémportance

a) Create a positive work environment

b) Creating a culture of recognition

c) Motivating high performance

d) Reinforcing desired behaviors

e) Increasing employee morale

f) Supporting the organization mission and vision
g) Increasing retention and decreasing turnover
h) Encourage loyalty and

I) Supporting a culture change.

Other reasons for adapting racognition program included: reducing costs, retaining key
employees, increasing employee productivity, coitipehess, revenues and profitability,
improving quality, safety and customer service, kwiering stress, absenteeism, and turnover
(Daniel and Metcalf, 2009).

All organizations experience turnover and theref@tention of valuable employees is critical
for the success of any business. The Jackson Qagam (Etlon and Gostick, 2006), an
independent research firm, indicates that invesiimgrecognizing employee excellence is

strongly associated with the best financial perfmmoe. Companies that have implemented
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employee recognition programs enjoy a return ontgdhat is more than triple the return of

companies who don't implement recognition progréat®n and Gostick, 2006).
2.1.3.2.2. Rewards

The most important human resource management iseweadays is rewards structure
(Milkovich and Newman, 2008). Bowen (2002) descibeward as something which is given or
received in return for a success or achievemenénfdnd Helms (2002) describe reward as a

material or financial expression of appreciatioattis conditional on results.

Employees who are effective and efficient are kel be confined if they are not motivated to
perform (Sajuyigbe, Olaoye, and Adeyemi, 2013). tierca, (2002) sees reward and
compensation as a system that is based on thetarpgadheory, which suggests that employees
are more likely to be motivated to perform whenytperceive there is strong link between
their performance and the reward they receive Reward is a critical element that motivates
employees to perform as expected (Armstrong, 2dMployee performance plays crucial role
in an organization’s performance. Further, in penfance and growth of organization, rewards
employees play an important role (Aguinis, 2012ewRrds are focal device to improve
motivation among employees and no organization iwaagine reaching their goals and
objectives without motivating their employees (Kuma014). Baron (1983) posits that when
we recognize and reward the employees in termbief tdentification, their working capacity
and performance is very high. Reward schemes aigred to enhance company performance
by aligning the interests of employees with theficial performance of their companies (Chin-
Ju, 2010). Reward is a system (e.g. Bonus andtsiudiring) that contributes to performance by
linking the interests of employees to those oftd@m and the organization, thereby enhancing

effort and performance (Armstrong, 2007).

There are two types of rewards; financial and niparfcial. Nonmonetary incentives are to
reward employees for excellence job performanceutiin opportunities (Kepner, Wyoski,
McKenzie, and Ballentine, 2003). It usually comeform of more enabling authority, award,
participating in the management, promotion, holgjagetter working environment, written

recognition, gifts, formal dinners, informal pagjeplaques, etc. (Allen and Helms, 2011).
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Rewards play a vital role in determining the sigmift performance in job and it is positively

associated with the process of motivation (Hus&)5).

Freedman (1978) as cited in (Beer and Walton, 2@14j the view that when effective rewards
and recognition are implemented within an orgamratfavorable working environment is
produced which motivates employees to excel inrtherformance. The level of motivation of
employees increases when employees get an unedpactease in recognition, praise and pay
(Dubrin, 2012). One valuable reason for recognizangployees is that studies show that people
who feel appreciated are more positive about themaseand their ability to contribute, i.e.,
employee recognition can boost productivity anaease job satisfaction.

Hypothesis 2

H2: There is a positive significant relationship letween reward or recognition and

employees’ performance.
2.1.3.3. Monetary incentive / Financial Incentives

Pay refers to the amount of money provided to warker the accomplishment of organization
goals (Koch, 2008). Kreitner and Kinicki (2007) gegts that the effectiveness of pay as a
motivator depends on a number of circumstancefydimg the value and needs of individuals
and their preference for different types of finahadr nonfinancial rewards. Armstrong and
Murlis (2004) further commented that pay is impottto people because it is instrumental in
satisfying a number of their most pressing nedds. significant not only because of what they
can buy but also a highly tangible method of re@gg their worth, thus, improving their self-
esteem and gaining esteem of others (Khan, Faroddll&, 2010). Armstrong and Murlis
(2004) reflecting on intrinsic motivation pointedtahat pay in itself has no intrinsic meaning

and acquires significant motivating power only witstomes to symbolize intangible goals.

Money is the principal inducement and no other mtiwe comes close to it with respect to its
influential value (Locke and Latham, 1990). Mon&stihe dominancy to magnetize, retain and
motivate individuals towards higher performancea(ity, 2012). People do not work for free;
employees want to be compensated for the workttieyt do. Employees must be motivated
through adequate incentives plans and reward sgsaewh this will invariably encourage them to
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be proactive and have right attitude to work, thgrgogromote organizational productivity
(Armstrong, 2007).

McChilloh (2001), posits that financial incentiveean any inducement involving the payment

of money and reduction in price paid for goodsewiges or any award of credit.

Financial incentives and rewards positively affect employees commitment or loyalty.
Employees stay in an organization because the iteradfbeing part of an organization far
outweigh the cost of leaving the organization (8ade2011). The fact that employees fear losing
their job makes money an extremely effective mativdecause it is indispensable for survival

in an economy (Cole, 2000).

The major objective of a manager is to ensurelihainess and corporate objectives are realized.
This is only possible if employees, who are the kegets of an organization, have a positive
attitude towards their organizations (Banjoka, )99k0 keep the pace of achieving goals
organizations try to hire competent human resouksaploying competent human resource,
organizations have to offer better working enviremty market based salaries, job security,

empowerment etc (Hersberg, 2009).

While there are a variety of ways to compensatalessforce, most companies use three main
methods: straight salary, straight commissions armbmbination of salary and commissions
(Wiese and Coetzee, 2013). Besides salary and cssionj financial compensation could also
include reimbursement of sales expenses and treatipa (Wiese and Coetzee, 2013).
Fredrick Taylor has described money as the mostdonmental factor in motivating the industrial
workers’ to attain greater productivity (Steers d&taiter, 2011). It is therefore imperative that

organizations think critically about the remunesatpackages that they offer to their employees.

Financial incentives enhance the employment relahigo because it creates the basis for high
levels of commitment and therefore, firms must digvestrategies that include financial
incentives and rewards for example promotion, bpmirsfit sharing or gain sharing and
employees stock ownership etc (Ismail, GuatlendyeRlong, and Ibrahim, 2009). In fact, some
authors assert that the primary aim of incentige® ienhance extrinsic motivation by satisfying
an individual employee’s needs indirectly througleams of pay and bonuses (Anthony and

Govindarajan, 2007). A natural way to motivate vevekat any level is to offer them financial
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incentives; linking pay to performance improves thetivation value of moneyKgnicki and
Kreitner, 2016). Many jobs require financial rewards to motivatepboyees and many people
primarily work to make money or attain the recogmtdenoted by financial rewards (Giancola,
2011).

Using financial incentives to motivate people fggnciples of positive reinforcement and
punishment (Aguinis, 2012). A useful principle o$ing financial incentives to motivate
workers at all levels is to investigate which intbess are most appealing to groups and
individuals (Denisi and Pritchard, 2016). Many wenk are extrinsically motivated by salaries
and benefits while others are intrinsically motecby recognition and rewards or better health
benefits(Giancola, 2011).

According toKinicki and Kreitner (2016), financial incentives are more effective when they
are linked to (or contingent upon) good performarc&ey principle is for managers to explain

clearly to employees how performance is linkeday, pncluding the fact that unethical behavior
will not be tolerated as a way of attaining a perfance goal (Steers and Porter, 2011). An
increasing effort of managers and compensationiasts to link pays to performance supports
many business strategies- workers receive finanutaintives for performing in ways consistent

with the business strategy (Aguinis, 2012).

Literature has shown that remuneration issues aletical role in organizations; however, there
has been little advice that companies could userms of when certain incentive system designs
have been more (or less) appropriddebrin, 2012). The use of pay-for performance plans is
growing (Kepner, Wyoski, McKenzie and Ballentin€03) and there is a trend to increasing

variable pay as a percentage of total remuner@ifm@hilloh, 2001).

Compensation is one of the physical needs thaientte motivation which in turn will affect the
employee performandgiersberg, 2009. Compensation has a big influence in the recresmtim

of employees, motivation, productivity and employegnover (Steers and Porter, 2011).
Financial incentives are largely regarded as amuate means to motivate employees and to
improve their performangg&mith and Hitt, 2005).

In other wordsperformance does not increase with increased pay drdoes not decrease

when the worker is less motivated by the pay asveard provided in the organization. This
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finding may appear to be strange but the followiegsons put forward bBaron (200§ will
support this finding. Firstly, in many work situais, change in performance or performance is
difficult as the job structure ensures work at aimum level only. In other words, even if the
worker had to work at a faster rate, the productalh continue to move at the same pace. In
addition the sharing of work resources hinderspitogress of the workers because he or she has
to wait for the specified materials. Thereforeemvf there are extremely high levels of
motivation, this will do little to raise performam@and the correlation between motivation and
performance is weakened. In this regard, mosthef dtudies indicate that there is a direct
correlation between pay and the task performandgethle correlation is not particularly strong in
which the current study aims to find out amonghhek employees. Bonus programs may also

play a role in boosting employees’ performance.
Hypothesis 3

H3: There is a positive significant effect betweemonetary compensation and employees’

performance.
2.1.3.4 Employee Wellbeing

Fisher (2003)realized that most of the organization owners @atagers realized that satisfied
and healthy employees contribute the organizatipnadluctivity than others. This reflects that
employee wellbeing has considerable impact on pmdace and endurance of organizations in
different ways. In here few authors describe thaipleyee wellbeing cause to high job
performance, organizational citizenship behaviard dlexible effort and reduce employee
turnover and absenteeisfiudge et al.,2001; Wright &Cropanzano, 2000). According to the
Judge & Watanabe, (1993), the managerial practitdse organizations are highly influence for
the employee wellbeing. Warr (2002) argued thgndove factors that affect the quality of life
are likely to be linked to people's perceptiontodit own level of wellbeing. Therefore effective
wellbeing (psychological) emphasizes the centralityeelings about life. Nevertheless, Currie
(2001) views employee wellbeing at work as the mlaysand mental health of the workforce.
That is, employees should be working in a stress-&nd physically safe environment. Healthy
organizations are critical for survival in this cpeatitive global business environment. Essential

factors leading to organizational and personal lveghlg involves open communication, team
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working and co-operation, flexibility, support, amdbalance between work and personal life
(Kraybill, 2003). This view is reinforced by (Sches 1998) who purports that a significant
relationship exists between attention to employaed superior organizational performance.
Introducing wellbeing at work into business andlmubector organizations is likely to introduce
a change in the organizational climate that makesrfor innovative practices that can produce

positive organizational outcomes.

However, we define well-being more broadly as tierall quality of an employee's experience
and functioning at work (Warr, 1987). Employee widing encompasses physical, emotional
and financial strength of employees and is nottédhito health management but rather a
combination of physical, emotional and financiakesgth. In the words of the physician and
writer AtulGawande, It is about the reasons onéhassto believe. The dimensions of well-being
are inter-related, and by solving issues for thelemather than a part, employers can maximize
performance and make their organizations greateplé@ work. A single sentence definition of
employee well-being would be the active state akpung good health and life skills with the
aim of achieving sound physical and emotional Iheak well as financial security. It's the
confidence that a person possesses and the atolityg, and support to sustain individual good
health and productivity.

Many authors have identified a direct link betwemmployee well-being and organizational
performance. Apart from that the employee wellbetag achieved through human resources
management practices. Currently and gradually,-leghg is of great importance in our lives.
For individuals to maintain good rates of motivatiand physical and mental health, it is
necessary that they feel good about themselves, lihes, and the events that occur in them
(Imaginario, Vieira & Jesus, 2013). Individuals ate/ays in a continuous search for obtaining
and maintaining resources (such as energy, timedittons, and personal characteristics) to
ensure their wellbeing (Hobfoll, 2002). Howevernated above, the time, energy, and attention
resources of an individual are finite, and a greatgnmitment to one role necessarily implies
that less dedication is given to the other, indrgasvork family commitment and consequently

diminishing the wellbeing of the individual.

The concept of employee wellbeing illustrated ttieg company is available with a healthy

workforce (Cooper and Robertson, 2001). Therefoeeféature of employee well being describe
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about the different domains that impact for the liggaf life of employee. Because of this
reason large number of researchers tries to findhemupeople‘'s sense of wellbeing or distress
(Kersley et al., 2006; Peccei, 2004; Warr, 2002 €ognitive factors are highly influenced for
the quality of life and the people's perceptionareing their quality of life emphasis their own
level of wellbeing Warr (2002). So the wellbeingtatally link with feeling about life. The
employee wellbeing in the work place categorized two concept, physical health of workforce
and mental health of workforce. (Currie, 2001). Bhess free and physical safe environment
can generate physical and metal healthiness warkfton the company. Bakke (2005) explain
this view and describe that wellbeing can geneeajeyable, rewarding, stimulating, exciting

and joy filled workplace.

Hypothesis4

H4 there is a positive significant relationship betreen employees well being and employees’
performance.

2.1.3.5. Employee Performance

Performance is the activity of doing somethingtfully; by knowledge as famous from simply
possessing. Where Employee Performance: refersheo efficiency and effectiveness of

employees in achieving organizational objectivEsofz et al, 1990).

The concept of motivation is used to explain thstidction between employees which have the
same talents, abilities and opportunities to dar flobs in a similar organization and are under
the same employment conditions and with the sancdities, but demonstrate different

performances. Employees who have high work motwati keep on trying to get more

promotion, and since they are constantly seekirttebevays to carry out their duties and
responsibilities, they will be promoted faster. $eemployees perform their jobs in such a
manner that the jobs are required to be done wlttively more efforts, so they can try more to

play the role for which they are asked.

The performance of workers has become important tduthe increase concern of human
resources and personnel experts about the leveltplut obtained from workers due to poor
remuneration. The attitude is also a social conegh is very important to identify problems

that are obtained in industrial setting due to matent attitudes of managers to manage their
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workers by rewarding them well to maximize theioguctivity. A very few organizations
believe that the human personnel and employeesybeganization are its main assets which
can lead them to success or if not focused weltletciine. Unless and until, the employees of
any organization are satisfied with it, are mowehtfor the tasks fulfilment and goals
achievement and encouraged, none of the organmizatém progress or achieve success.
Appropriate reward package can jeer up or influemwekers to develop positive attitude

towards their job and thereby increase their prodig.

Employee performance fundamentally depend on mawtoffs like performance appraisals,
employee motivation, employee satisfaction, comaens, training and development, bonus,
communication, salary increment, recognition andnynather, but the area of research is
focused only on employee motivation as this fadtayhly influence the performance of
employees. A motivational employee is responsivéhefdefinite goals and objectives he/she
must achieve; therefore, he/she directs their effiorthat direction. Ruther fold reported
motivation formulates an organization more sucegssiecause provoked employees are
constantly looking for improved practices to do arkv Getting employees do their best work
even in strenuous circumstances, is one of the@mps most stable and greasy challenges and
this can be made possible through motivating them.

Employees want to earn reasonable salary and pdyandrdesire their work to feel that is what
they are getting. Money is the fundamental induggmeo other incentive or motivational

technique comes even close to it with respectstinituential value (Sare et al 2004). It has the
supremacy to magnetize and motivate individualsatde higher performance. Research has
suggested that reward now cause satisfaction ofetih@loyee which directly influences

performance of the employee (Kalimullah et al, 2018l businesses use pay, promotion,
bonuses or other types of rewards to motivate ammbweage high level performances of
employees (Rena et al, 2009). To use salary astiatar effectively, managers must consider
salary structures, payment according to performapeesonal or special allowances, fringe
benefits and so on( Adeyinka et al 2007). A geatployee performance is necessary for the
organization, since an organization’s success gemgent upon the employee’s creativity,

innovation and commitment (Ramlall, 2008).
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2.2. Empirical literature

Joel Kipleting Matui (2017)examines the employeedpictivity on organization performance
commercial bank in Kenya. The researcher study stadified random sampling procedure to
select a sample that represented the entire papulathe sample was selected by a stratified
sampling method, consisting of 77diffrent levelpaisition. He concluded that this ensured that
every important parameter was represeniature that feedback is done periodically so that t
employees may know their expectations or orgartinagoals.His findings indicate that the bank

has a mechanism that ensures that the employees are happy, also given the right tools and materials,

the right compensation, and promotion on merit employees work at their utmost ability. His findings
also showed that effective training programs enéaribe knowledge, skills an attitude of the
employees thus improving their productivity whiclontributes to superior organizational

performance.

Al Halibeh (2013) investigated the effect of indees on the performance of the Greater
Amman Municipality staff in Jordan. The sample wseected by a random class method,
consisting of 150 employees from the managers, headepartments and administrative staff
with 33% of the study population of 449 employeHse study based on a descriptive analytical
method and regressions to answer research quesiibagesult revealed that both material and
moral motivation at a low level and the acquisitmnsocial motivation and performance at the
intermediate level. But, the strong national coger& between the levels of motivation and the
employee’s performance. Therefore, the study hasnpted positive working relationships

between employees and guided them with the godlseofrustworthiness of the work ethos as a

moral motivation to reach the planned level of parfance.

Graffin (2002) contends that people are motivaiedsdaek social equity in the rewards they
receive for performance. People will be motivatdtew they see that they are treated fairly and
equally. Equity is an individual's belief that tttreatment he or she receives is far relative to the
treatment received by others. According to equitgoty, outcomes from a job include pay,
recognition, promotions, social relationships anttinsic rewards. To get these rewards, the
individual gives inputs to the job, such as timepezience, effort, education and loyalty. The
theory suggests that people view their outcomesirgmats as a ratio and then compare it to the
ratio of someone else. People who feel under resdardly to reduce the inequity. Such
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individuals might decrease their inputs by exertiegs efforts, increasing their outcomes by
asking for raise, distorting the original ratios taionalizing, trying to get the other person to
change her or his outcomes or inputs leaving tluatson or changing the object of comparison.
An individual may also feel over warded relativeatether person.

Another study on motivation conducted by Kindu (20t explore the extent to which incentive
and motivation had an effect on productivity in tilex industry in Ethiopia, revealed that
motivation had an impact on productivity as emp&oyeho were motivated performed better
than those who were not adequately motivated. &lsostudy noted that work condition at the
textile industry, welfare facilities were also laul he finally concluded that if workers morale

was good it could result in a rise of productivity.

David B. Balkin (2002) suggested that hygiene fectare contextual or extrinsic aspects of a
job, such as salary, fringe benefits, and compawlicips and so on, they can make people
dissatisfied if they are inadequately met, but thélf motivate people to do a good job.
Assuming the hygiene factors are well managedkéyeis to provide workers with motivation,
or intrinsic rewards derived from the work its¢lat provide continuous stimulation to strive for
the best possible performance level. According éottberg, such motivators include the nature
of the job, recognition, achievement. Hertzbergtends that these motivators increase job
satisfaction and that removing dissatisfying chimastic from a job does not necessarily make
the job satisfying.

Another study on effects motivation conducted bizdteth (2017) to examine the extent to
which effect of motivation on the performance ofpdoyees using the case of Pam Golding
Properties, Nairobi. Revealed that goal goal-sgttm motivate their employeess a lack of
regular training and development for the employteeisnprove their key skills and knowledge,
money was a highly motivating factor for the emgley and management should look into
increasing the monetary and benefits package tivy. dlso the study noted. The current
recognition and reward programs were perceivedhiey@mployees as being inequitable and
unfair. Finally concluded that if management relestges and re-engineers the current

recognition and reward program and therefore chémg@erception of the employees about it.
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2.3. TheConceptual Framework of the study

This Figure I, the researcher illustrato show some of the motivatingiges which effec
employee performance. Thimancial incentive, reward and recognition, goetting andwell-
being variables wereonsidered relevant to the st. These effects will form the independ:
variables of the studyas manipulate to positively significant thelependent variable, which
employee performance. These independent variabhes lbeen covered in the literature re\

Independent Variable Dependen Variable

Fig.2.1: Conceptual Framework (sel developed)

2.4. Hypothesis of the study
This research hypothesized the following hypothesiEh needs to be investigate

H1: There is a positive significant effect between nmane compensation and employe

performancen case of Abay Bar S.C.

H2: There is a positive significant relationship betweeward or recognition and employe

performancen case of Abay Ban S.C.

H3: There is a positive significant effect between geetting and employees’ performa in
case of Abay Bank. S.C.

H4: There is a positiveignificant relationship betweeemployees well beir and employees’
performance in case of Ab&ank. S.C.
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CHAPTER THREE
3.0 RESEARCH METHODOLOGY

This Part describes, the research design and agpribee characteristics of the study target
population, sample and sampling techniques, sowfcgata, data collection schedule, and data
analysis method is used in the study. It expldiestype of data used for the study and research
model and also reliability and validity test thadst.

3.1. Research Approach and Research Design

In conducting this study, a comparison of both du@iive and qualitative research approaches
was used and the quantitative research approachusexs for the study more. A gquantitative
research approach is used selected for this stedguse it is a formal objective, systemic

process in which numerical data are utilized tawbinformation (Creswell, J.W. 2003).

The research design to determine the existing tsfigcmotivation on employees’ performance
at the under south and west Addis district AbaylBas the deductive research approach applied
for this study is exploratory as well as descriptresearch design d which relevant to describe
mainly what and how motivation is effect on emplegeperformance. The investigation is

facilitating to describe by the help of the resbaguestions developed and hypothesis.

To confirm the objective of this research, the gtisl primarily based on quantitative and
gualitative research approach and which can leelpvestigate, identify ,determine and measure
the motivation effects in employee’s performancbayBank S.C South and west Addis Ababa

district and the its employees performance tootiganization.
3.2. Population, Sampling size and sampling procure

The study population consists of total of 450 empés stationed at the district level. The total
population constituted of a list of the district gloyees that was obtained from the human
resource department headquarter. Stratified Rangdampling is adopted and conducted by
simple random sampling because method of sampilorg & population which can be separated
into sub-populations. The district is partitionedoi 64 branches. Therefore, the population size

of this paper is limited to the district level imwh and west district bank only (around 450

31



employees). The reason why the researcher chasdalitirict is that the south and west Addis
district is the most populated part in which of ahstrict and that can give better representation

than other district in the bank.

The researcher targeted all employees’ of theidistihich is includes from branch managers at
district level employees up to the branches letadf employees.

Thus, like this paper used Joel Matui (2017) conmmébank in Kenya from the total to the
sampling technical of study. Furthermore, the sanwhs randomly distributed to employees
that working in south and west district at Abay kabhis requires sample size were a number of
respondent’s are211lemployees. The research wasaarin Abay Bank S.C under South and
west Addis district in Ethiopia.

= Assumption:
<+ 95% Confidence Level
+ P=5%

n= N
1+N (e)2
_Where:
N=sample size
N=Population
e = level of precision
n= 450 =211.

1+450 (0.05)2
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3.3. Data Types and Sources

According to Sekaran (2003), data that is gathefimig research from the actual site of
occurrence of events is called primary. For theppse of this study, questionnaire using as the
research instrument and distribute to employee&inwgin Abay Bank S.C under south and west
Addis district, Ethiopia.

Since the banks service is wide in south and westeldis district Abay bank in Ethiopia, the
researcher have to study all staff in the Bankg. this reason, one district is selected; all

employees and opportunities of the south and wddisAdistrict are use as a case study.

Primary Data: The sources of the primary data for this study staff of the selected district
south and west Addis district. The required dateevadbdtained from the sample respondents via

structured questionnaires.

Secondary Data The secondary data we used for supporting thaysdnd to use the findings of
other researchers in this area (empirical studkie Sources of secondary data were from staff
human resource management manual, banks annual agbstaff related manual. From these

secondary sources, the related concepts of thg steie obtained.

3.4. Methods of Data Collection

To ensure the research were conducted effectivedyefficiently, the detail of the procedures of
obtaining information is needed in conducting thedg in order to investigate and identify the

research case.

The researcher assembled the data that are nee@deddmplish the proposed research through
stratified random sampling method. The survey qoesaires were administered to the target
population of 211 employees of the organizatione Tuestionnaire was divided into two
sections to study the characteristics of the ingrdrvariables to assess our topic of research. The
section A of the questionnaire was comprised of agaphical background of the respondents,
and it was consist of gender, age, educationaldewad working experience. Whereas section B,
C, D, E and F of the questionnaire was instrumeitatollecting data on the effects of
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motivation on employees performance in Abay banklemnsouth and west Addis district,

Ethiopia.

The 5-point Likert scale with multiple items wasddo measure the independent and dependent
variables. The respondents were required to chtmsehat extent she/he agrees or disagrees

with each of the statements, with 1 being stronligagree and 5 being strongly agree.
3.6. Research Model

The objective of this study is to determine theeetffof motivation on employee performance.
Accordingly, to test the effect of motivation on gloyee performance, the researcher estimated

a linear regression model in the following model.
Model:

Yi =0 +B1X1 +B2X2 +B3X3+ p4X4+e

Where by:

* Yi = Employees Performance

* B0 =Constant intercept

* Bl 82,B3,p4 = The parameters (coefficients) to be estimated
* Xl1=Goal Setting

» X2=Reward and Recognition

X3=Employees Well Being

X4=Financial Incentive

¢ = Error Term or residual
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3.7.Reliability and validity of data collection ingruments

3.7.1 Validity of data Instrument

The objective of validity is to ensure that thelsg@ach item or question of the questionnaire)
measures what it is supposed to measure (Koth@d8)2 In this study content validity of the
construct (composing, wording) measurements (oktenaire items) were of concern from
early stage of questionnaire development. To ensatigity of the instrument, the study
thoroughly reviewed the relevant literature, to ldaadevelopment of an initial list of items
representing each of the study‘'s constructs. Initiadd the research advisor also provided

valuable comments on the questionnaire.
3.7.2Reliability of Research Instrument

According to Mugenda&Mugenda (2003), reliabilitygeeds to the degree to which the research
instrument can produce consistent results and fdata repeated trials. Cronbach‘s Alpha test
was used to determine the internal consistencyhefdata. According to Davidson (1996), a
score over 0.70 is deemed suitable for the stuéycH this was use as a benchmark to ascertain
the reliability of factors obtains from the likestale in the questionnaire. The commonly accept
rule of thumb for describing internal consistensyng Cronbach alpha. Therefore, the research

conducted the Cronbach’s alpha reliability test.
3.7.3 Pilot test

A pilot study was carried out on 3 branches tatgpondents 21 in under south and west Addis

District of bank in to test the validity and relibtty of the data collection instrument.

Table 3.1 Reliability Test

Variable Cronbach's Alpha
—— — Goal Setting 0.843
Reliability Statistics
Reward and Recognition 0.841
Cronbach’s Alpha N of ltemsg | Employees Well Being 0.977
0.899 5 Financial Incentive 0.846
Employees Performance 0.844

Source: Own Survey computed in SPSS
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From Table 3.1 Presents the results from the ptlady where 10 % of the target population was
involved. The respondents in the pilot study wexelleed from the actual study. It can be
observed that the reliability and internal consiste of the items constituting Goal Setting,

Reward and Recognition, Employees Well Being, Famedn Incentive and employee’s

performance construct was established. The overafibach’s alphas for these variables was
0.843, 0.841, 0.97,0.846 and 0.844 respectivelyxhvinere above the required cut off value of
0.7 therefore all the item in the questionnaireemaliable. The interpretation was that all the

items in the research instrument were eligibleerinclusion in further analysis.
3.8. Data Analysis Methods

The most important aspect of research is the aisabfsthe data, which implies examining,
categorizing or recommending the evidence in twrega strategies. The first strategy is to rely
on the theoretical proposition and analyze the @datording to the research questions and a
frame of reference driven from the literature. T¢exond strategy implies that a researcher
develops a case description and descriptive framewo order to present the data. In this
research, the information that has been gatherwed the primary sources, key informant, and
secondary source were aggregate according to obseamponents, of which interpretation and
discussion of the findings conduct according tottteories and the literature review material. In
this study, data was collected using a structutegbtionnaire which is consisting of six sections.
The data analysis is supported by using softwallecdc&tatistical Package for Social Science
(SPSS). Descriptive analysis involves a processaoisforming a mass of raw data into mean,
which are a vital part of making sense of the datehange parametric test. Inferential statistics
such as correlation and regression were used termdiete the relationship between the
independent (setting goal, financial incentive, Belwand recognition and employees well
being) and dependent variables (employees perfare)dinally, the findings obtained using

these instruments were discussed and concluded.

Data was analyzed using Statistical Package foraE8ciences (SPSS) program and presented

using tables, and figures to give a clear pictdréhe research findings at a glance.
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3.9. Ethical Considerations
This study is follow require ethical considerations

First, to maintain moral and ethical behavior, all tequire methods were have follow starting
from approval and suggestion from my advisor makangappointment, request of permission
for the Abay bank human capital director then tste questioner and collected data were

process.

Second the researcher is distributing the questionergspondents through their email address;
each respondent in the questionnaire was inforrthagy his/her response is voluntary. For the
sake of ethical issues, the researcher educatquhttieipants concerning the details need for the
study, the reason why the information were beintheya the rationale, as well as the way in
which they were expect to participate, in addittmw the study would directly and indirectly
affect them. Again, the researcher was assuring tbethe confidentiality of the information
given. Finally, all participants were having thght to privacy in order to think about the

research task and to give their appropriate resptrasly.
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CHAPTER FOUR
4. DATA PRESENTATION AND INTERPRETATION
Introduction

This chapter has four sections; the first sectiescdbes respondents’ characteristics in terms of
gender, age, education and working experience. SBoend section presents the descriptive
statistics with respect to the each question ofrédspondent mean and standard deviation on
employee’s performance in Abay bank south and weddis District, the results and its
implication. The third section describes the relaship between the independent variable
motivation and the dependent variable employeesfopeance. Finally, the fifth section
contains the regression results concerning deterrthie effects motivation that employee

performance and the hypothesis tasting.
4.1. Descriptive statistics

The study applied descriptive research design. ddseriptive design is preferred because it
ensured complete description of the situation (@ptd study of Motivation on employee’s

performance), making sure that there is minimuns brathe collection of data. The target
population of this study was at the district leeélthe Abay banks in Ethiopia. According to

Human Capital department, there are 8 districtefin Abay bank Ethiopia at January 2022.

The researcher used stratified random samplingdapgall employees working in the District
into 64 branches strata. Through lottery systerdaanselection, 45 branches were picked from
the district totaling to 211 respondents.

Primary data was collected using a Likert ratingless relating to the field of inquiry with space

provided for selection of choices and explanatorgweers.

Quantitative data was analyzed using descriptiggssics such as mean and standard deviation
with the use of Statistical Package for Social S&@és (SPSS) version 25.0. Descriptive statistics
such as frequencies and percentages was useddabdethe quantitative data. The analyzed

data was presented in form of tables where appécalthe study used Analysis of Variance
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(ANOVA) to test the level of significance of thenables on the dependent variable at 95%

confidence level.
4.1.2 Response Rate

Table 4.2 Response rate

Response rate | Number %

Responded 180 85
Did Not respond 31 15
Total 211 100

Source: Own Survey computed in SPSS data, 2022

Table 4.2 indicates that out of the 211 questiamsaadministered, only 180 were returned. The
overall response rate was thus found to be 85% hwkwes very high. The 15% of the
respondents did not respond. The interpretationtivaisthe high response rate was essential to

obtain sufficient observations for further analysis
4.1.3 General Information of Respondents

The following table summarizes the demographicrimition of the respondents based on

gender, age, education, and job experience thatiénee worked for Abay Bank S.C.

The results are shown below:
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Table 4.3 Frequency table

Variable Frequency| %
Gender Male 131 72.7
Female 49 27.3
Total 180 100
Age Below 20 15 8.3
21-30 78 43.3
31-40 74 41.2
Above 41 13 7.2
Total 180 100
Education High School 2 1.1
background Diploma 11 6.1
First Degree 147 81.7
Post Graduate 20 111
others
Total 180 100
Work Experience 6 month -1 years 18 10
Above 1 -2 years 56 31
Above 2 -4 years 71 39.4
Above 4 -10 years 20 11.6
Above 10 years 11 7
Total 180 100

Source: Own Survey computed in SPSS data, 2022

Frequency table for demographic data of the respatsdshows that 27.3% respondents were
females and 72.7% were males in this researchthisdrequency table on the Age shows that
8.3 % respondents were about from below 20 yearsuoll 43.3% are from 21-30 years, 41.2%
are from 31-40 years and 7.2 % are from above 4fisyad in this research. The third data show
that 1.1% respondents are high school, 6.1% aterdgB81.7% respondents in this research are
graduates of bachelor, whereas 11.1% are postgeadagree employees. And also int his table

shows that 10 % respondents have six month upeoyears’ experience in Abay Bank, 39.4%
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respondent have above 2 up to 4 years’ experiandbe bank, 11.6% of respondent in this
research have above 4 up to 10 years working expegiand 7% of the respondent have above
10 years working experience in the bank that wasstiudy to be conducted based on more
experienced employees. Relatively the above tahews the scoped area of where the
guestionnaires were collected where south and Wwedis district has 64 branches in district

level, city branch and outline branches.
4.1.4. Goal Setting

Table 4.4 Goal Setting

Std.

Statement Mean| Deviation N
Employees get advice and constructive feedback 3.77 .608 180
Employee to participate in the setting of their 4.02 .651 180
goals/targets
Employees has specific, measurable and clear 3.74 .530 180
goals/targets
The goals/targets are realistic and achievable of 3.81 761 180
Employees.
Employees are satisfied with the challenges pravlue 3.76 779 180
their work.
Overall mean 3.82

Source: Own Survey computed in SPSS data, 2022

The above table indicates that employees to ppatieiin the setting their goal or target has
scored a mean and standard deviation of 4.02 &fsil@nd the study sought to examine the
respondent’s that employees has specific, measueatul clear goals/targets has scored a mean
and standard deviation of 3.74 and 0.53, the @aadets are realistic and achievable of
employees has scored a mean and standard devt®81 and 0.76, employees are satisfied
with the challenges provided by their work has eda mean and standard deviation of 3.76 and
0.78, employees get advice and constructive feédbas scored a mean and standard deviation
of 3.77and 0.61.
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The overall mean (3.82) indicates that majority Exyges participate in goal setting. However,
much remain to get employees involved in goal sgttFrom this we can infer that goal setting
is one of the mechanisms to empower employeeshgat motivated and thereby improve their

performance.
4.1.5. Financial Incentive

Table4.5 Financial Incentive

Std.

Statement Mean | Deviation N
Employees motivated by the company adequate inanti 3.27 .836 180
plans and reward systems.

Employees satisfied with the level of pay they reeg 3.54 .814 180
We have market based salaries compared to othgraroes in 3.54 .637 180
the industry

We link pay incentive to performance improves 360 .674 180
We use monetary rewards like base pay, financiahre, and 3.42 .684 180
bonus

Overall mean 3.47

Source: Own Survey computed in SPSS data, 2022

The above table indicates that employsegivated by the company adequate incentives plans
and reward systentsas scored a mean and standard deviation of 3.@0&3 and the study
sought to examine the respondent’s that employaiesfied with the level of pay they received
has scored a mean and standard deviation of 3&D&81,market based salaries compared to
other companies in the industry has scored a medrsi@ndard deviation of 3.54 and OLG¥,

pay incentive to performance improvess scored a mean and standard deviation of 8.6.8@

and use monetary rewards like base pay, finaneiabrd, and bonus has scored a mean and
standard deviation of 3.42 and 0.68.

The overall mean (3.47) indicates that although leyges close to majority have positive
perception, not insignificant number of employeesiot happy with financial incentive. From
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this we can infer that financial incentive is nobighly influential factor to motivate employees

and thereby improve their performance.
4.1.6. Recognition and Reward

Table 4.6 Recognition and Reward

Std.

Statement Mean | Deviation N
Non- monetary rewards is to perform at higher 3.91 .695 180
levels to employees
Verbal appreciation is communicate to Employees 93.6 .637 180
Employee’s recognition programs for good 3.66 778 180
performers
Employees are strive for reward as goal 3|58 .769 80 [1
Employee’s has fair and equitable reward scheme 8 8.6 .705 180
Overall mean 3.70

Source: Own Survey computed in SPSS data, 2022

The above table study sought to examine the regmbisdthatnon- monetary rewards is to
perform at higher levels to employdeas scored a mean and standard deviation of 8®0.89
and tverbal appreciation is communicate to employeas scored a mean and standard deviation
of 3.69 and 0.68mployee’s recognition programs for good perfornters scored a mean and
standard deviation of 3.66 and 0.78,employees taire gor reward as goal has scored a mean
and standard deviation of 3.58 and 0.77,employka&sfair and equitable reward scheme has

scored a mean and standard deviation of 3.68 atid 0.

The overall mean (3.7) revealed that majority erygdés indicate the presence of recognition and
non-financial reward. However, not insignificant nmber of employees does not feel the
recognition and non-financial reward. From this ea® infer much remain to make recognition

and financial reward to motivate employees andettwermprove their performance.
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4.1.7 Employees well being

Table 4.7 Employees well being

Std.

Statement Mean | Deviation N
Employees are physical safe on work environment 23.7 .552 180
Employee’s physical safe to motivate on their job. 3.51 .881 180
Employees are mental health/stress free 3.49 924 80 |1
Company gives to employee’s financial security 3{71 977 180
Company enjoyable, stimulating and joy to the 3.49 .862 180
employees
Overall mean 3.58

Source: Own Survey computed in SPSS data, 2022

The above table indicates that employees are plysafe on work environment has scored a
mean and standard deviation of 3.72 and 0.55, graple physical safe to motivate on their job
has scored a mean and standard deviation of 3&D&8employees arenental health/stress

free has scored a mean and standard deviatioM6fahd 0.92,Company gives to employee’s
financial security has scored a mean and standasiatibn of 3.71 and 0.97,company enjoyable,

stimulating and joy to the employees has sconedan and standard deviation of 3.49 and 0.86.

The overall mean (3.58) revealed that employeesecto majority indicate the company care
about their wellbeing. However, not insignificantinmber of employees does not feel the
practices in the organization to improve their Weihg. From this, we can conclude that much
remain in employees wellbeing improving practicesnotivate employees and thereby improve

their performance.
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4.1.8. Employee’s Performance

Table 4.8 .Employee’s Performance

Std.

Statement Mean | Deviation N
Employee’s performance has been more than average .93 |3 .759 180
Employees often get to work in time 3.88 .582 180
Employees has no intention of leaving my organiati 4.08 672 18Q
Employees often take initiative to improve their 4.14 .635 180
performance
Employee’s has improved the quality of my work 4.04 .655 180
Overall mean 4.01

Source: Own Survey computed in SPSS data, 2022

The above table indicates thahployee’s performance has been more than avéasyecored a
mean and standard deviation of 3.93 and Ge#tployees often get to work in tinhas scored a
mean and standard deviation of 3.88 and @r&Bloyees has no intention of leaving my
organizationhas scored a mean and standard deviation of 498 &72,employeedten take
initiative to improve their performandeas scored a mean and standard deviation of 4d4 a
0.63,employee’sias improved the quality of my wohas scored a mean and standard deviation
of 4.04 and 0.65.

The overall mean (4.01) revealed that majority exygés indicate their performance is better.
However, not insignificant number of employees doesfeel that their performance is better.
From this we can infer much remain to enhance tpeiformance and thereby improve their

performance.
4.1.9. Multi Collinearity

Multi Collinearity is checked using correlationstlween the variables in the model. Independent
variables show at least some relationship with ddepet variable (above 0.1 preferably).
However In this case of the scales (Goal settingwdd and recognition) with employees

performance not correlate insignificant and mutillinearity exist a problen{0.089, 0.074,
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0.089 respectively. In this study, well being with emyte’s performance is correlating
significant tolerance value 0.909. Requirements \aédated and there is no issue of Multi
Collinearity. Collinearity diagnostics on the vdiies as part of the multiple regression
procedure is done using tolerance and variancatiofi factor (VIF). Tolerance is an indicator
of how much of the variability of the specified emkendent is not explained by the other
independent variables in the model. If this valsierery small (less than 0.10), it indicates that
the multiple correlation with other variables isgiy suggesting the possibility of multi
Collinearity (Pallant, 2010) furthermore, the othedue given is the VIF, which is just the
inverse of the tolerance value (1 divided by talers). According to Pallant (2010), VIF values

above 10 would be a concern, indicating multi Qerity.

Table 4.9 Multi Collinearity

Coefficients
Model Co linearity Statistics
Tolerance VIF

1 (Constant)
goal setting .089 11.274
reward and recognition 074 13.451
employee well being .909 1.101
finical inc .084 | 11.872

Source: Own Survey computed in SPSS data, 2022

The result shows that the tolerance value for éagbpendent variable is 0.909 is greater than
0.10; therefore, multi Collinearity is not a protleThis is also supported by the VIF value, is
1.101 is well above the cut-off 10 as shown in twoefficient table and therefore, multi

Collinearity is not a problem. However in this sg(@.089, 0.0.74 and 0.084) respectively which
are less than 0.10; therefore, multi Collinearitglgpem is existed. This is also supported by the
VIF value, which are 11.2, 13.45 and 11.87.8 wtaoh well above the cut-off 10 as shown in

the coefficient table.
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4.1.10. Normality, linearity of residuals

One of the ways that these assumptions can be etiésloy inspecting the residuals scatter plot
and the normal probability plots of the regressstemdardized residuals that were requested as
part of the analysis. These are presented in ndPakaPlots of regression standardized residuals
graph. In normal probability plots the points wi# in reasonably straight diagonal line from
bottom left to top right. This would suggest no amajleviations from normality. The finding

from normal P-Plot reveals no violation of normakissumptions.

Test of Normality: The study used both methods of assessing normaligphically using
Normal Probability Plot (P-P) graph and using Skessand Kurtosis numerically. Figure 4.2

depicted that the scores are normally distributed.

Figure 4.2: Frequency Distribution of StandardizedResidual
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Source: Own Survey computed in SPSS data, 2022
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Test of linearity: In the Normal Probability Plot it will be hoped thpoints will lie in a

reasonably straight diagonal line from bottom kefttop right. This would suggest no major
deviations from normality. The study applied NornkdP Plot of regression Standardized
Residual (See Figure 4.3) to test linearity. Sitice points were symmetrically distributed
around a diagonal line, linearity pattern was obsgr Hence, the straight line relationship
between the residuals and the predicted dependeiatble scores depicted that linearity was

achieved.

Normal P-P Plot of Regression Standardized Residual

Dependent Variable: employee performance
10
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Figure 4.3: Normal Point Plot of Standardized Residal

Source: Own Survey computed in SPSS data, 2022
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4.1.11 Kurtosis and Skewness

As Field (2009) and Garson (2012) noted, manysiiedil procedures assumed that the sampling
distribution is normally distributed and so, if ttemple data are approximately normal then the
sampling distribution will be also. In this regardjs useful to test for normality of the sample
data. Therefore, it was checked for the data toikéleey are normally distributed through

guantify aspects of a distribution (i.e. skewneass leurtosis) and presented as follows.

Table 4.10 Kurtosis and skewness

Skewness Kurtosis
Statistic Std. Error Statistic Std. Errof

Employee 122 181 151 .360
performance

Goal setting -.142 181 -.400 .360
Reward and -.416 181 .106 .360
recognition

employee well being -.782 181 .620 .360

Source: Own Survey computed in SPSS data, 2022

According to Garson (2012), as a rule of thumb nimmality skew should be within the +2 to -2

range, when the data are normally distributed. Seta@isticians also prescribe +1 to -1 as a
more stringent criterion when normality is criticaln this regard, as shown in the above table,
the skew value is perfectly fit within the limit dmanges between -0.782 and 0.122. Thus, in this

research, is said to be within acceptable range frormally distributed.

Furthermore, as Garson (2012) suggests, kurtosisidglioe within the +2 to -2 range when the
data are normally distributed, while some statigtis prescribe +1 to -1 as a more stringent
criterion when normality is critical. Taking botlptoons in to consideration, when we look at
table 4.10, the kurtosis value is perfectly fithiit the limit and ranges between -0.4 and 0.620
Therefore, it can be explained that, abnormalityhef data distribution cannot be a problem for

this study or within acceptable range from normdiktributed.
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4 .2. Inferential statistics

Inferential statistics is branch of statistics whis concerned with using probability conceptsilt i
process of selecting and using a sample data eat 10 generalize about a population based on

that sample of data. On this portion of the stualyedation and regression will be analyzed.

Like the descriptive statistical methods, i.e. dgmaphic factories, and the likert scale
guestionnaire changed in to numerical scale typegdred to the SPSS software version 25 to
process inferential statistics methods employedh sas: simple correlation and multiple

regression to test the hypothesis.
4.2.1 Correlation Analysis

Correlation measures the strength of the lineaaticeiship between two variables. Pearson
correlation test was conducted to know the degrfeeclationship between the independent
variable i.e. motivation and the dependent varialeleemployee performance. Thus, Pearson’s
correlation is used to identify whether there astatronships between the variables and to
describe the strength and the direction of thetiozlahip between two variables. Based on the
guestionnaires which were filled by the employeéthe Abay Bank south and west Addis
district, the results of the correlation analysetveen these variables are shown in the table.
According toMacEachron, Basic Statistics in the Human Services: an Appiipgroach page
132, the level of association as measured by Pearso efficient falls between -1.0 and +1.0,
which indicates the strength and direction of asgimn between the two variables. The
interpretation of the result is as follows; a ctatien result between 0 to 1 implies positive
relationship, O (zero) for no relationship, 1 foerfect positive relationship;,l for perfect

negative relationship and betwednto O indicate the existence of negative relatigms
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Table4.11 Correlation matrix of relationship betwe@& motivation dimensions and

employees’ performance

Empl
Finica | oyee
Goal Reward | well I perfo
Correlation setting | Recogn. | being inc rm.
Goal setting Pearson Correlation 1
Sig. (2-tailed)
N 180
Reward Recon| Pearson Correlation 945 1
Sig. (2-tailed) 1000
N 180 180
Well being Pearson Correlation 276 | .245 1
Sig. (2-tailed) 1000 001
N 180 180 180
Finical Ince. Pearson Correlation 936 | .948 216 1
Sig. (2-tailed) 1000 2000 004
N 180 180 180 180
Employee Pearson Correlation 972 | 94T 243" | 937 1
performance Sig. (2-tailed) .000 .000 .001 .000
N 180 180 180 180 180

** Correlation is significant at the 0.01 level {@ed)Source: Own Survey computed in SPSS
data, 202

From table 4.11 it can be observed correlationhit tstatistically and positive significant
relationship between goal setting and employeefopeance at(r:972",P<0.01),reward and
recognition has statistically and positive sigrafit relationship with employee performance at
(r=.941" P <0.01),employees well being has statisticallgl apsitive significant relationship
with employee performance at (243" ,P <0.01),and financial incentive has statisticalhd
positive significant relationship with employee foemance at (932" ,P <0.01). The finding

on table above further indicates that the highegtificant relationship is found between goal
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setting and employee performance at.q72 , P<0.01), however the lowest statistically
significant relationship is found between employeedl being in performance planning at
(r=.243", P<0.01), The implication was that the high catieh between performance and it
determinants was good for correlation analysis. ifberpretation was that the level of multi-
collinearity between the independent variable wasyVvhigh which meant that correlation

analysis can be carried.

The finding further indicated that the very highatmnship found between goal setting, reward
and recognition and financial incentive with emm@ey’ performance, however the lowest
relationship existed between employees well beimg employees’ performance. Therefore,

none of the coefficients are greater than .90 sasgeme multicollinearity is not a problem.
4.2.2. Multiple Regressions

Analysis Regression model was applied to test hawtfie motivation has effect on the
employees’ performance. Coefficient of determinat® is the measure of proportion of the
variance of dependent variables about its meanigtatplained by the independent or predictor
variables. It is conducted to investigate the éffeicindependent variable on the dependent
variable and identify the relative significant inince; i.e. Independent variable (motivation) to
the dependent variable; i.e. employees’ performancthe organization. Higher value of R

represents greater explanatory power of the reigressjuation.

The proposed hypotheses were tested using multggesssion analysis. The results of the

regression analysis are depicted on table
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Table 4.12 Regression Result

Coefficients
Model Unstandardized Standardized
Coefficients | Coefficients
B Std. Error Beta t Sig.

1 (Constant) .382 .097 3.938 .000
Goal setting 763 .058 741 13.097 .000
Reward and .148 .058 157 2.543 .012
recognition
Employee -.018 .016 -.020 -1.130 .260
well being
Finical inc .066 .041 .094 1.622 107

a. Dependent Variable: employee performance

Source: Own Survey computed in SPSS data, 2022

The relative importance of each individual predicas explained by the value of beta which
tells us that a certain improvement or problem leesé variables will improve or decrease by
the given values which is statistically significartence, the regression model overall predict,
employees’ performance significantly well by usitige following formula which relates the

dependent and the independent variables, that is:

Model
Yi =B0 +BLX1 +B2X2 +B3X3+ p4X4+e
Where by:

* Yi = Employees Performance

* B0 =Constant intercept

* Bl 82,B3,p4 = The parameters (coefficients) to be estimated
* X1=Goal Setting

» X2=Reward and Recognition

* X3=Employees Well Being

* X4=Financial Incentive

* ¢ =Error Term or residual.
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The fitted regression model is

Y = 0.382 +0763Goal Setting + A48 Reward and Recognitiord: 018 Employees Well

Being+Q066 Financial Incentive ¢

Standard Error 0.097 0.0580 .058 0.016 0.041
t- Statistics  3.938 13.097 2.543 -1.13022.6
P-value 0.000 0.000 .002 0.2600 .107
4.2.2.1 Goal Setting

From table 4.12 the regression coefficient of geetting was found to be 0.763. This value
shows that holding other variables in the modelstamt, an increase in goal setting by one unit
causes the employees performance to increase 68 Qriits. The value of the coefficient is also
positive. The positive effect shows that there [aitive relationship between goal setting and

employee’s performance.

The coefficient was also statistically significavith a t-statistic value af3.097The t-statistic p-
value was found to be 0.000. This therefore shdasihcrease or adoption of setting goal leads
to improved employees performance. Goal settingehavdirect relationship with how the

employees perform duties.
4.2.2.2. Financial Incentive

From table 4.12 the regression coefficient of friahincentive was found to be 0.066. This
value shows that holding other variables in the eh@dnstant, an increase in financial incentive
by one unit causes the employees performance tayehay 0.066 Units.

However it is, the coefficient was positive effestatistically but insignificant with a t-statistic
value 0f1.622.The t-statistic p-value was found to b&@”. This therefore shows that increase
or adoptions of financial incentive drives does clidnge employee’s performance and no direct
relationship with employee’s performan@euinis, 2012) argue that, some organizations have
been known to experience a high staff turnover ilegiifering above average salaries; this tells

us that money is not the only way to motivate eryeds.
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4.2.2.3 Reward and recognition

From table 4.12 the regression coefficient of releand recognition was found to be 0.148. This
value shows that holding other variables in the ehazbnstant, an increase in reward and
recognition by one unit causes the employees padoce to increase by 0.148 units. The value
of the coefficient is also positive. The positiieeet shows that there is a positive effect between

reward and recognition and employees performance.

The coefficient was statistically positive signémt with a t-statistic value2.543.The t-statistic p
value was found to be 0.000. This therefore shdves increase or adoption of recognition
strategies leads to improved employees performdeward and recognition have direct effects
with how the employees perform duties.

4.2.2.4 Employees Well Being
From table 4.12 the regression coefficient of erygés well being was found to h818

However, the coefficient was statistically insigcdéint with a t-statistic value 6f..13Q The t-

statistic p-value was found to be 0.260. This tfoeee shows that increase or adoption of
employees well being does not change employee'fopesince and no direct effect with
employee’s performance. Employees well being haslirect effect with how the employees

perform duties.
4.2.3. Model

Table 4.13 Model summary

Model Summary
Std. Error
Adjusted R of the
Model R R Square Square Estimate
1 9758 .950 .949 .06811

a. Predictors: (Constant), finical incentive, enyel® well being, goal setting, reward and
recognition b. Dependent Variable: employee pertoroe

Source: Own Survey computed in SPSS data, 2022
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From table 4.13 the values of the R square werg00.Bhis value clearly suggests that there is a
strong relationship between goal setting, finaniciaéntive, reward and recognition, well being
and employee’s performance. This indicates goalinget financial incentive, reward and
recognition and well being causes a variation o#®6n employee’s performance in Abay bank

in Ethiopia.

The Adjusted R Square may give us a truer estimbteow much variance in the employees
performance is accounted for by the goal settimgyard and recognition, well being and
financial incentive The conclusion is that the Four variables expl&56 of the variation on

the variation on dependent variable hence thereotirer factors to be consider that influence

employee performance and are not captured in tlidemo
4.2.4ANOVA

When doing regression analysis we determine whethaot there is a relationship between the
independent variable and the dependent variablexhyining the ANOVA table. This can be
thought of as the overall fit of the regression elodf the F statistic is significant, we can
assume the goal setting, non monetary incentive,raonetary incentive and well being taken
together, have relationship with the employee’sqrerance In this case, the probability of the F
statistic for the regression analysis is 0.00% tban the level of significance of 0.05 and fi th
model for the study. The researcher accepts theetihnal hypothesis that there is relationship

between the independent and the dependent variable.

Table 4.14 ANOVA

ANOVA
Model Sum of Mean
Squares| df Square F Sig.
1 Regression| 15.545 4 3.886 837.67/2 7000
Residual 812 175 .005
Total 16.356 179

a. Dependent Variable: employee performance b.i®oed: (Constant), financial incentive,

employee well being, goal setting, reward and ratmmn

Source: Own Survey computed in SPSS data, 2022
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The results in Table 4.14 indicates that the oVenaldels was a good fit since the value of F-
statistic was found to 37.672and their p-values were found to be 0.000 whidkgs than the
critical value of 0.05. This suggests that all theiables; goal setting, financial incentive, regvar
and recognition, well being and employee’s perforoga were relevant in explaining the

employees’ performance.

4.2.4. Hypothesis Testing

Hypothesis 1

H1 financial incentive has effect on employee’d@enance.

The results of multiple regressions, as presemtddhle above, revealed that financial incentive
is insignificant but, reported by the respondehts financial incentive expected no difference

relationship with employees’ performance and exdoars factors may affect the results.
Hypothesis 2

H2 employee well-being has negative effect on eyg#e’ performance. However the results of
table showed that the coefficient of employee welig is insignificant. Thus, the researcher
fails to accept the directional hypothesis and eyg# well-being have a negative and
insignificant effect on employee’s performance. Bfiere its contribution to employee’s

performance is insignificant.
Hypothesis 3

H3 goal setting has positive effect on employe€dgymance. The standard coefficient of beta
and p-value of goal setting has positive and sicgnitt effect at (beta £3.097 p < 0.05). This
implies that, if goal setting increases by 1 petcemployee’s performance will increase by
13.097 So it is accepted that goal setting has a pes#ind significant effect on employee’s

performance.
Hypothesis 4

H4 reward and recognition has effect on employpetformance. Reward and recognition have

a positive and significant effect on employees grenince with a beta value (bet®2543, at
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95% confidence level (p < 0.05). This implies thatteward and recognition increases by 1
percent, employee’s performance will increasIb43 Therefore, reward and recognition have

positive effect on employee’s performance.

To summarize, the hypotheses were tested througloppate statistical procedures and the
results obtained from the statistical analysis sael to be successful in achieving the desired

objective and in answering the research questions.
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CHAPTER FIVE
5. SUMMARY, CONCLUSION AND RECOMMENDATION
5.1 Summary of Findings

The purpose of this study was to assess the efdéctotivation on employees’ performance in
south and west Addis district Abay bank in Ethiopide study was guided by four research
guestion, objectives and hypothesis determine the effect of a real monetary reward on
employees performance in Abay Bardetermine the effects of reward and recognizing on
employees performance in Abay Bank., identify thieats of establishing goal setting on
employees performance in Abay bank ammiTo determine the effects of employees well being

on performance in Abay bank s.c.

The study descriptive statistics were used to ptebee demographic characteristics of

the respondents and the study variables respoasevtdre presented using tables. The

mean and standard deviation were statistics weesl W8 present the properties of
dependent and independent variables.

* The study found that the majority of the respongemreed with the statements implying
that the variables had effect on employees’ peréoce.

» The correlation analysis was used to assess thet dévelationship between the study
variables as well as testing presence of multiealiity problem before regression
analysis. The correlation analysis revealed thhg level of correlation between
independent variables was very high. This indicateche extent of multicollinearity is
not a problem

* The regression analysis showed that the indepen@eiaibles had a significant effect on

employees’ performance.
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5.2 Conclusion

This study is examining the effect of motivation @employee performance in Abay bank. The
study noted that the variables considered, thayjosj setting reward and recognizihgd a

significant effect on employees’ performance.

» The result indicates positive and significant asgan between employees goal setting
and employee performance which implies that ares®e in employee’s goal setting lead
to enhance employee work motivation. ThereforeAbay bank in Ethiopia should take
into account these motivation derive when formualgtihe overall goal setting of their
companies. Motivated employees tend to work hamieet targets of the organization as
well as satisfying customer’s needs. Based onititenig the study concluded thgoal
settingare key for banks to invest on motivating employee.

» The result indicates positive and significant asgemn between employees reward and
recognition and employee performance which imptiest an increase in employee’s
reward and recognition lead to enhance employed& wativation. Therefore the Abay
bank in Ethiopia should take into account theseivabbn derive when reward and
recognition of non- monetary rewards is to perfatrhigher levels to employees their
companies. Motivated employees tend to work hamidet targets of the organization as
well as satisfying customer’s needs. The study lcaled that Abay Bank S.C did use
non-monetary incentives such as derives recogniaod rewards to motivate its
employees. Moreover, the employees viewed the mureeognition and reward program
as being equitable. From the study, it can be cmed that the organization had
increased performance or observed long term impnewe as a result of the reward
system in place.

» The result indicates negative and insignificantoasgion between well being and
employee performance which implies that decreasingmployee’s job facility lead to
decrease employee work motivation and Abay bank'digse well being as a drive of
work motivation. The study concluded that employeesre not happy with the
employee’s well being and work environment giverAnay bank s.c. It can be observed
that the organization did not use employees weihdpd@o motivate employees and

negative feelings about their work can also be concluded that the organizatiohnait
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have good a work environment when compared to atberpanies in the industry and
additionally, the current office and work environmhedid not attract and retain high

performing employees.

The result indicates positive and but insignificaagsociation between employees
monetary reward and employee performance which igmpthat an decreasing in
employee’s financial incentive lead to decrease lepge work motivation. And also
financial incentive no difference on employee’sfpenance and Abay bank didn’t use
financial incentive as a drive of work motivatiofhe study concluded that employees
were not happy with the monetary incentives give\bay bank S.C. It can be observed
that the organization did not use monetary rewtrdaotivate employees. It can also be
concluded that the organization did not have a @ditiye payment and benefits package
when compared to other companies in the industd aaditionally, the current pay
policy did not attract and retain high performingmoyees.(Aguinis, 2012) states that,
some organizations have been known to experiemmeghastaff turnover despite offering
above average salaries. This tells us that monegotsthe only way to motivate

employees.

In general, goal setting and reward and recognitibives have positive and significant

association with employee performance as of thaysteported by the respondents.

However, monetary or financial incentive and wedlirty is insignificant associated with

employee’s performance as of the study reportedthey respondentsHerzberg factor of

principle states that work condition and base wagsalaries are presence of hygiene results in

job dissatisfaction, but their absence leads n@ilicatisfaction or motivation only to neutrality

(Chung, 2013). Thereforéjerzberg states that work condition and base wage or eslarot

motivator factors, these are factors that leadlodissatisfaction and not motivate employees to

work harder.
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5.3 Recommendations

There should also be an establishment of good greesd motivation drive that ensures that the

banks can do better in the industry.

>

Abay banks should make sure that their staff weajbal setting and reward and
recognized as this will enhance staff motivatiod astention in the banks hence reduce
cost of hiring. The banks should also have fatddaemployees will the required tools of
work.

Goal setting and reward enables target achievemBmése are the key pillar of
employees’ performance is considered to be thes timolworking.

The monetary or financial incentive tanployees to be motivated through adequate
incentives plans and reward systems and this withiiably encourage them to be
proactive and have right attitude to work, therglgmote organizational productivity
and employees competent human resource,

Abay Bank have to offer better market based sedari

The well beingoffer better working environment and job secuniot only to the staff but
also the services rendered to customers and engdagene of the most significant
assets of the organizatiowell-equipped banks are assumed to have effexsse and
efficiency of operations.

This study therefore recommends Abay bank to demgproviding financial incentive
and well being to staff for better performance.ffStaotivation will help to reduce
employee stress, monotonous and employee’s turnover

The other study researcher improvement of this inlegéncluding more variables those
are relevant in explaining the variation of emplegeperformance.

This study also recommends further research taideclstudies in other organizations

apart from Abay Bank in Ethiopia.
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APPENDIX |
Questionnaire
St. Marry University
MBA program
Department of General management
Dear Valued Respondent,

My name is ZelekeChanie and a second year MBA stuateSt. Marry University. Currently, |
am conducting research on “The Effects of motivaba employee’s performance” as a partial
fulfillment for an MBA Program. The general objesiof this study is to determine the Effects
of motivation on employee’s performance. The stwil/focus on south and west Addis district
Abay bank in Ethiopia .The following questionndnas been developed to help the researcher
gather information necessary to answer the reseprestions of the study.

| would like to assure you that the data to beemtéid will be used only for the research purpose
and remain confidential. For further informatiotease don’t hesitate to contact me through the
following address:

ZelekeChanie, contact. No. +251-912 64 17 24, H-malekechanie278@gmail.com

Kindly fill it appropriately.

Part A: General Information
l. Gender:  Female Mele
1. Age: Below 20 21-30 31-40 Above 41
1. Education background
High School Diploma First Degreez Postgraduate Othet
IV. Years of working Experience at Abay Bank S.C

6 month up 1 Years Above 1-2 Years above 2- 4&'eai Above 4 -10__1 AbovelO
Years
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PART B: Goal-setting

5= Strongly Agree4=Agree 3=Neutral 2 =Disagree 1 = Strongly Disagree

B | Goal- Setting
Description SA A D | SD
5 4 2 |1
1 | My manager lets me participate in the settinmgfgoals/targets
2 | | have specific, measurable and clear goalsisitgeaim for in
my job
3 | My goals/targets are realistic and achievable
4 | As an employee, | am satisfied with the challeng®vided by
my work
5 | I get advice and constructive feedback regulalgted to my
goals/targets
PART C: Financial/Monetary Incentives
5= Strongly Agree4=Agree 3=Neutral 2 =Disagree 1 = Strongly Disagree
C | Financial Incentives/ Monetary Factors
Description SA A D [SD
5 |4 2 |1
1 | I am motivated by our company adequate inceness and
reward systems.
2 | | am satisfied with the level of pay | receive
3 | The pay offered by the company is market baskdies. compared
to other companies in the industry
4 | Our company link pay incentive to performancerioves
5 | Our company uses monetary rewards like basefipaycial reward,
bonus and incentives to motivate us
PART D: Recognition and Reward Programs
5= Strongly Agree4=Agree 3=Neutral 2 =Disagree 1 = Strongly Disagree
D | Recognition and Reward
Description SA|A D | SD
5 |4 2 |1
1 | our company non- monetary rewards to be motitatme to
perform at higher levels
2 | My managereward to me by verbal appreciation or praise fordy
performance
3 | Our company had formal recognition ar@h-monetaryeward
programs for good performers are recognized witrards (e.g. gift
cards, jewelry and certificate of appreciation
4 | In our organization, rewards are viewed as gibaisemployees

generally strive for, and an instrument that presidalued
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outcomes

5 | Our company has a fair and equitable reward sehem

PART E: Employees Well Being

5= Strongly Agree4=Agree 3=Neutral 2 =Disagree 1 = Strongly Disagree

E | Employees well being

Description SA|A|N|D |SD
2

=

I am physical safe on work environment can gaieeio my job

2 | When | am at working consider as the physica saimotivate on
my job.

When | am at working consider as the mental hésttess free/

| believe that our company give me financial sigu

g|bhiw

| believe that our company enjoyable, rewardisignulating, and

exciting and joy filled workplace.

PART F: Performance

5= Strongly Agree4=Agree 3=Neutral 2 =Disagree 1 = Strongly Disagree

F | Performance

Description SA|A|N|D |SD
2

My performance has been more than average

| often get to work in time

I have no intention of leaving my organization

| often take initiative to improve my performance

gl b W N -

| have improved the quality of my work

Thank you for completing the survey!
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