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                                               ABSTRACT

Nowadays no one can deny the importance of human resources as the most valuable asset of any 

organization and its role on the organizations' efficiency. The purpose of this research is to 

assess factors affecting employee’s motivation based on Herzberg hygiene factors in Habesha 

brewery Share Company. In this study the researcher used descriptive research design a mixed 

research approach, pragmatism world view and sequential mixed method of inquiry.  For the 

purpose of data collection both p rim a ry and secondary data collection instruments are used to 

collect data. To collect the data for this study, the target population of the study is the Habesha 

Brewery Share Company permanent employees.  To analyse the quantitative data descriptive 

stastics and inferential stastics were used by using spss software version 25 and to analyse a 

qualitative data a narrative technique was applied. According to the study, it was found all 

hygiene factors (salary, work env’t, supervision, job security, peer relationship, company policy 

and personal life) are positively influence on the motivation of Habesha brewery share company 

employee’s motivation. From this hygiene factors supervision and personal life are the most 

dominant hygiene factors that influence on the motivation of employees positively and based on 

the qualitative data analysis it was found that company doesn’t take actions before because they 

didn’t face a challenge of low level of employee motivation before because of the absence of 

hygiene factors and the organization doesn’t have written measures to cope up the problems if 

employees are not satisfied with the existing motivational mechanisms of the company. The study 

finally recommends for the company to have a written measures for solving the problems before 

deep rooted that caused by low level of motivation of employees because of the dissatisfaction 

with the existing motivational mechanisms.
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CHAPTER ONE

1.0 INTRODUCTION

1.1 Background of the Study

Human force is considered the most valuable asset of an organization and different factors affect 

its performance and motivation. In today's world of non-stop change, in which organizations are 

competing with all their capabilities, a big portion of organization's energy is put into the 

attention given to staff. Relying on their human force inside the organization, today's 

organizations can improve their activities as much as possible. Clearly, to be able to fulfill the 

duties and responsibilities, the organization requires employees with some features such as 

innovation, good human relations, and commitment to ethics, being interested in the job and 

service development, and constant effort (Blannie & Radhakrishna, 1991). Nowadays in 

developing countries, the most important organizations' problem is the absence of motivation and 

job satisfaction among staff (Babu et al. 1997).

Motivation is a topic that has been extensively researched since the beginning of the 19th century 

(Steers et al 2004; Ankli & Palliam, 2012; Michael, 2013). Its presence has become increasingly 

important in organizations, due to its advantages of enhancing efficiency and financial benefits. 

The word ‘motivation’ comes from the Latin word mover or ‘to move’. The definition of 

motivation is ‘how to provide something to a person to drive him/her to do something’ 

(Ruthankoon & Ogunlana, 2003).

Motivation is one of the major issues in behavioral sciences and based on the crucial position and 

important role of human resources in achieving the organizational defined goals, this issue has 

also long been of interest to human science and organizational researchers. Motivation is a term 

that has also been referred to as a catalyzer or an engine that runs the human forward. Motivation 

is an issue which has been deeply noticed by behavioral sciences scholars and psychologists.

Various theories have been proposed by the researchers as how to motivate employees in 

organizations in different ways. The discussion of job Motivation and De motivation is mostly 

developed from the theory offered by Herzberg theory that is called ‘two-factor theory’ or 

‘Herzberg’s Motivation-Hygiene theory’. Herzberg in his theory proposed that satisfaction and 
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dissatisfaction are entirely isolated issues.  In other words, not that low salary can make an 

employee to feel unhappy; a high salary will make him happy. Herzberg understands that there 

are two factors as supposed in his theory. Motivation factors or satisfiers are the job factors that 

if delivered enhance satisfaction or motivation but their absence does not necessarily create 

dissatisfaction or demotivation. These satisfiers consist of work itself, responsibility, recognition, 

achievement, growth etc. These aspects, if present, are called satisfiers. On the other hand, 

Hygiene factors when they are absence they decrease motivation and when they are present they 

increase motivation of employees. These aspects of job factors are called dissatisfies they are 

relationship among peers, pay, working conditions, supervision, company policy, job security 

and personal life (Herzberg, 1987).

Most companies today realise the importance of having a motivated workforce as it enables them 

to perform better at work and in the long-term, helps to boost growth of the organization. The 

companies therefore strive to provide better working environments, a better salary, a better 

company policy, a secured job all this is done to motivate and retain the best employees in the 

market.

1.2 Statement of the problem

Behind every successful organization there are strong employees, and it is crucial that these 

employees are highly motivated in order to prosper the organizations (Gibbs, 2012; Tschohl, 

2013).

The success of any organization depends on the ability to provide a motivating condition for its 

employees. Motivated employees are more productive, happier, and stay with the organization 

longer (Hersey & Blanchard, 2007). One of the primary tasks a manager faces is to find out what 

motivates their staff. By understanding employee needs, managers can understand what rewards 

to use to motivate them. Motivated employees are needed in the rapidly changing workplaces to 

help organizations survive.  To be effective, managers need to understand what motivates 

employees within the context of the roles they perform. Employees are considered the most 

important resources, and the winning card in the hands of management. The success and 

effectiveness of any organization pend to a large extent, on how well employees are motivated. 

Theories of human resource management, as well as theories of motivation, suggest that 
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motivated employees tend to be more creative and productive, and it is wise for any management 

to use motivational theories in order to increase productivity and competitiveness (Stephen, 

2014).

Manufacturing company employees have significantly different behavior compared to the 

employees in other sectors. Therefore, understanding those motivational factors is important for 

manufacturing organizations to motivate employee (Huling, 2003). Good customer service 

begins inside the organization with the way employees are treated, valued, respected, motivated 

empowered and rewarded. For this reason delivering good product or service to customer is 

increasingly being linked to the way organizations manage and motivate their employees 

(Burton, 2001).

It is evident that employee motivation plays a crucial role in an organizations success and it is 

integral for management to facilitate a highly motivated working environment (Robbins et al, 

2014). A number of studies have confirmed the importance of employee motivation, as it is 

imperative in order to have a significantly high level of employee engagement and for 

productivity to boost (Silvera, 2013; Thompson, 2014). Though, besides being a key element that 

drastically impacts organization efficiency and corporate strategy, it is also vital for avoiding 

conflicting relationships as it ensures a trusting, committed and stable working environment is 

created (Oana-Lavinia et al, 2008; Cosgrove, 2015).

The employee’s low level of motivation has so many consequences. When employees have no 

motivation; they will do their minimal best, just so they can get through the workday. This 

person is content to let others take the bulk of the work, whereas this person becomes easily 

distracted by non-work activities, such as talking on the phone or surfing the internet. An 

unmotivated employee doesn't seem to care if he/she has a job or not. This employee doesn't 

apologize for being late and he doesn't seem to jump in to work with any level of positivism. He 

is there for his pay check and expects his pay check to arrive when it is due and in the correct 

amount, but he's unwilling to take on any additional responsibility. If he does take on additional 

responsibility, he often complains about having more work to do and this affect the organization, 

employees, stoke holders (Kimberlee, 2018).
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Employee motivational related problems have no boundary it arouse in every organization 

irrespective of their size and type and arouse at every level of the organization. If an organization 

has a number of significantly low motivated employees, employees begin to have less respect for 

management and put in less effort, therefore goals are not achieved (Kuvaas et al, 2012). Low 

productivity is a huge risk for an organisation, leading to them failing to retain a competitive 

advantage, and therefore damaging their success in the industry (Armstrong, 2012; Lavanya 

&Kalliath, 2015). 

Moreover, it has been suggested that if one individual is suffering from low motivation levels 

then this may disrupt others within the working environment, resulting in more employees’ 

failing to perform at peak level and lacking enthusiasm (Oana-Lavinia, 2008; Ten Brummelhuis 

et al, 2011). It would also seem that low employee motivation can lead to further negative 

impacts such as sabotaging of client relationships, absenteeism as well as employee turnover are 

negatively impacted by low employee motivation, create challenges for organizations (Gaur& 

Bhardwaj, 2014). The challenges that occur from suffering employee retention are mostly direct 

and indirect costs, but also loss of goodwill, consequently impacting the success of the 

organization (Wetherall & Lippell, 2016). So, studying of the hygiene factors affecting employee 

motivation provides a number of benefits for the organization.

But, as to the knowledge of the researcher no study has been conducted on the factors affecting 

employee motivation based on Herzberg hygiene factors in Debre Berhan Habesha Brewery 

Share Company and this knowledge gap will cost the organization to lose its valuable work 

force. 

In response to this problem, this study proposes to investigate factors affecting employees 

motivation in Habesha Brewery share company based on Herzberg hygiene factors.

1.3 Objectives of the study

1. To investigate the hygiene factors in Habesha brewery share company.

2. To identify the most dominant hygiene factor that influences the motivation of Habesha      

Brewery factory employee’s motivation.
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3. To identify actions taken by the organization in identifying and addressing the hygiene factors 

in Habesha Brewery share company.

1.4. Research questions

The study was guided by the following research questions:

1. How is a Hygiene factor in Habesha Brewery Share Company?

2. What are the most dominant Hygiene factors that influence on Habesha Brewery share 

company employees motivation?

3. What kind of actions taken by the organization to identify and address the hygiene factors that 

influence on Habesha Brewery share company employee’s motivation?

1.5. Significance of the study

The successful completion of the paper may provide significance to

1.5.1. Habesha Brewery factory Share Company

The study focus on factors affecting employees’ Motivation based on herzeberg hygiene factors 

in Habesha Brewery S.C in Debre Berhan. So this research would be investigating the Hygiene 

factors that influence employees’ Motivation. The findings of this study help the management of 

Habesha Brewery s.c to identify areas that need to be improved to motivate their employees and 

to minimize the consequences of low employee motivation. 

1.5.2. Other organizations 

This study would also serve as a model framework that could be used by other organizations that 

may want to do a research in the area of employee motivation. All organizations want to stay 

ahead of their competition in whichever industry they may be in. If motivated employees are one 

way of ensuring this happens, then it would be worthwhile for the organization to go the extra 

mile in trying to accomplish this task.
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1.5.3 Human Resource Department

As noted by Fugate & Kinicki ,(2012), one of the most difficult yet important tasks of 

management and Human Resource Department has been effective employee motivation. As 

such, this study would have great benefit to HR practices in the area of employee motivation as it 

is one that can guide on how to effectively undertake this task.

  1.5.4. Other Researchers 

This research would serve as a reference for other researchers who are interesting to conduct a 

research on the factors affecting employee motivation based on Herzberg hygiene factors.

1.6. Scope of the study (Delimitation) 

There are a number of Brewery factories in Ethiopia that are found in different areas of the 

country and Habesha Brewery factory is one of the Brewery factory that is found in 

Ethiopia..Habesha Brewery s.c is found in Debre Berhan city. This study was conducted in 

Debre Berhan Habesha Brewery S.C. beside the geographical scope; the study would have 

theoretical scope for the study. The researcher was used only the Herzberg hygiene factors that 

are salary, company policy, personal life, working condition, supervision and relationship with 

authorities, peers relationship and job security.

1.7. Limitation of the study

It is very difficult and beyond the scope of this paper to investigate and identify numerous factors 

that affect employees ‘motivation. The researcher could not consider the whole factors. This 

research was only limited to Herzberg hygiene factors that are salary, company policy, 

supervision and relation with authority, work environment, job security and peers relationship.  

Moreover, from 9 Brewery factories in Ethiopia the researcher would only limited to Debre 

Berhan Habesha Brewery s.c.
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1.8 Definition of Terms

The main theme of this research paper was investigating the factors by which employees’ 

motivation could be affected. Conceptually and operationally, the relevant terms of this study 

was defined as follows: 

 Motivation 

According to Fugate &Kinicki, (2012), motivation is defined as the psychological processes 

which bring about the direction, arousal, and the persistence of actions that are voluntary and 

goal directed.

Organization 

An organization is a group of people who have formally assigned roles and who work together 

towards achieving common goals (Gully & Phillips, 2012).

Employee 

A person who works for another person under an agreed contract of service (Kelly & Cole, 

2011).

1.9. Organization of the research report

This research paper would be organized in different components or categories and contains five 

basic chapters as follows: 

Chapter one – Introduction. This chapter presents background of the study, statement of the 

problem, basic research questions and objectives of the study, significance of the study 

delimitation/scope of the study, limitation of the study and operational definition.  

Chapter two – Review of related literature. This chapter presents theoretical literatures 

relevant to the study and it also includes empirical evidences related to the study and conceptual 

framework of the study. 

Chapter three – Methods of the study. This chapter presents research design, population and 

sampling technique, the sources of the data, the data collection tools or instruments that would be 

employed, reliability and validity, data analysis method, and the ethical consideration that would 

be followed during data collection.
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Chapter Four – Analysis and presentation. This chapter presents the results or findings of the 

study and it would also interpret and discusses the findings of the study.

Chapter five –conclusion and recommendation. Under this chapter the summary of findings, 

conclusions of the study and possible recommendations and implication for further research 

would be described precisely.   
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CHAPTER TWO

2.0 LITRATURE REVIEW

2.1. Theoretical Literature

2.1.1. Definition of Motivation

Motivation is one of the major issues in behavioral sciences and based on the crucial position and 

important role of human resources in achieving the organizational defined goals, this issue has 

also long been of interest to human science and organizational researchers.

Motivation is a term that has also been referred to as a catalyzer or an engine that runs the human 

forward. Motivation is an issue which has been deeply noticed by behavioral sciences scholars 

and psychologists. It is the organism's internal states that lead the person's behavior toward a 

special goal (Nigel, 2005).

Motivation is the driving force that makes people willingly want to put in their best in what they 

do. Many contemporary authors have defined the concept of motivation. Baron, (1983), 

describes motivation as, “an accumulation of different processes which influence and direct our 

behaviour to achieve some specific goal”. Pinder, (2008) referred that, “Work motivation is a set 

of energetic forces that originate both within as well as beyond an individual’s being, to initiate 

work related behaviour, and to determine its form, direction, intensity and duration.” 

According to Decker,L. (2010), Motivation is a person’s internal disposition to be concerned 

with and approach positive incentives and avoid negative incentives.

Motivation is the process of inspiring people to achieve their goals (Chaudhary& Sharma, 2012). 

Work motivation is a set of energetic forces that originate both within as beyond an individual’s 

being, to initiate work-related behavior and to determine its form, direction, intensity, and 

duration (Kirstein, 2010). Getting people to do their best at work is one of hardest challenges of 

managers. The importance of employees’ satisfaction and motivation is being more and more 

important every day in the organization. Nohria, Groysberg, & Lee (2008), explain that the four 

drivers that underline motivation are: acquire, bond, comprehend and defend. They also point out 
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that the organizational levels of motivation are: the reward system, the culture, the job design 

and performance-management, and resource-allocation processes (Nohria, 2008).

Armstrong (2006), defines motivation as those factors that influence people to take specific 

actions, and further states that if you motivate people, they will move in the direction that you 

want them to in order to achieve certain goals. He says that people will most likely repeat certain 

actions if the goals that were set to fulfill certain needs are achieved or accomplished. Therefore 

companies need to figure out the needs/drives of individual employees as a basis to 

understanding what will motivate them to take required actions. The more people are motivated 

to achieve the goals set for them, the more they are likely to do their best at work and this can 

even improve their motivation further.

2.1.2. Work motivation 

 Work motivation is a set of energetic forces that originate both within as beyond an individual’s 

being, to initiate work-related behavior and to determine its form, direction, intensity, and 

duration (Kirmanen, 2010). 

Getting people to do their best at work is one of hardest challenges of managers. The importance 

of employees’ satisfaction and motivation is being more and more important every day in the 

enterprises. Nohria, Groysberg, and Lee explain that the four drivers that underline motivation 

are: acquire, bond, comprehend and defend. They also point out that the organizational levels of 

motivation are: the reward system, the culture, the job design and performance-management, and 

resource-allocation processes (Nohria, 2008). Motivated people make decisions to dedicate 

considerable effort to obtain something that they value. Researches show that indeed there is a 

relation between motivation and performance (Deci& Gagne, 2005).

2.1.3. Motivation of an Employee 

 Motivation is an employee’s intrinsic enthusiasm and drives the employee to accomplish the 

activities related to work (Chaudhary& Sharma, 2012). Salanova and Kirmanen explain that the 

process of motivation starts with the recognition of unsatisfied needs. Then a goal needs to be 

established to satisfy this need. Rewards and incentives may be established for employees to 

better accomplish the given goal. The social context also affects the motivation level. This 
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context consists of organizational and cultural values, but also includes leaderships and 

management as well as the influence of the group or team (Salanova&Kirmanen, 2010). 

Motivation increases effectiveness beyond the organization by improving the willingness of the 

employees to work.

2.1.4. Theories of Motivation

It is useful to provide a theoretical base for motivation because motivation varies over time and 

depending up on the circumstances and personality of individual. There is no single answer to 

what motivate people to work well.

There are various theories attempting to explain motivation in the literature, among these 

theories, prominent ones are content theories and process theories. 

Content Theories 

Content theories attempt to explain those specific things that drive individuals to act in a certain 

manner based on a universal understanding that all human beings have needs to satisfy. These 

theories are concerned with identifying what motivates people to act in certain ways. However, 

the complexity of human nature raised concern about the validity of these theories. As such, it is 

important for organization managers to know what employees need and understand that the 

needs of these employees will evolve over time while also bearing in mind that needs differ 

considerably among employees. Several theorists who belong to this school of thoughts, 

including Abraham Maslow, Frederick Herzberg, David McClelland, and Clayton Alderfer, have 

provided theories to help explain needs as a source of motivation.

A.  Maslow’s Hierarchy of Needs  

Based on his experience as a clinical psychologist, Maslow states that human beings have 

different needs. He classified human needs into five categories; physiological, survival, safety, 

love, and esteem. Maslow opined that the hierarchy of needs begin at the base level with 

psychological or physical wellbeing as the most basic need and then progresses through safety, 

social esteem and self-actualization needs. 

Psychological needs:-are the most basic needs that every individual needs to survive. They 

encompass relief from thirst, hunger and physical drives as well as comfort. Needs such as food, 
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air, shelter and water fall under this category. The employees are to meet these physiological 

needs through financial rewards offered by the organization.  

Safety needs:-are next after the physical needs. This is the need for protection against physical 

or emotional hazard in an atmospheric environment. Job security, medical insurance, healthy 

working environment are few examples of safety need.  

Social needs:-love and belonging are those needs that relates to interactions with other. Beyond 

existence needs lies the desire for affection, belongingness, love, respect, care, nurturing and 

friendship etc. 

Esteem needs:-is the feeling of being important. According to Maslow. (1954),  it gets to a point 

in everyone's life where one needs belongingness. Employees need to feel that they are part of 

the organization or that their voices can be heard. This kind of need may come from internal 

esteem factors like self-respect, confidence, autonomy strength, and accomplishment, or external 

esteem such as social status, prestige, recognition from others, attention and appreciation.  

Self-actualization needs:-is the highest level of needs as they constitute the need of reaching 

full potential and self-fulfillment as an employee. Self-actualization needs are the kind of 

motivation that offers employees the opportunity to get involved in activities such as 

innovations, creativity, etc. 

Figure2. 1Maslow Hierarchy of Need

B. ERG Theory  

Clayton P. Alderfer proposed the ERG theory of motivation which can be seen as a review of 

Abraham Maslow's five needs into three broader categories, namely existence, relatedness, and 

growth. Alderfer's existence need is similar to Maslow's physiological and physical safety needs. 

The relatedness needs correspond with Maslow's social needs as it focuses on how people relate 
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to others. Growth needs as advocated by Alderfer correspond to Maslow's esteem and self-

actualization needs.  

However, ERG theory of motivation as advocated by Alderfer differs from Maslow's theory of 

motivation because Alderfer suggested that more than one level of needs can motivate 

simultaneously. For example, a desire for friendship (relatedness) and the need for a promotion 

(growth) can concurrently influence the motivation of an individual. Based on the ERG theory, 

managers who focus exclusively on one need at a time do not effectively motivate their 

employees.  

C. Herzberg’s Two Factor Theory  

Herzberg described satisfying experiences in terms of factors that were intrinsic to the content of 

the job itself and these were called motivators while those that cause dissatisfactions are called 

hygiene factors, which emanated from extrinsic or non-job-related factors. The motivation 

factors such as recognition, achievement, advancement, growth, responsibility and job challenge 

motivate employees to excel at their tasks and hygiene factors such as working conditions, 

company policies and administrative practices, salary and benefits, supervision, status, job 

security, co-worker and personal life typically ensures that employees remain happy and 

satisfied. Thus, it can be inferred that the factors that influence job satisfaction (i.e. motivation 

factors) are different from those factors that lead to dissatisfaction among employees.  

Figure 2. 2 Herzberg Theory of Motivation
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D. McGregor X and Y Theory  

McGregor's theory X is based on the assumption that naturally, average human being has an 

inherent dislike for work, as a result, feels reluctant to work and will strive to avoid it when     

possible. In his research work tilled ‘The human side of Enterprise’ he asserted that people must 

be forced, coerced, controlled, directed or threatened with punishment to get them to work 

towards the achievement of organizational goals. 

In theory Y, the situation is totally the opposite from the previous one because it explains that 

naturally, the average human being likes work both physical and mental. The theory explains that 

people will exercise self-direction and self-control to achieve objectives to which they are 

committed. In addition, it states that there is a chance for greater productivity by giving 

employees the freedom to perform at the best of their abilities without being bogged down by 

rules. He further argued that an average person is fundamentally moral and will seek and accept 

responsibility.  

1. Process Theories  

Process theory focused more vastly on individual performance, available rewards and possible 

work outcomes. The theory explains how individuals are motivated by examining the 

relationships among the dynamic variables, which make up motivation. In this perspective, 'need' 

accounts for one component of the process through which individuals decide how to behave. 

Another component could possibly be for rewards. For example, an employee perceives a gift 

card as a reward for exhibiting certain behavior (e.g. working diligently), so this reward turns 

into a motive for that behavior (Ryan &Deci, 2000).    

A. Vroom’s Expectancy Theory  

Victor Vroom was another well-known scientist. His work on work motivation provides the most 

practical insights on work motivation. The theory is model on behavioral choice and provides 

explanation on why people choose one behavioral option over others (Ryan &Deci, 2000). 

Vroom argues that people will act according to their perceptions that their work efforts will lead 

to certain performances and outcomes, and how much they value the outcomes. Vroom's 
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Expectancy Theory is based on the assumption that employee effort will lead to performance and 

performance will lead to rewards (Shields, 2007).  

B. Equity Theory  

Adam’s theory of equity is considered as one of the most popular social exchange theories, 

which gained widespread attention in recent past. The theory is established on the premise that 

employees anticipate actual outcomes in exchange for an offering or inputs. According to the 

theory, employees judge the fairness of rewards received in proportion to resources invested for 

completing a task by assessing one’s own investment-reward ratio and compare it against the 

ratio of another colleague holding similar position (Latham, 2007). In other word, inequality 

occurs when a person perceives that the ration of his outcome to inputs and the ration of a 

relevant other’s outcomes to inputs are unequal. Thus, a person is motivated in proportion to the 

perceived fairness to the rewards received for a certain amount of effort as compared to others.  

The theory recognizes that individuals are concerned not only with the absolute amount of 

rewards they received for their efforts, but also in relationship of this amount to what others 

receive.

C. Goal Theory  

Goal setting theory was propounded by an American psychologist Dr. Edwin Locke. Goal 

setting theory is an overall approach to motivation that emphasizes the need to establish goal as 

an intrinsic motivation. In other words, people’s goals or intentions play an important part in 

determining their behavior. Goals guide people’s response and action by directing work 

behavior and performance, and lead to certain feedback. According to the theory, motivation 

and performance are higher when individuals set specific goal; when the accepted goals are 

difficult, and when there is feedback on performance. In other words when goals are held as a 

factor for motivation, no matter how difficult the goals are, the performance of the outcome 

will definitely be high.  

D. Reinforcement Theory

The theory does not recognize that employees are motivated by needs or a process of motivation. 

Instead, it deals with how an employee's future actions are based on consequences of past 

actions. A behavior associated with rewarding consequences tends to be repeated and other 
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behavior that evoke unfavorable consequences are likely to be avoided (Dessler, 2008). 

According to this theory, the manager must use the following methods for controlling employee's 

behavior.

 Positive Reinforcement:- This implies giving a positive response when an individual 

show positive and required behavior This will increase probability of outstanding 

behavior occurring again. Positive reinforcement stimulates occurrence of behavior. It 

must be noted that more spontaneous is the giving of reward, the greater reinforcement 

value it has (Dessler, 2008).

 Negative Reinforcement:-This implies rewarding an employee by removing negative / 

undesirable consequences. Both positive and negative reinforcement can be used for 

increasing desirable / required behavior. Punishment- It implies removing positive 

consequences so as to lower the probability of repeating undesirable behavior in future. 

In other words, punishment means applying undesirable consequence for showing 

undesirable behavior

 Extinction:- It implies absence of reinforcements. In other words, extinction implies 

lowering the probability of undesired behavior by removing reward for that kind of 

behavior. For instance if an employee no longer receives praise and admiration for his 

good work, he may feel that his behavior is generating no fruitful consequence. 

Extinction may unintentionally lower desirable behavior (Dessler, 2008).   

2.1.5. The Explanation of Motivation Based on Herzberg Theory of 

Herzberg published the two-factor theory of work motivation in 1959. The theory was highly 

controversial at the time it was published; claims to be the most replicated study in this area, and 

provided the foundation for numerous other theories and frameworks in human resource 

development (Herzberg, 1987).The theory states that job satisfaction and dissatisfaction are 

affected by two different sets of factors. Therefore, satisfaction and dissatisfaction cannot be 

measured on the same continuum. 

The two-factor theory developed from data collected by Herzberg from interviews with 203 

engineers and accountants in the Pittsburgh area, chosen because of their professions' growing 

importance in the business world. Herzberg’s research was conducted during the late 1950s 
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within a thirty mile radius of Pittsburg, which was at the time a center for heavy industry. It was 

a time of full employment and nearly 100% utilization of plants and facilities. Although 

demographical information of the workers studied was not explicitly stated by the authors in the 

literature, it is implied that the majority of the workers studied were white males. It was also a 

period of heavy unionization. 

The theoretical study of this thesis continues with Frederik Herzberg’s motivation theory. 

Frederick Herzberg’s two-factor theory demonstrated that human’s behavior is influenced by two 

sets of factors which are the satisfaction factor and the dissatisfaction factor. He believes that 

those factors result in human motivation and job satisfaction in the workplace and the absence of 

them leads the employees to have low motivation. Based on the theory, Frederick Herzberg also 

pointed out the two components which contribute to the state of satisfaction and dissatisfaction, 

called motivator factors and hygiene factors (Herzberg 1987).

Motivator factors, including personal achievement, status, recognition, the work itself, 

responsibility, growth, promotion, and opportunity for advancement, are described as intrinsic 

factors (Herzberg ,1987). The intrinsic factors tend to be intangible and deal with more 

emotional needs. A typical example of it would be referred to doing something with interest and 

enjoyment. The presence of motivator factors can lead to an increase in motivation, satisfaction 

and, thus, higher commitment, but the absence of it will not certainly reduce motivation (Pardee, 

1990).

On the contrary, hygiene factors, for instances, interpersonal relationships, company policies and 

administration, working conditions, quality of supervision, job security, salary, and wages and 

other benefits, and work-life balance, are characterized as extrinsic factors (Herzberg ,1987). The 

extrinsic factors are tangible and classified as basic needs since it refers to doing something for 

external rewards such as money, fame, or status. It is opposite to intrinsic factors which influence 

a person’s behavior by his or her inner desire and motivation. Also, like motivator factors, the 

presence of hygiene factors motivate the employees, however the absence will surely lead to 

demotivation (Chapman, 2017). And it is considered as the obligation of an organization rather 

than motivator variables.
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According to (Herzberg, 1987) there exist a complex connection between satisfaction and 

dissatisfaction. They both have a great influence on a person’s behavior and the state of being 

satisfied or dissatisfied; however, they are affected by different factors and proceeded 

independently of each other (Mausner&Snyderman ,1959; Herzberg ,1965). For example, a 

person indicates himself/herself as a cause to satisfaction, whilst blaming the external factors like 

the situation or environment for resulting in dissatisfaction (Cummings &Elsalmi 1968; House 

&Wigdor, 1967).

Nonetheless, the theory is essential to every manager as it marked the importance of providing 

hygiene factors sufficiently to the employees as a way of motivation and so far, somewhat 

resulted in satisfaction. The absence of hygiene factors will lead to demotivation; however, the 

presence of it motivate people. 

Motivation-hygiene theory is also known as Herzberg’s two-factor theory or Herzberg’s dual-

factor theory (Herzeberg, 1959). The main concept of this theory is the difference between 

motivation factors and hygiene factors. These two factors that have an effect on job motivation 

are divided into two sets of categories. Hygiene factors are related to ‘the need to avoid 

unpleasantness’s. Motivation factors lead to job motivation because of ‘the need of the individual 

for self-growth and self-actualization’. This theory is one of the most commonly used theories in 

job satisfaction research (Dion, 2006). 

1. Motivation factors

The word ‘motivation’ comes from the Latin word mover or ‘to move’. The definition of 

motivation is ‘how to provide something to a person to drive him/her to do something’ 

(Ruthankoon&Ogunlana,2003). In the two-factor theory, motivation is the variable most strongly 

correlated with job satisfaction and Herzberg and his colleagues argued that to increase 

employees’ job satisfaction the motivation factors must be improved . According to Herzberg’s 

theory, motivation factors, or motivators, are intrinsic to the job and lead to positive attitudes 

towards the job because they satisfy the ‘need for growth or self-actualization’(Herzberg, 1966,). 

Motivation factors are related to a person’s job satisfaction and include advancement, possibility 

of growth, responsibility, recognition and achievement (Herzberg, 1966).  
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To generalize it the presences of some motivational factors are create motivation to the workers 

and at the same time, absence of such factors does not cause dissatisfaction.

The following is a brief explanation of each of the motivation factors (Herzberg, 1966; Adair, 

2006).

 Advancement: - is defined as the upward and positive status or position of the person or 

employee in the workplace.

 Possibility for growth:-Possibilities for growth are the actual opportunities for a person 

to experience personal growth and be promoted in the workplace. This allows for 

professional growth, increased chances to learn new skills, undergo training in new 

techniques and gaining new professional knowledge.

 Responsibility:-This factor includes both responsibility and authority in relation to the 

job. Responsibility is related to gaining satisfaction from being given the responsibility 

and freedom to make decisions. Gaps between responsibility and authority negatively 

impact job satisfaction leading to dissatisfaction.

 Recognition:-Positive recognition happens when employees receive praise or rewards for 

reaching specific goals at their job, or when they produce high quality work. While 

negative recognition at work includes criticism and blame for the job done.

2. Hygiene factors

The term hygiene comes from the Latin word ‘hygiene’. According to Herzberg and colleagues, 

this term is used in reference to ‘medical hygiene which operates to remove health hazards from 

the environment’ .Disease from health hazards or hygiene is preventable; similarly, employee 

dissatisfaction from hygiene issues at work is preventable. Hygiene factors are the variables 

correlated with reducing the level of job dissatisfaction, as opposed to motivation factors, which 

directly influence an employee’s motivation and satisfaction. Hygiene factors are related to the 

conditions that surround the ‘doing’ of the job or the workplace. Herzberg states that the hygiene 

factors are extrinsic to the job, and if present, lead to preventing job dissatisfaction because 

hygiene factors react to the environment and workplace for ‘the need to avoid unpleasantness’ 

(Herzberg, 1966). Hygiene factors operate to decrease the job low motivation of the employees. 
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To generalize it the presence of some of the Hygiene factors motivates the workers but the 

absence of these factors caused serious dissatisfaction. In other words, the presence of these 

factors prevents dissatisfactions.

Hygiene factors are related to the context of the work itself, and include interpersonal relations, 

salary, company policies and administration, relationship with supervisors and working 

conditions (Herzberg, 1966). The following is a brief summary of the hygiene factors (Herzberg, 

1966; Adair, 2006).

The hygiene factors are also referred to as the maintenance factors and comprise of the 

physiological, safety and love needs from Maslow’s hierarchy of needs. They are factors that are 

not directly related to the job but the conditions that surround doing the job. They operate 

primarily to dissatisfy employees when they are not present, however, the presence of such 

conditions necessarily to build motivation, (Gibson, 2000). Herzberg called the hygiene factors, 

since they are necessary to maintain a reasonable level of satisfaction and can also cause 

dissatisfaction. 

Salary:-The main reason human involves himself in economic activities is to earn money and 

satisfy his physiological needs and support his family. Naturally, everyone needs food, clothing, 

shelter and other basic requirements; these requirements in today's societies are often supplied by 

paying the price for that. Payments are often seriously scheduled in such a way that in most 

cases, like mortgage, rent, transportation services, and other charges, they are paid monthly and 

if there is delay in their payment, the person would face strongly negative treatments. If staff's 

salary payments do not follow a fixed principle and they are not paid within a certain time, this 

will disturb their peace and their relation with the job will break off. Based on many studies, this 

is one of the main hygiene factors and is ranked the first (Marjolen, 2003). This includes all 

forms of Benefts like Personal security, financial assistance, allowances like Subsistence 

allowances, Overtime payments, Shift payments.

Finally, the organization should set the salary for every job that is done within the organization 

through conducting market rate analysis or through grade and pay structure and the base rate or 

salary must be adjusted with the increasing cost of living or with the change of market rate.
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 Working conditions:-Often for the employees to easily work and have high efficiency in 

their workplace, they are required to be placed in a healthy environment, both physically 

and psychologically. An appropriate environment should be provided in the workplace. 

These indexes can be mentioned in providing an appropriate workplace Low level of 

human emissions such as noise, dust, etc. Safe working environment Absence of potential 

context for any workplace accidents Appropriacy and regularity of work tools being 

dominated by environmental management systems such as ISO 14000, etc (Kolins, 

2005).these factors involve the physical surroundings of the job, and whether there are 

good or poor facilities. Working conditions may include the amount of work, space, 

ventilation, tools, temperature and safety. A good environment deals about health and 

safety like occupational medicine and Occupational hygiene. Occupational medicines are 

for prevention of health hazards at work and occupational hygiene are to control 

environmental hazards. Safety programs deal with the prevention of accidents and with 

minimizing the resulting loss and damage to persons and property. They relate more to 

systems of work than the working environment, but both health and safety programs are 

concerned with protection against hazards, and their aims and methods are clearly inter-

linked.

It is estimated by the Health and Safety Executive (HSE) that in the UK about 500 people are 

killed at work every year and several hundred thousand more are injured or suffer ill-health so 

the prevention of accidents and elimination of health and safety hazards are a prime 

responsibility of management and managers in order to minimize suffering and loss through 

following 3 steps that are looking for hazards, assessing the risk, by taking action.

 Supervision and Relationship with authority: -The term "supervision" is often used to 

refer to leading the staff to their daily activities. Supervision and control can also be 

considered as the process for monitoring the activities to make sure they are done 

according to the schedules (Robbins, 2005). Staff's behavior is heavily influenced by 

supervision and managers' relationships with authorities. Therefore, managers are going 

to see staff's motivation and efforts, if they deal with the positive aspects of staff, rather 

than only considering their problems. This is possible if they implicitly trust the 

realization of overall objectives and they clearly state their opinions and put their heart 



22

and soul into work (Pirzadian, 2005). Supervision is associated with the competence or 

incompetence, and fairness or unfairness of the supervisor or supervision. This includes 

the supervisor’s willingness to delegate responsibility or to teach, fairness and job 

knowledge. A good supervisor, or access to supervision, is important to enhance the 

employee’s level of job satisfaction. Poor leadership or management may decrease the 

level of job motivation in the workplace.

 Company policies and administration:-Policies are the same constant guidelines about 

the kind of approach that the organization plans to apply for its human resources. These 

policies actually define philosophies and values about how to deal with human resources. 

Several principles are elicited from this definition that the managers are expected to act 

upon these principles when dealing with issues related to human resources. Thus, 

organizational policies as reference points are served to develop the process of making 

decisions about human resources and designing employment related actions (Armstrong, 

2009).This includes descriptions of adequate or inadequate company organization and 

management policies and guidelines. This factor involves good or poor organizational 

policies that affect the employee. For example, they may include a lack of delegation of 

authority, poor policies and procedures and poor communication.

 Job Security:-When talked about job security, everyone imagines that individuals should 

enjoy formal and stable employment to let their job security be ensured, while this 

definition suffers from the inadequacy that the staff's thoughts about progress and 

development will gradually recede. What is meant by job security is to provide situation 

for the individual to be reinforced, so that, the organization becomes dependent upon the 

person’s expertise and capabilities, and his expertise and capabilities are also required 

outside organization. Dimensions of job security that are achieved through the 

development and support of human resources include: Specialized empowerment, 

courage and action empowerment, empowerment inexperience learning, job satisfaction 

enhancement, empowerment in behavioral skills, enabling behavioral skills, thinking 

empowerment, empowering the employees in their work ethics and conscientious 

(Soltani, 2000).

 Interpersonal relations:-Relations help to ensure the attainment of beliefs, attitudes and 

shared values. Developing a shared understanding of the organization’s goals also creates 
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unity and solidarity between different groups.  Transferring required data to the staff 

should not be considered a difficulty or burden, but a chance. Good relations are likely to 

enhance motivation and efficiency and they are also effective in increasing individuals' 

commitment to the organization. If relationship plans don’t exist, this energy will 

probably be extinguished. Therefore, specific needs of a business will be met if we 

emphasize the support of its results and individuals' performance and if we create specific 

set of culture and value for the company and if we improve individuals' work 

(Armstrong, 2004). Relations in group or organization have four main functions: control, 

motivation, expression of feeling and information transfer (Robbins, 2010).  These 

relationships are limited to the personal and working relationships between the worker 

and her/his superiors, subordinates and peers. This includes job-related interactions and 

social discussions in the work environment and during break times.

 Personal life:- Employees in organizations are facing different problems in their personal 

lives; below some of these problems have been cited: Having various problems in their 

personal life, trying to make a balance between personal life and the job they have chosen 

for their livelihood, reaching an agreement with family about the person's job, and the 

person's marital status. In everyone's life, there are three main areas that the person 

should be able to handle them simultaneously and prefer none to the other; these are job, 

family and personal matters. The main issue about it is that there isn't always enough 

time and opportunity available to coordinate all the three areas. If employees can 

dominate at least the two main areas of their lives, it can be said that they enjoy an 

acceptable life situation. Employees should seek activities that have the greatest 

relevance, consistency and authenticity to their ability and capacity (Pirzadian, 2005).

2.1.6. Consequences of Demotivation

An employee, who merely punches the clock, bides his time at the office, seems to be 

unmotivated and is eager to punch out at the end of the day, is usually not the best employee. 

You want a team that's motivated, and believes in the vision of the business. When you have 

motivated employees, you'll see less turnover, greater productivity and customer satisfaction. Of 

course, the consequences of having unmotivated employees has a negative impact on the office.
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When employees have no motivation, they will do their minimal best, just so they can get 

through the workday. This person is content to let others take the bulk of the work, whereas this 

person becomes easily distracted by non-work activities, such as talking on the phone or surfing 

the internet. One of the key issues for business leaders who have an employee like this is the 

additional stress this puts on the other team members. It's one thing to take on additional 

responsibility when someone is sick or is otherwise unable to perform his job, but employees 

often resent an employee who simply refuses to do his job. Ultimately, one person could have a 

negative effect on the entire team's productivity because the other team members are stressed or 

burned out from the additional work load they've had to take on.

Unmotivated employee is unable to overcome challenges. When he faces a challenge, he may 

react as if he has been confronted with a sign telling him to stop what he's doing and to go get a 

cup of coffee in the break room. A motivated employee, however, views motivation as an 

intrinsic value. Accepting a challenge excites her. Motivated employees accept a challenge and 

stick with the problem until a solution is found. Employees who lack motivation lack the energy 

and enthusiasm to try different solutions that may not make sense, but they keep trying until they 

find a solution that makes sense and works.

An unmotivated employee doesn't seem to care if he has a job or not. This employee doesn't 

apologize for being late and he doesn't seem to jump in to work with any level of positivism. He 

is there for his pay check and expects his pay check to arrive when it is due and in the correct 

amount, but he's unwilling to take on any additional responsibility. If he does take on additional 

responsibility, he often complains about having "more work to do." Apathy and complaints can 

have a spiraling effect on the overall team, just as low productivity does. It's hard to work with 

someone who doesn't want to be there and who gets upset when asked to do his job or to 

contribute a little extra from time to time.

Customer service suffers when employees have no motivation. If the employee doesn't care 

about being at work, he certainly doesn't care about the company vision or the success of the 

company. This person is not about to go the extra step to help a customer. This is common on 

sales floors where an unmotivated representative doesn't even approach a customer to ask if she 

needs help. Lack of motivation also shows itself in customer service calls when a customer has a 

problem. The unmotivated employee is less likely to seek a happy resolution if doing so requires 
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extra time or effort. Instead, the employee will be content to tell the customer, "Sorry, that's just 

how it works," and then the employee lets the customer hang up, still frustrated.

2.1.7. Importance of Motivating Employees

1. Human Capital Management 

A company can achieve its full potential only by making use of all the financial, physical, and 

human resources that it has. It is through these resources that the employees get motivated to 

accomplish their duties. This way, the enterprise begins to listen as everyone is doing their best 

to fulfill their tasks. 

2.  Meet Personal Goals and Help an Employee Stay Motivated 

Motivation can facilitate a worker reaching his/her personal goals, and can facilitate the self-

development of an individual. Once that worker meets some initial goals they realize the clear 

link between effort and results, which will further motivate them to continue at a high level.

3.  Greater Employee Satisfaction 

Worker satisfaction is important for every company, as this one factor can lead towards progress 

or regress. In the absence of an incentive plan, employees will not fill ready to fulfill their 

objectives. Thus, managers should seek to empower them through promotion opportunities, 

monetary and non-monetary rewards, or disincentives in case of inefficient employees. 

4. Raising Employee Efficiency 

An employee’s efficiency level is not strictly related to his abilities and qualifications. In order to 

get the very best results, an employee needs to have a perfect balance between ability and 

willingness. Such balance can lead to an increase of productivity, lower operational costs, and an 

overall improvement in efficiency, and can be achieved only through motivation. 

4.  A Higher Chance of Meeting the Company’s Goals 

Any organization has its goals, which can be achieved only when the following factors are met: 

 There is a proper resource management
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 The work environment is a cooperative one

 All employees are directed by their objectives

 Goals can be reached if cooperation and coordination are fulfilled at once through 

motivation 

5.  Better Team Harmony 

A proper work environment focused on cooperative relationships is highly important for an 

organization’s success. Not only that it can bring stability and profits, but employees will also 

adapt more easily to changes, fact which is ultimately in the company’s benefit. 

6.  Workforce Stability 

Stability of the personnel is highly important from a business point of view. The staff will stay 

loyal to the enterprise only they meet a sense of participation within the management side. The 

abilities and potency of staff can be used in their own advantage, but also in the benefit of the 

organization. 

2.1.8. What Managers do to Eliminate Job Demotivation Of Employees?

Step One: Eliminate Job Dissatisfaction

Herzberg called the causes of dissatisfaction "hygiene factors." To get rid of them, you need to:

 Fix poor and obstructive company policies.

 Provide effective, supportive and non-intrusive supervision.

 Ensure that wages are competitive.

 Provide job security.

 Change unpleasant work environment

Step Two: Create Conditions for Job Satisfaction

To create satisfaction, Herzberg says you need to address the motivating factors associated with 

work. He called this "job enrichment." His premise was that every job should be examined to 

determine how it could be made better and more satisfying to the person doing the work. Things 

to consider include:

 Providing opportunities for achievement.
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 Recognizing people's contributions.

 Creating work that is rewarding and that matches people's skills and abilities.

 Providing opportunities to advance in the company through internal promotions.

 Offering training and development opportunities, so that people can pursue the positions 

they want within the company.

 Build a good work environment.

Managers’ understanding that factors which demotivate employees can often be related to 

matters other than the work itself, can lead to improved motivation, greater job satisfaction and 

improved organizational performance by the entire workforce. Understanding individual goals, 

coupled with wider skills and abilities, can lead to greater opportunities. Individuals are seen as 

valuable to organizations and can acquire new skills useful in the future. Improving skills, 

opportunities and increasing employee knowledge will, in the longer term, increase the value of 

an organization’s human assets. Most importantly, it can lead to greater staff commitment, 

understanding and loyalty, and enable the organization to have a motivated employees.(Herzberg 

,1987)

2.2. Empirical literature

According to some previous researches, it is seen that factors that affect the employees of 

different organizations in a negative way are- insufficient wage and job insecurity, limited 

training programs, lack of new opportunities etc. Moreover, with the pace of time several other 

factors have been revealed which negatively affect employee motivation and performance. 

That’s why there are different researches made by researchers to determine the factors that 

motivate the employees in a positive way and as a result of these researches too many factors 

have been found (Mak&Sockel, 2001; Velo& Mitta, 2006). A study of industrial employees, 

conducted by (Kovach,1987), yielded the following ranked order of motivational factors: (a) 

interesting work, (b) full appreciation of work done, and (c) feeling of being in on things. 

Another study of employees, conducted by (Harpaz, 1990), yielded the following ranked order of 

motivational factors: (a) interesting work, (b) good wages, and (c) job security. Research 

conducted by Lindner (1998) by using a descriptive survey of twenty five (25) employees in 

research center, rank-ordered the motivational factors affecting employee motivation as: (a) 

interesting work, (b) good wages, (c) full appreciation of work done, (d) job security, (e) good 



28

working conditions, (f) promotions and growth in the organization, (g) feeling of being in on 

things, (h) personal loyalty to employees, (i) tactful discipline, and (j) sympathetic help with 

personal problems. When comes to 2000s years, factors that motivate employees are seen to be 

changed as there are technological developments, rapid increase of competitive factors among 

businesses and changes in employee needs as well as noticeable increase of female counterparts 

into the workforce are seen to be effective. For example, in the research of (Ölçer ,2005), 

determine what are the ranked factors that affect working staff motivations are job security, good 

relations with superiors, wage and appreciation based on fair performance, trustful and 

cooperative relations with workmates, appropriate working environment, ensuring opportunities 

for social development, doing group work, giving important and appropriate works in accordance 

with employee’s skills and work rotation. Ölçer stressed that there is a meaningful relation in a 

positive way between motivation level and performance level. A study on fast food industry 

conducted by (Hossain& Hossain ,2011), found several different factors according to the order of 

importance- Good wages, overall job security, training and development, benefits, evaluating 

performance fairly, accepts mistakes positively, availability of logistics supports, opportunities 

for career growth and development, flexible working hour, recognition, challenging work, 

reasonableness in work. 

A cross-sectional study in Lebanon indicated a negative and significant relationship between job 

insecurity and job satisfaction (Karkoulian, Mukaddam, McCarthy, &Messarra, 2013). However, 

the extent to which individuals’ perceived potential for job loss affects their job satisfaction may 

depend on the assessment of their chances of getting another job. However, the possibility of 

finding an equal or better job, and the availability of income security such as unemployment 

insurance could reduce the negative effect of job insecurity on job satisfaction.

Good working relationships with colleagues can engender a healthy working environment that 

enhances personal satisfaction. (Moor, Leahy, Sublett,&Lanig ,2013), studied the effect of nurse-

to-nurse relationship on work environment of registered nurses in southwestern Ohio (N = 82). 

The study was a mixed method design. The result indicated that a considerable number of 

sampled nurses contemplated leaving the profession because of poor nurse-to-nurse relationship.
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(Sakiru et al, 2014), found supervisor leadership styles positively influence employees’ 

satisfaction. Leaders who encourage positive leadership style may enhance job satisfaction than 

leaders who do not. 

(Okediji, Etuk, & Nnedum ,2011), examined the influence of perceived co-worker involvement 

and supervisory support on job satisfaction based on MSQ instrument. The study involved 150 

employees of a brewery company in Uyo, Nigeria. The result of a 2-way ANOVA for unequal 

sample size indicated higher job satisfaction for employees who perceived their supervisors as 

supportive compared employees who saw their superiors as unsupportive.  

According to (George & Jones,1999), because of poor working conditions, many employees feel 

dissatisfied. The working conditions include office space, equipment’s, comfortable chairs, air 

conditioning, tools etc. 

(Kabir, 2011) also established in his research at Pharmaceutical industry, Bangladesh that 

working environment played an important role in the employee’s job motivation. Working hours 

are another aspect of working conditions that researchers have examined. Other empirical studies 

indicated that working hours inversely relate to job motivation. Using longitudinal survey data, 

(McNamara et al., 2013) investigated the association between hours worked per week and 

motivation with work-life balance, in the United States. The study indicated that the number of 

working hours per week negatively associated with satisfaction with work-family life. This 

finding suggests employees report higher dissatisfaction when they work longer hours than when 

they work shorter hours.
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2.3. Conceptual Frame Work

Figure 2.3; show that the independent variables including salary, organization policy, work 

environment, job security, and relationship with peers, supervision and personal life affect the 

dependent variable (overall employees’ motivation).

Figure2. 3 conceptual frame work 

Source: (Alireza , 2008).

 Salary
 Organization policy
 Work environment 
 Job security
 Relationship with peers
 Supervision 
 Personal life

              Employee Motivation
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CHAPTER THREE

3. RESEARCH METHODOLOGY

3.1. Research Design

Research design basically comprises of the blueprint for collection, measurement as well as the 

analysis of data; it is the plan or overall research program that helps the research to obtain 

answers to the research questions; it includes an outline of what the researcher will do right from 

writing the hypothesis/research questions to the analysis of the data; it outlines the research 

problem structure by showing the relationship of the different variables of the study and the 

research plan that is used to acquire empirical evidence on the various relationships (Cooper 

&Schindler, 2014).

The research design is a plan, a mode or a conceptual structure of the research so; this study 

would have a descriptive research design, a mixed research approach, pragmatism world view 

and sequential mixed method of inquiry.

According to Cooper (1996), a descriptive study is concerned with describing a phenomenon 

which would be the concern of this study. Thus, the researcher deemed the design would be 

appropriate for the study it would allow for the investigation of different Hygiene factors that 

influence on Debre Berhan Habesha brewery s.c employee motivation. The dependent variable is 

employee motivation while the independent variables are Herzberg hygiene factors namely 

Salary, Organization policy, Work environment, Job security, Relationship with peers 

Supervision and Personal life.

3.2. Population and Sampling Techniques

3.2.1. Population

A population or universe for a study is any group of individuals or institutions which have one or 

more characteristics in common (Cooper,1996). The target population for the study was Habesha 

Brewery s.c Technical staff and Administrative staff permanent employees so; the study 

population in this research were consists of 184 permanent employees.

3.2.2. Sampling Techniques
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Sampling procedure or technique can further be divided into “two broad categories, probability 

and non-probability samples” (Ghauri& Gronhaug, 2010). 

According to (Sekaran & Bougie, 2013), “in probability sampling, the elements in the population 

have some known, nonzero chance or probability of being selected as sample subjects. In non-

probability sampling, the elements do not have a known or predetermined chance of being 

selected as subjects” (Sekaran & Bougie, 2013). 

The researcher was used both probability and non-probability sampling technique. From a 

probability sampling technique the researcher use a stratified sampling technique. In stratified 

sampling, “the parent population is divided into a mutually exclusive and exhaustive subset or 

strata’s and a simple random sample of units is chosen independently from each subset’’(Ghauri 

& Gronhaug, 2010). The researcher would group the population into different strata according to 

the Departments and simple random sampling method involving selecting randomly from a list 

of the population (a sampling frame) which is the required number of subjects for the sample. 

 As cited in (Glenn, 2012), there are several approaches to determine the sample size, this 

includes using a census for small populations, imitating a sample size of similar studies using 

published tables and applying formula to calculate a sample size. Among all these alternatives, 

this study prefers the formula derived by Yamane, (1967) cited in Glenn, 2012, rule of thumb, 

based on the information from the data, for the population of 184 at 5% margin of error and 95% 

confidence level the sample size is126. 

𝑁
1 + 𝑁(𝑒)2

Where n =sample size, N =population size, e =level of precision given that 95% confidence level 

and P = 5% are assumed.

184/(1+184(0.05)2 

126
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No Department Population sample size
1 Human resource and Administration 11 7
2 Automation 12 8
3 Engineering 33 23
4 Brewing 23 16
5 Quality control 16 11
6 Packaging 60 41
7 Warehouse and Material Control 29 20

Total Number of Permanent staff 184 126
Table 3.1; Sample Size Distribution

From the non-probability sampling technique the researcher would use a purposive sampling. 

Purposive sampling enables the researcher to select cases that would best enable the researcher to 

answer the research question and to meet the research objectives. So, through using this sampling 

technique the researcher was selecting the Human resource department manager because the 

Human resource department is very close with the motivation concept than other departments.

So, A Total of 126 respondents was targeted by the study constituting 68% of the total Habesha 

Brewery s.c permanent employees to be representative enough for the study. 

3.3. Source of Data

According to (Kothari, 2004), a researcher should consider 2 types of data that is primary and 

secondary. The researcher was used both primary and secondary source of data in order to gather 

information. Primary data was collected through using close ended questionnaire and semi 

structured interview. And secondary data was collected from internet, company website, annual 

magazine, annual reports of the company, from previous researches under related research title, 

Journals and Books.

3.4. Data Collection Instruments

Structured form of Close ended Questionnaires and semi structured interview was used as an 

instrument for data collection. The close ended questionnaires adopted from A thesis conducted 

by Getamesay Berhane, (2016) under related research title, A thesis conducted by Mikiyas 

Teshome, (2017) under related research title, A thesis conducted by Florence Njeri ,(2016) under 

related research title.
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Close ended questionnaires was prepared for the selected employees who work in different 

departments of Habesha Brewery s.c in English Language and directly gave to the sampled 

respondents to collect their opinions about the Hygiene factors affecting employee motivation.  

The questions was prepared in the form of statements on a 1-5 Likert scale ranging from 

5=strongly agree, 4=Agree, 3=Neutral, 2=Disagree, and 1=strongly disagree. The questionnaire 

would be divided into 2 sections each dealing with the individually answered questions. Section 

A contains General Information; section B contains questionnaires about the influence of 

hygiene factors on employee motivation. 

Semi structured interview was prepared for Human resource department manager to achieve the 

first and third objective of the study. Researcher would select HR manager because human 

resource department manager is very close to the research title. Consequently the interviews 

questions consist clear, concise and unambiguous open questions, and then followed up with 

exploratory probing questions. This ensured interviewee’s responses would be detailed, allowing 

for the reasoning of responses to be revealed and for the aim to be delved into further. Each of 

the interviews would be audio recorded allowing for a full focus to be put on questioning and 

listening, and easier data analysis (Miles et al, 2014). This means that valid transcripts could be 

created, which would be done by re-listening of the recordings and typing each of the interviews 

word by word. Despite taking a lot of time to do, it removed the risk of data being misinterpreted 

(Ritchie et al, 2014). These methods of recording data reassured the interviewees’ that their 

responses considered as a  high importance, and allowed for points to be articulated, making it 

easier when creating probing questions (Saunders et al, 2016).    

3.4. Piloting of Research Instruments

A self-administered close ended structured questionnaire was adopted from different researches   

by the researcher based on the research questions as a data collection tool. The questionnaire was 

pilot tested (pre- tested) on 15 employees (8% of the total population) prior to using it to collect 

data to ensure that the respondents understand the questions (questions are clear). Based on this, 

wording errors, grammar errors on the questionnaires was corrected and Sequence of 

questionaries’ was changed before the researcher was distributing the whole questionnaire to 

collect data. Sequence of Questions in the questionnaire was rearranged by their cronbach alpha 

rapport. The questions who produces a good cronbach alpha rapport or the questions with a good 
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rapport with most respondents comes first. A pilot test was also enables the researcher in 

assessing the validity of the questions and its  reliability The pilot test was conducted with 

representatives of the sample (from each of the departments of the population) and pilot test 

questionnaire was not be used for the final analysis but only  guide to fine-tune the final 

questionnaire.

3.5. Validity and Reliability 

3.5.1. Validity

 Validity defined as the extent to which data collection method or methods accurately measure 

what they intended to measure. To ensure the validity of the study, the study was examined by 

the advisor. Furthermore the questioners are adapted from the previous researches that was 

conducted with the related research titles and All measures used to construct the instruments 

have shown acceptable level of construct and content validity in previous studies and was used in 

this study with slight modification and sample questionnaires was administered before 

distributing finalized one for 15 respondents and adjustments was made to the questionnaire 

items based on the comments of the respondents. 

Additionally, several measures were employed to ensure that the results free from material errors 

from the design of the questionnaire. Such measures are clarity of instructions and clarity of the 

questions.

3.5.2 Reliability

According to Kothari (2004), a measuring instrument is reliable if it provides consistent results. 

Cronbach alpha is a coefficient of reliability. It is commonly used as a measure of the internal 

consistency. In order to ensure reliability, statistical analysis will be implemented to examine the 

internal consistency of the instruments utilized. Cronbach’s alpha reliability test was used as an 

examination indicator to determine the reliability of the measurement scale. In addition to this it 

cronbach alpha result is important to arrange the sequence of questionnaire. In a structured 

questionnaire the best that can be done is to determine the question-sequence with the help of a 

Pilot Survey which is likely to produce good rapport with most respondents (Kothari, 2004).
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According to Sekaran (2003), reliabilities less than 0.6 are considered to be poor, those in the 0.7 

range to be acceptable, those over 0.8 are good and the reliability coefficient closer to 1 is better. 

With regard to this researcher got a Cronbach Alpha coefficient of 0.892 therefore the 

measurements have a good level of reliability. 

3.5. 3. Reliability of the Instrument

As proclaimed by Bhattacherjee (2012), reliability is the degree to which the measure of a 

construct is consistent or dependable. This research has administered the most commonly used 

internal consistency reliability measure of Cronbach’s alpha which was originally designed by 

Lee Cronbach in 1951. According to Sekaran (2003), reliabilities less than 0.6 are considered to 

be poor, those in the 0.7 range to be acceptable and those over 0.8 are good. The reliability 

coefficient closer to 1 is better.

Reliability Statistics 

Cronbach's 

Alpha N of Items

.892 21
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Table 3.2; Reliability coefficients

Variables Number of items Cronbachalpha coefficient
Motivation 3
Q1 0.864

Q2 0.824

Q3 0.796

Salary 3
Q 1 0.887

Q2 0.872

Q3 0.860

Work Environment 3
Q1 0.872  

Q2 0.864

Q3 0.857

Supervision and Relation With 
Authority

3

Q1 0.862

Q2 0.862

Q3 0.855

Organizational Policy 2
Q1 0.861 

Q2 0.856

Job Security 3
Q1 0.869 

Q2 0.864

Q3 0.850

Peers Relationship 2
Q1 0.872

Q2 0.863 

Personal Life 2
Q1 0.873 

Q2 0.871

3.6 Data Analysis and interpretation 

Data collection by itself is not enough it must be analyzed to give a meaning. The researcher was 

used both descriptive and inferential data analysis techniques to analyses quantitative data and to 

achieve the first and the second objectives of the study. The relevant data collected for the study 

was processed, analyzed and interpreted through SPSS (statistical package for social science) 

software version 25. Influence of Hygiene factors (independent variables) on motivation 



38

(dependent variable) was analyzed by using inferential data analysis multiple linear regression 

technique. The primary objective of regression is to develop a regression model, to explain the 

relation between one or more variables in a given   population. A particular form of regression 

model depends on the nature of the problem under study and the type of data variables. Multiple 

linear regressions contain two or more independent variables and one dependent variable and all 

the assumptions of regression are tested in the model adequacy checking.

The general form of a multiple linear regression model is given by: 

                 Y = βo + β1 X1 + βX2 …..βkXk + € 

 The researcher has also employed descriptive data analysis method to summarize the 

characteristics of study variables. Whereas, The collected data has been clearly presented by 

using tables, graphs, charts and which were expressed in the form of frequency, percentage, 

mean and standard deviation. And the data that was collected through interview was analyzed by 

a qualitative data analysis way through a narrative technique to achieve the first and the third 

objective of the study .A narrative is broadly defined as an account of an experience that is told 

in a sequenced way, indicating a flow of related events that, taken together, are significant for the 

narrator and which convey meaning to the researcher. It follows that understanding and meaning 

are likely to be promoted through analyzing narrative accounts in their originally told form.

3.7. Ethical Considerations

According to Creswell (2012), “as the researchers’ anticipate data collectors, they need to respect 

the participants and sites for the research’’. In the study the researcher would maintain 

objectivity, courtesy and high professional standards through scientific process and no 

falsification, alteration or misrepresentation of data for biased or other purposes.  

The study would be conducted by considering ethical responsibility. This includes providing 

information to the respondents about the purpose of the study and the use of the information as 

well. Information obtained would be held in strict confidentiality by the researcher. Respondents’ 

anonymity would keep so that participants would become feel free and safe to express their 

ideas.
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CHAPTER FOUR 

4. DATA PRESENTATION ANALYSIS AND INTERPRETATION

4.1. INTRODUCTION
In order to achieve the objectives of the study out of 126 sample respondents all 126 respondents 

response was taken for the analysis purpose. And both descriptive and inferential statistical 

analyses were employed. SPSS v.25 was used for analysis purpose. Descriptive statistics has 

used to summarize the characteristics of study variables. Whereas, inferential statistics has been 

used to investigate the influence of hygiene factors on Habesha brewery factory employee 

motivation.

4.2. Quantitative Data Analysis 

4.2.1 The Response Rate

The analysis is based on the information obtained from the sample respondents response. In 

order to get a representative data, 126 questionnaires were developed and distributed to 

employees of Habesha Brewery s.c employees and all 126 questionnaires were returned  so the 

analysis is based on the valid 126 questionnaires responded by employees. 

 4.2.2. Descriptive result of the study 

4.2.2.1 Descriptive Statistics for Demographic Data

It is the initial step of data analysis which summarizes the background information about the 

respondents in the data set. Descriptive statistics was employed to simple demonstration of the 

observation result in light with the questions. Demographic variables of the respondents such as 

gender, age, educational level, work experience of the respondents have been presented and 

discussed below.
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Descriptive Analysis for categorical variables

Characteristics of respondents by Gender

Frequency Percent Valid Percent
Cumulative 

Percent
Male 64 51 50.8 50.8
Female 62 49 49.2 100.0

Valid

Total 126 100.0 100.0
Table 4.1 shows the summary result of demographic variables in the study, the frequency 

distribution table shows that about 51% of the total sampled respondents are male and the rest 

49% of them are female. Source own survey (2011).

  
Characteristics of respondents by Age

Frequency Percent Valid Percent
Cumulative 

Percent
below 21 4 3.2 3.2 3.2
21-30 54 42.9 42.9 46.0
31-40 54 42.9 42.9 88.9
41-50 14 11.1 11.1 100.0

Valid

Total 126 100.0 100.0

Table 4.2shows Descriptive result of age of respondents shows that about 3.2% of the sampled 

respondents are below 21 years old, 42.9% of them have age of 21-30 years, 42.9% of the 

respondents have 31-40 years, 11.1% of them have 41-50 years. Source own  survey (2011).

Characteristics of respondents by Education

Frequency Percent Valid Percent
Cumulative 

Percent
certificate/diploma 37 29.4 29.4 29.4
bachelor degree 71 56.3 56.3 85.7
master’s degree 18 14.3 14.3 100.0

Valid

Total 126 100.0 100.0

Table 4.3 shows Descriptive result of education level of respondents and this shows that about 

29.4% of the sampled respondents are diploma holder, , 56.3% of them are degree holder and 

14.3% of the sampled respondents are master holder. Source own survey (2011).

Characteristics of respondents by Position
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Frequency Percent Valid Percent
Cumulative 

Percent
Administration 60 47.6 47.6 47.6
Technical 66 52.4 52.4 100.0

Valid

Total 126 100.0 100.0

Table 4.4 shows Descriptive result of position of respondents and this shows that about 47.6% of 
the sampled respondents are administrative staff, 52.4% of them are technical staff members. 
Source own survey (2011).

Characteristics of respondents by Experience

        

Frequency Percent Valid Percent
Cumulative 

Percent
1-5 113 89.7 89.7 89.7
6-10 13 10.3 10.3 100.0

Valid

Total 126 100.0 100.0

Table 4.5 shows that about 89.7% of the sampled respondents have 1 -5 year of experience, 

10.3% of them have 6-10 years of work experience in the organization.

Similar results have been presented through diagram for gender, age. experiance, position of 

respondents. The following pie chart shows the distribution of sample respondents by their age. 

The result reveals that about 3.17% of the sampled respondents are below 21 years old, 42.86% 

of them have age of 21-30 years, 42.86% of the respondents have 31-40 years, 11.1% of them 

have 41-50 years. 
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Figure 3.1 age of respondents.
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Similar results in the above also have been presented through diagram for education level of 

respondents. The following bar chart shows the distribution of sample respondents by their 

education level. The result reveals that 29.37% of the sampled respondents are deploma holder, , 

56.35% of them are degree holder and 14.29% of the sampled respondents are master holder.                                

                            Figure 3.2 educational level of respondents.
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Similar results have been presented through diagram for gender of respondents. The following 

pie chart shows the distribution of sample respondents by their gender. The result reveals that 

50.79% of the respondents are male and the rest 49.21% of them are female.

  Figure 3.3 gender of respondents 
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Finally bar chart below shows the distribution of sample respondents by their position in the 

organization. The result reveals that 47.6% of the respondents are administrative staff and the 

rest 52.38% of them are technical staff.

Figure 3.4 position of respondents in the organization.

                           Summary statistics for computed continuous variables
The following table shows the descriptive statistics for computed study variables. The groups of 

similar categories have been computed in to continuous variable. Summary statistics of 

dependent and independent variables in the study shows that the average salary is 3.28 with 

standard deviation of 0.74322, maximum of 5.00and minimum of 1.67. The average of work 
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environment factors with its minimum, maximum, mean and standard deviation is 1.67, 5.00, 

4.1833 and 0.69923  respectively. Supervision and relationship with authority factors is another  

hygiene factor influence on employee motivation  its summary statistics shows that, it has mean 

3.7646, standard deviation of 0.95225, minimum of 1.00 and maximum of 5.00. Result of 

organizational policy factors shows that, it has average of 3.9127, standard deviation of 0.75054, 

minimum of and1.50 maximum of 5.00. Job security  factors is the fifth determinant of employee 

motivation, with average of 4.4656, standard deviation of 0.65873, minimum of 2.67and 

maximum of 5.00 another hygiene factor of employee motivation is peer relation  factors; it has a 

mean of 4.1587 , standard deviation of 0.64700, minimum of 1.50 and maximum of 5.00.the last 

independent hygiene factor is personal life and it has a mean of 2.4960, standard deviation of 

1.20415, minimum of 1.00 and maximum of 6.50.finally in this research mean of motivation, std 

deviation, maximum value ,minimum value is 3.7755, 0.38932, 4.86, 2.86 respectively.

Descriptive Statistics

N Minimum Maximum Mean
Std. 

Deviation
Salary 126 1.67 5.00 3.2857 .74322
working_enviromen
t 126 1.67 5.00 4.1833 .69923

Supervision 126 1.00 5.00 3.7646 .95225
organizational_poli
cy 126 1.50 5.00 3.9127 .75054

job_security 126 2.67 5.00 4.4656 .65873
peer_relation 126 1.50 5.00 4.1587 .64700
personal_life 126 1.00 6.50 2.4960 1.20415
Motivation 126 2.86 4.86 3.7755 .38932
Valid N (listwise) 126
Table 4.6 descriptive statistics for computed study variables 
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4.2.3 Inferential result of the study

It is the advanced type of statistical analysis, which shows the correlation of variables under the 

study. Basically regression and correlation have been used to examine the effect of different 

Hygiene factors on employee motivation of Habesha brewery s.c employee motivation.

4.2.4 Correlation analysis 

As proclaimed by Marczyk, DeMatteo and Festinger (2005), correlations are perhaps the most 

basic and most useful measure of association between two or more variables expressed in a 

single number called a correlation coefficient (r). Correlations provide information about the 

direction of the relationship (either positive or negative) and the intensity of the relationship (–

1.0 to +1.0). In general, correlations of .01 to .30 are considered small, correlations of .30 to .70 

are considered moderate, correlations of .70to .90 is considered large, and correlations of .90 to 

1.00 are considered very large. Correlation coefficients greater than 0.3 and significance level 

below 0.05 are considered acceptable in the study.

Table 19 shows that associations between all variables are positive as presented below. 

Significant relationship is also below 0.05 among many variables. Salary has significant 

relationship with employee overall motivation at the value .000 which is less than 0.05.work 

env’t has significant and positive relationship with employee motivation at the value .000 which 

is less than 0.05.  

 Supervision and r/ship with authority has significant relationship with employee overall 

motivation at the value .000 which is less than 0.05. organizational policy has significant 

relationship with employee overall motivation at the value .000 which is less than 0.05. job 

security has significant and positive relationship with employee overall motivation at the value 

.000 which is less than 0.05. peer relationship  has significant and positive relationship with 
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employee overall motivation at the value .005which is less than 0.05. last independent variable 

that is personal life has also significant and positive relationship with employee overall 

motivation at the value .000which is less than 0.05.

Table 4.7 correlation of employee motivation and the set of Hygiene factors.

 

Motivatio
n Salary

working_
envirome

nt
Supervisi

on

organizati
onal_polic

y
job_securi

ty
peer_relati

on

perso
nal_li

fe
Pearson 
Correlation 1 .321** .384** .594** .407** .337** .251** .310**

Sig. (2-tailed) .000 .000 .000 .000 .000 .005 .000

Motivatio
n

N 126 126 126 126 126 126 126 126
Pearson 
Correlation .321** 1 .016 .088 .057 .096 -.103 -.014

Sig. (2-tailed) .000 .857 .326 .526 .282 .249 .880

Salary

N 126 126 126 126 126 126 126 126
Pearson 
Correlation .384** .016 1 .193* .150 .322** .318** -.121

Sig. (2-tailed) .000 .857 .030 .094 .000 .000 .178

working_e
nviroment

N 126 126 126 126 126 126 126 126
Pearson 
Correlation .594** .088 .193* 1 .320** .148 .295** -.043

Sig. (2-tailed) .000 .326 .030 .000 .099 .001 .635

Supervisio
n

N 126 126 126 126 126 126 126 126
Pearson 
Correlation .407** .057 .150 .320** 1 .053 .247** .051

Sig. (2-tailed) .000 .526 .094 .000 .554 .005 .574

organizati
onal_polic
y

N 126 126 126 126 126 126 126 126
Pearson 
Correlation .337** .096 .322** .148 .053 1 .160 -.191*

Sig. (2-tailed) .000 .282 .000 .099 .554 .074 .032

job_securi
ty

N 126 126 126 126 126 126 126 126
Pearson 
Correlation .251** -.103 .318** .295** .247** .160 1 -

.266**

Sig. (2-tailed) .005 .249 .000 .001 .005 .074 .003

peer_relati
on

N 126 126 126 126 126 126 126 126
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Pearson 
Correlation .310** -.014 -.121 -.043 .051 -.191* -.266** 1

Sig. (2-tailed) .000 .880 .178 .635 .574 .032 .003

personal_l
ife

N 126 126 126 126 126 126 126 126
**. Correlation is significant at the 0.01 level (2-tailed).

*. Correlation is significant at the 0.05 level (2-tailed).

                                                       

4.2.5 Multiple linear regression 

Multiple linear regression is commonly used statistical tools appropriate for continuous data. The 

model contains one continuous dependent and two or more than two independent variables. It 

has distributional assumptions and these assumptions have been tested in in the model adequacy 

checking.

4.2.6 Model adequacy checking 

i) Linearity: - this is an assumption that states there is a linear relationship between dependent 

and independent variables .We checked this assumption by p-p plot. As it has indicated below, 

the plot shows that there is approximately linear relationship between employee motivation and 

the set of predictor variables. 
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                 Figure 3.5 Linearity Graph
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Normality: the second assumption of regression analysis is error terms must be normally 

distributed with mean zero and constant variance. This can be checked by histogram or pp-plot. 

To attain this assumption the histogram should be approximately normal or it must be bell 

shaped distribution. And the distribution of points should be lies around the 45 degree straight 

line in the pp-plot. As it has shown below both graphs attain the assumption of normality.

Figure 3.6 test of Normality assumption

Constant variance (homoscedasticity):- the third assumption of multiple linear regression is 

error assumption that is error terms should have a constant variance, if this assumption is 

violated there is a problem of hetroscedasticity, This can be checked by drawing the scatter plot 
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of standardize residual versus standardize predicted value. To attain this assumption the 

distribution or the scatteredness of the point on the graph should be random.

                                     Figure 3.7 test of Homoscedasticity assumption

v) Multicolinearity: multicolinearity refers to the existence of moderate or (perfect) linear 

relationship among the regressors. It can be tested by using VIF (variance Inflation factor). 

Given by: 

     VIF = 1/1-Ri2 where Ri2 is coefficient of determination that we can calculate from anova 

table.  If the value of  mean of VIF is 1, there is no multicolinearity among the regressors,if the 

value of mean of VIF is more than  4 and 5 there is a moderate multicollinearity. If the mean of 

VIF is 10 there is a high correlation among independent variables.
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                    Table 4.8 tests of multicoliineartity

Collinearity Statistics
Model Tolerance VIF

Salary .959 1.043
Working enviroment .815 1.227
Supervision .827 1.210
organizational 
policy .854 1.171

job security .859 1.165
peer relation .749 1.335
personal life .890 1.124

     Mean VIF=1.18

 Since the mean of VIF is 1.18, there is no sever problem of multicollinearity.

4.2.7 Regression Analysis

4.2.7 1. Coefficient of Determination.
The coefficient of determination helps us to find how much the dependent variable is explained 

by explanatory variable. The result obtained from the data analyzed for this purpose is given 

below.

Adjusted R Square in the model summary table below shows the degree of explanation of the 
dependent variable by the model. The result reveals that about 72.6% of the variability in 
employees Motivation is explained by the set of different Hygiene factors in the model.

Table 4.9 Model summary table

Predictors: (Constant), Hygiene factors (salary, work env’t, company policy, job security, peer 

relationship, supervision and personal life).

The Above table revealed that there is a strong relationship at R = .852 between employee 

motivation and the hygiene factors and this value is a best predictor of the level of motivation by 

Model Summary

Model R R Square
Adjusted R 

Square
Std. Error of 
the Estimate

1 .852a .726 .710 .20960
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the hygiene factors. An examination of the table shows that R square = .726 which implies that 

the hygiene factors accounts for 72.6% of variations having a significant effect on the employees 

motivation.  

4.2.7.2 Analysis of variance (ANOVA)

We used anova test to show whether the model fits data significantly or not.

Table 4.10: ANOVA Table               

Model
Sum of 
Squares Df Mean Square F Sig.

Regression 13.762 7 1.966 44.754 .000a

Residual 5.184 118 .044
1

Total 18.946 125

a. Dependent Variable:-Employee motivation 

b. Predictor variable:-  all  the hygiene factors ( salary, work env’t, peer relationship, company 

policy , personal life ,supervision and relationship with authority).

 Table 12  shows that the F-value is the Mean Square Regression (1.966 ) divided by the Mean 

Square Residual (.044 ), yielding F=44.754. From the results, the model in this table is 

statistically significant (Sig =.000). 

4.2.7.3 Result table of the study.

The coefficient table of regression analysis shows the effect of each predictor variable on the 

response variable. Referring significance level of each predictor variables shows that all hygiene 

factors have significant effect on employee motivation. From the table it has shown that; salary, 

work env’t, supervision and relationship with authority, organizational policy, job security 

factors, peer relationship and personal life have significant effect on employee motivation of 

H.B.S.C employees. All of the predictor variables have positive effect on employee motivation, 

i.e. the presence of these hygiene factors in H.B.S.C positively influence on the motivation of 

employees.
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Table 4.11 : Coefficient table 

Unstandardized 
Coefficients

Standardiz
ed 
Coefficient
s Collinearity Statistics

Model B Std. Error Beta T Sig.
R 
Square     F Tolerance VIF

(Constant) .578 .217 2.666 .009
Salary .140 .026 .267 5.426 .000 .959 1.043
working_enviroment .117 .030 .211 3.954 .000 .726 44.754 .815 1.227
Supervision .174 .022 .426 8.048 .000 .827 1.210
organizational 
policy

.082 .027 .159 3.051 .003 .854 1.171

job security .138 .031 .233 4.490 .000 .859 1.165
peer relation .074 .033 .123 2.217 .029 .749 1.335

1

personal life .138 .017 .424 8.360 .000 .890 1.124

The fitted multiple linear regression equation is given by:

Yi =   , where .578 +  .267𝑋1 +  .211𝑋2 +  .426𝑋3 +  .159𝑋4 +  .233𝑋5 + .123𝑥6 + .424𝑥7

Yi is the employee motivation and Xi is hygiene factors.  X1 is salary, X2 is work environment, 

X3 is supervision, X4 is organizational policy ,X5 is job security ,X6 is peer relationship and X7 is 

personal life. The set of predictor variables listed in the coefficient table, and the regression 

coefficients  for each predictor variable also given in the above table. From the table above it 𝛽𝑖

has shown that salary factors is highly significant with β =.267 and p = 0.000. This indicates that 

salary factors like; having a good payment , having a good allowances and having a bonus 

payment positively  influence on H.B.S.C employees motivation .  

Work env’t factor also has a significant effect on the employee motivation with β = .211and p = 

0.000. The result revealed that existence of work env’t factors like; comfortable physical 

surrounding, provided with adequate resources and comfortable seating arrangements positively 

influence on the motivation of H.B.S.C employees motivation.
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Supervision and relationship with authority factors are highly significant with β = .426and p = 

0.000 level of significance. That means that existence of giving regular feedback on employee 

performance, participating employees when decisions are made and treating employees without 

bias have a positive influence on H.B.S.C employee’s motivation.   

 Organizational policy factors are highly significant with β =.159  and p = .003 significance 

level. It revealed that organizational policy factors like existence of getting the opportunity to 

work with their work mate and getting a freedom to make decision on their role have a positive 

influence on the motivation of H.B.S.C employee’s motivation.

Job security factors are highly significant with β =  .233 and p = 0.000. This implies that job 

security factors like:  existence of having job a secured job, having steady employment have a 

positive influence on the motivation of H.B.S.C employee’s motivation.

Peer relationship are highly significant with β = .123 and p =.029. This implies that peer 

relationship factors like:  existence helpful friends in the work place and  social functions and 

parties provided by the organization  have a positive influence on the  motivation of H.B.S.C 

employees motivation.

The last hygiene factor is personal life it is highly significant with β =.424 and p = .000This 

implies that personal life  factors like:   existence of balancement between personal life and job 

life  and job behavior that is free from creating stress on employees mind have a positive 

influence on  the motivation of  H.B.S.C employees motivation.

4.2.7.4 Predicting the level of motivation from the six independent components  

The relative importance of the significant predictors is determined by looking at the standardized 

coefficients. In this study, supervision, personal life, salary, job security and  work env’t have the 

highest standardize coefficient (.426, .424 , .267, .233, .211 respectively) and the lowest 

significance (0.000) which is the best predictor. Analyzing the whole table results, the order of 

significance for predictors of overall employee motivation is peer relationship, company policy, 

supervision, personal life, salary, job security and work env’t. have a significant influence on 

H.B.S.C employees.
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4.2.7.5 Evaluating the strength of prediction 

In regression analysis, apart from prediction, strength or magnitude of the relationship requires 

further attention. According to Ho, (2006), a measure of the strength of the computed prediction 

equation is R-square, sometimes called the coefficient of determination. If the value of R-square 

is 50 and above the dependent variable is explained by the independent variable. In this research, 

since R square of all the independent variable is .726 from table 11 above, we can say that 

motivation is explained by the hygiene factors.

Table 4.12 Predictor of employee motivation

Rank Variables Beta T significance
1st Supervision .426 8.048 0.000
2nd Personal life .424 8.360 0.000
3rd Salary .267 5.426 0.000
4th Job security .233 4.490 0.000
5th Work env’t .211 3.954 0.000
6th Company 

policy
.159 3.051 0.003

7th Peer  r/ship .123 2.217 0.029
Furthermore, the beta value indicates the amount of change in the dependent variable (overall 

employee motivation) due to changes in independent variables (salary, work env’t, job security, 

supervision, company policy, peer relationship and personal life). This means if there is 1% 

change in the value of supervision then employee motivation increases by 42.6% if other factors 

remain constant. If there is a 1% change in the value of personal life  then employee motivation 

increased by 42.4%. If there is a 1% change in the value of salary then employee motivation 

increased by 26.7%. If there is 1% change in the value of job security then employee motivation 

increased by 23.3% if other factors remain constant. If there is 1% change in the value of work 

env’t then employee motivation increased by 21.1% if other factors remain constant. If there is 

1% change in the value of company policy then employee motivation increased by 15.9% if 

other factors remain constant. If there is 1% change in the value of peer relationship then 

employee motivation increased by 12.3% if other factors remain constant 

In this study, supervision and personal life the most dominant hygiene factors that influence on 

employee’s motivation highest beta coefficient and with and with low level of significance.  
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4.3 Qualitative data analysis 

As it was presented in the chapter 3 the first and the third objectives of this study answered 

qualitatively and the third objective is answered qualitatively only.

 For the first objective,  the human resource manager of Habesha brewery factory mentioned his 

opinion  that even if there is no 360 degree perfection in motivating  the  employees there is no 

hygiene factors that influence on  employee motivation negatively and their organization made a 

trial to motivate employees for example  as he was explained the company set different salary 

level  for each and every level of jobs using market rate analysis technique their  company 

doesn’t  pay less salary than others  brewery factors just like other companies they  provide 

transportation allowance,  health allowance to their  employees. In addition to this the company 

also provides a subsistence allowance. The company covers the cost of meal for lunch to all 

employees and dinner for the night shift workers in the company cafeteria.

The company provide a safe working environment that protect employees from damage 

especially technical workers are very vulnerable to injuries because during the beer brewing 

process some un expected happenings may take place so in order to prevent their impact and to 

minimize employees worry the organization provide a safety materials also for administrative 

staff it provide a safe, clean, relaxed work environment with sufficient supply of office 

equipment’s. In addition to this as he was mentioned  the company  have a beneficiary company 

human resource policy they  provide educational opportunities, trainings to our employees based 

on their experience irrespective of gender difference. The company operates for 24 hour so they 

adjust the shift working program so employees can run their personal life without any stress and 

according to my view they do have the spare time to care their families and do their own 

personal matters.

Another one is supervision and relationship with authority the supervisors supervise employees 

motivate them give timely feedback for employees there is a healthy and favorable relationship 

between supervisors and their employees. Lastly The company provide a secured job there is no 

any past experience that influence on employees to lose their confidence on the their stayance in 

the organization, the company provide a long term training for employees to improve their 

performance rather than separating them from the organization.
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For the third objective of the study that was to identifying actions taken by the organization to 

address the hygiene factors in H.B.S.C. as the human resource manager of the company 

explained the company doesn’t take actions before because still now they didn’t face a challenge 

before because of the absence of hygiene factors . But the researcher ask the human resource 

manager about kinds of actions will be taken by the organization if employees are not satisfied 

by the existing motivational policy and if it is leading them to have low motivation? human 

resource manager of Habesha brewery s.c respond that they have no written policies to overcome 

the problem if employees are not satisfied by the existing motivational policy but scientifically 

there are a number of strategies to overcome a problem of low level of employees motivation 

like staff meeting and dealing about the problem that cause low motivation, increasing salary, 

readjusting work env’t etc.
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CHAPTER FIVE 

 5. SUMMERY, CONCLUSION AND RECOMMENDATION 

 5.1 SUMMARY OF ANALYZED DATA  

This section summarizes the results and the findings based on the analysis done on the data 

collected from respondents. This research focuses on the assessment of factors affecting 

employee motivation based on Herzberg hygiene factors in Habesha brewery s.c. The discussion 

then will try to accomplish all the objectives of the study. As a result, recommendations are 

given for the company to tackle problem at hand. 

Research objective 1:-To investigate Hygiene factors in H.B.S.C

Based on the findings from both qualitative and quantitative data analysis the researcher 

summarize that all hygiene factors positively influence on employee motivation  by  the 

Comparison of the mean value of all hygiene  factors, correlation table  and result table of the 

study. mean value of all hygiene  factors indicates  that the mean score of towards salary 

factors is  m=3.78 it is found with the agree range of likert scale,The mean score of work 

env’t is m=4.1833 it is found with the strongly agree range of likert scale,The mean score of 

supervision and relationship with authority is m=3.7646 and it is found with the agree range 

of likert scale,The mean score of company policy is m=3.9127 and it is found with the agree 

range of likert scale,The mean score of job security is m=4.4656 and it is found with the 

strongly agree range of likert scale.The mean score of peer relationship is m=4.1587 and it is 

found with the strongly agree range of likert scale,The mean score of personal life is 

m=2.4960 and it is found with the nutral  range of likert scale. The mean score of  the 

dependent variable (motivation) is m= 3.775 and it is found with the agree range of likert 

scale. generally the mean score of all the hygiene factors lies within strongly agree and agree 

range based on this the researcher  summarize that Herzberg hygiene factors positively 

influence on the motivation of H.B.S.C and the employees have a good level of job 

motivation.  

 Correlation table of the study also shows that Salary  shows positive correlation (r=.321 **) 

with overall employee’s motivation, work env’t shows positive correlation (r=.384 ) with 
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overall employee’s motivation, supervision and relationship with authority shows positive 

correlation (r=.384 ),company policy shows positive correlation (r=.407) with overall 

employee’s motivation, job security shows positive correlation (r=.337) with overall 

employee’s motivation, peer relationship shows positive correlation (r=.251** ) with overall 

employee’s motivation, lastly personal life shows positive correlation (r=.310**  ) with 

overall employee’s motivation. Based on this the researcher summarize that all hygiene 

factors have a positive correlation with the motivation ( dependent variable ).

Result table of the study also summarized as, all hygiene factors brings a positive influence 

or change on the dependent variable (motivation).

Research objective 2:- to identify the most dominant hygiene factor that influence employee 

motivation in H.B.S.C.

The impacts of salary, work env’t, supervision, organizational policy, job security, peer 

relation, and personal life on employee’s motivation are 0.267 , 0.211 ,0.426 ,0.159 ,0.233 

,0.123 ,0.424 and this  indicating that supervision and relationship with authority and 

personal life   are  the most dominant hygiene factors that positively influence on employee 

motivation . These two variables   have the highest standardized coefficient and the lowest 

significance.

Research objective 3:- To identify actions taken by the organization in identifying and                 

addressing the hygiene factors in Habesha Brewery Share Company.

The company doesn’t face a challenge of low employee’s motivation before and have no 

experience on identifying and addressing hygiene factors. But if the challenge may happen 

because of the dissatisfaction of employees by the existing motivational mechanisms the 

company doesn’t have any written measures to overcome this problem.
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5.2. CONCLUSION 

From the results that were obtained from summary of descriptive statics table the researcher 

conclude that the mean of likert scale of each independent variable lies with the agree and 

strongly agree range of likert scale and this shows the hygiene factors do not influence on the 

motivation of employees and the mean of the dependent variable likert scale range lies within the 

agree range of likert scale this shows Habesha Brewery factory employees good level of job 

motivation.

From the regression result the researcher conclude that all the hygiene factors have a positive 

influence on the job motivation of Habesha brewery factory employees. Based on this the most 

dominant  hygiene factors that influence  on employees motivation are identified based on their 

highest beta coefficient value and level of significance  that are supervision and  personal life  

with beta value of .426, .424 respectively with 0.000.significance value. Finally the researcher 

conclude that the independent variables have a positive influence on motivation and moderate  

positive relationship between the dependent variable (motivation) and the independent variables( 

salary, work env’t, company policy, supervision, job security, peer relationship and personal life 

Finally based on the quantitative and the qualitative results of the study the researcher concludes 

that all hygiene factors positively influence on the motivation of H.B.S.C employees. From the 

Herzbergs 7 hygiene factors that were identified in this study supervision and personal life are 

the most dominant hygiene factors that influence on the motivation of employees positively and 

The Company doesn’t face a challenge of low employee’s motivation before and have no 

experience on identifying and addressing hygiene factors in addition to this company doesn’t 

have any written measures if the challenge of low motivation may happen because of the 

dissatisfaction of employees by the existing motivational mechanisms of the company.
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5.3 RECOMENDATION   

 Based on the conclusion made earlier, possible recommendation could be forwarded for the 

organization that is the company doesn’t have written measures for employees ‘if   their 

motivation is affected by hygiene factors because of the dissatisfaction with the existing 

motivational mechanisms of the company. So the company is better to have a written measure in 

addressing this dissatisfaction. because employees low level of motivation have a number of 

negative influence on the organization profitability and a problem of employees low level of 

motivation is a serious problem that needs quick response so if the company have a written 

measures for solving a challenge of employees low level of motivation because of hygiene 

factors it can solve problems before deep rooted and result negative consequences on the 

organization and this can enrich the organization culture of quick solving problems.

5.4. IMPLICATIONS FOR FURTHER RESEARCH 

As the present research is an attempt to assess the factor that affect employee motivation based 

on Herzberg hygiene factors  in H.B.S.C therefore additional studies needed to be under taken to 

examine employee motivation patterns in other companies also Future research should be carried 

out in the field of employee motivation in an endeavor to find out more about other factors that 

affect employee motivation taking into consideration that different employees are motivated by 

different factors. Some of these factors are such as team building activities, job sharing, 

employee empowerment, training and development, open and effective two- way communication 

channels, and adequate working conditions at the work place which all came up in the course of 

this study. Future research should also be done on the issues that this study has looked into in 

order to improve the current study as well as the general understanding of employee motivation 

in a bid to consistently and continuously improve on this.     
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APPENDICES

APPENDIX I:  COVER LETTER 

Dear respondent, 

I am a graduate student In Debre Berhan University studying for a degree in Master of Business 

Administration (MBA). As part of my studies, I am conducting a research to better understand 

the factors that affect employee motivation based on Herzberg hygiene factors in Debre Berhan 

Habesha Brewery factory .You are part of the selected respondents whose views I am seeking in 

the above research. The information you give is anonymous and will be treated with strict 

confidentiality and solely for the purpose of completing this study. 

The attached questionnaire is for collecting data in relation to these factors and will take 

approximately 10 minutes to fill in. Please answer all the questions as accurately as possible by 

ticking the box with the appropriate answer for each question. 

Thank you for your cooperation and for taking the time to participate in this research by filing- in 

the questionnaire. 

Yours faithfully, 

Meron Deghifie

Instructions 

No need of writing your name  For Likert scale type statements indicate your answers with a 

check mark (√) in the appropriate box.  

 Note:  Questionnaires are prepared only for employee who has one year and above length of 

service; and employees who are supervisors and technical staff only. 
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APPENDIX II: QUESTIONNAIRE 

Please tick [√] inside the appropriate box below 

SECTION A: GENERAL INFORMATION  

1. Gender  

    Male                      Female 

2. What is your age Range? 

     Below 21 years     21-30 years               31-40 years  41-50 years 

Over 50 years 

3. What is your education level? 

Certificate/Diploma               Bachelor’s Degree  Master’s Degree 

Doctorate   if Others specify________

4. What is your position in the organization? 

      Administrative staff          Technical staff 

Others, please specify __________________ 

5. How many years have you worked with the organization? 

       1-5 years                                 6-10 years 
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SECTION B: INFULENCE OF HYGIENE FACTORS ON EMPLOYEE MOTIVATION 

Please tick in the appropriate box where 5= Strongly Agree, 4= Agree, 3=Neutral, 2= Disagree 

and 1= Strongly Disagree.

NO Scales 5

SA

4

A

3

N

2

DA

1

SD

1 Emplyee motivation is important for an 

organization.

2 I have an internal motivation to perform my 

tasks 

3 The  Organization management give attention 

to employees motivation  

SALARY

1 I am happy and satisfied with my current 

salary.

2 I am happy and satisfied with my current 

allowances.

3 I am happy and satisfied with the bonus 

payments.

WORK ENVIRONMENT 

             

1

I am provided with adequate facilities and 

resources to do my job effectively.

2 The physical surroundings where I am working 

are comfortable to perform my job.

           

3

The working conditions like space, seating 

arrangements helped me to do my duties in 

better way.

SUPERVISION AND RELATION WITH 
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AUTHORITIES

           

1

My supervisor is unbiased and treats every 

employee without discrimination.

2 I have the opportunity to take part when 

decisions are made.

          

3

My supervisor gives a regular feedback on my 

performance.

ORGANIZATIONAL POLICY

1 I get the opportunity to work with my 

colleagues and communicate on aspects of our 

job.

2 I am satisfied with the freedom to make 

decisions on my role.

JOB SECURITY

1 My job provides a secured future.

2 My job provides steady employments.

3 A secured job is critical for job motivation.

PEERS RELATIONSHIP

1 My Office organizes social functions and get 

together parties for all staff.

2 My colleagues are helpful and friendly.

PERSONAL LIFE

1 My job behaviour do not creates stress on my 

personal life.

2 My Job life and personal life is Balanced.
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APPENDIX 3 INTERVIEW QUESTIONS TO HABESHA BREWERY FACTORY 

HUMAN RESOURCE MANAGER

1. Do you think that the hygiene factors (salary, supervision and relationship with peers, 

company policy, work environment, job security and peers relationship) influence on employee 

motivation?

2. Is there any Hygiene factor that influence on the motivation of Habesha Brewery factory 

employees?

 3. If they are there, which Hygiene factor is most dominant dominant do you think in Habesha 

Brewery s.c? 

4. What measure should be taken by the organization to identify and address employee low level 

of motivation because of Hygiene factors?
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APPENDIX 4: Statistical results

Appendix 4.1 Correlation Analysis

motivation salary

working_env

iroment supervision

organizationa

l_policy job_security peer_relation

personal_lif

e

Pearson Correlation 1 .321** .384** .594** .407** .337** .251** .310**

Sig. (2-tailed) .000 .000 .000 .000 .000 .005 .000

Motivation

N 126 126 126 126 126 126 126 126

Pearson Correlation .321** 1 .016 .088 .057 .096 -.103 -.014

Sig. (2-tailed) .000 .857 .326 .526 .282 .249 .880

Salary

N 126 126 126 126 126 126 126 126

Pearson Correlation .384** .016 1 .193* .150 .322** .318** -.121

Sig. (2-tailed) .000 .857 .030 .094 .000 .000 .178

working_envi

roment

N 126 126 126 126 126 126 126 126

Pearson Correlation .594** .088 .193* 1 .320** .148 .295** -.043

Sig. (2-tailed) .000 .326 .030 .000 .099 .001 .635

Supervision

N 126 126 126 126 126 126 126 126

Pearson Correlation .407** .057 .150 .320** 1 .053 .247** .051

Sig. (2-tailed) .000 .526 .094 .000 .554 .005 .574

organizational

_policy

N 126 126 126 126 126 126 126 126

Pearson Correlation .337** .096 .322** .148 .053 1 .160 -.191*

Sig. (2-tailed) .000 .282 .000 .099 .554 .074 .032

job_security

N 126 126 126 126 126 126 126 126

Pearson Correlation .251** -.103 .318** .295** .247** .160 1 -.266**

Sig. (2-tailed) .005 .249 .000 .001 .005 .074 .003

peer_relation

N 126 126 126 126 126 126 126 126

Pearson Correlation .310** -.014 -.121 -.043 .051 -.191* -.266** 1

Sig. (2-tailed) .000 .880 .178 .635 .574 .032 .003

personal_life

N 126 126 126 126 126 126 126 126

**. Correlation is significant at the 0.01 level (2-tailed).

*. Correlation is significant at the 0.05 level (2-tailed).
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Appendix 4.2 Regression analysis

Regression Analysis

Model Summary

Model R R Square Adjusted R Square

Std. Error of the 

Estimate

1 .852a .726 .710 .20960

ANOVA

Model Sum of Squares Df Mean Square F Sig.

Regression 13.762 7 1.966 44.754 .000a

Residual 5.184 118 .044

1

Total 18.946 125

Coefficients

Unstandardized Coefficients

Standardized 

Coefficients Collinearity Statistics

Model B Std. Error Beta t Sig. Tolerance VIF

(Constant) .578 .217 2.666 .009

Salary .140 .026 .267 5.426 .000 .959 1.043

working_enviroment .117 .030 .211 3.954 .000 .815 1.227

Supervision .174 .022 .426 8.048 .000 .827 1.210

organizational policy .082 .027 .159 3.051 .003 .854 1.171

job security .138 .031 .233 4.490 .000 .859 1.165

peer relation .074 .033 .123 2.217 .029 .749 1.335

1

personal life .138 .017 .427 8.360 .000 .890 1.124

Appendix 4.3 Test of Normality Assumption
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Appendix 4. 4Test of linierity Assumption
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Appendix 4.3 Test of  Homoscedasticity Assumption
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APPENDIX 5: TIME SCHEDULE

NO.                             ACTIVITY Start-end Dates

1 Submission of research proposal 22 Feb

2 Correction of any arising issue 27feb-29 Feb

3 Administration and collection of pre questionnaire  5 march-8march

4 Correction of fine tuning questionnaire 10 martch-14march

5 Data collection  16march-19march

6 Data analysis 20march-20april

7 Submission of draft report May 10

8 Correction after review   May 18-may 26

9 Thesis defence June 2

10 Final draft submission June 15
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APPENDIX 6: BUDGET PLAN

NO ACTIVITY UNIT UNIT 

COST

CASH 

AMOUNT

1

15 2.40 36

2 15 30

        Pilot questionnaires testing

 Printing

 Transport

 Sub total 45

2

126 2.40 302

2 15 30

Questionnaires dev’t data collection

 Printing

 Transport

 Sub total 332

3

80 1 80

 Data analysis entry and coding

 Printing of draft project document

 Sub total 80

4

2 80 160

2 20 20

Final report preparation

 Printing

 Binding 

 Sub total 180

5. For supplies and other expenses 1000

           Grand total 1637


