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ABSTRACT 

 

Thepurpose of this studywas to examinefactors affecting publicsector employeeperformance 

atBsona Werana werda publicsector organizations. Theorganizations were consisted of 26 public 

sectorswith the total of 802 civil serviceemployees. Theresearchemployed both 

quantitativeandqualitativeapproach wheresemi structured questionnaire for civilservantand 

interviewfor sector managerswas conducted with one point in time. Stratified sampling method 

was employed to select the samplefrom each stratum(in this casesectors)to makethe 

samplemorerepresentativeof the populationand simple random sampling was employed to fairly 

select individuals from each stratum. From 802 employees, 267respondentswere selected based on 

theidentified databut 264 returnedfillingthe questionnaire.Descriptiveand explanatory research 

designs wereused to to collect and analyzethe empirical datausingSPSS v20.Themean result 

wasbelow averagewhich indicatingthattherewas limitation in implementing of this practice 

properly in the sectors. The correlation resultindicated that therewerepositive relationship between 

allindependentvariables and the dependentvariable, rejecting allnull hypotheses. Thisimplies 

thatanyincreaseonthe independent variablewill bring corresponding changeon employees’ 

performance. And it’s found thatthe independent variables has a 74.2% influenceon the dependent 

variable. Themajor findings were motivation and leadership took the lions sharefollowed 

bytraining, working environment and organizationalculture to affect employee’s 

performance.Thestudy alsorecommends thatregionalgovernment should evolveprogressivepolicies 

that could adequately encouragethepublicsectors. Werdaleaders shallimprovethe critical problem 

of leadership specifically managingthe overallworking environment and mobilizing employees, 

whereas employees also bepart of everysolution rather than externalizing everything towards 

outside. 

 

 

Keywords: Training, Motivation, Leadership, Organizational culture, Working Environment, 

and Employees’ Performance. 
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CHAPTER ONE 

1.1. INTRODUCTION 

The main focus of Human resource management is the organization‟s interest in employees‟ 

performance. Human resource management (HRM) is a function performing by all managers to 

deploy human skill, knowledge, experience, and maximizing their performance to achieve 

organization objective (Armstrong, 2010). The issue about employees‟ performance in public 

sectors has been discussed for decades (Kaplan& Norton, 2004). In many advanced economies, 

such as those of the Anglo-Saxon countries, Scandinavia and the Netherlands public services have 

come under increasing pressure to improve their efficiency and effectiveness. In the 1920s, Elton 

Mayo, the Father of Human Resources, measured the relationship between productivity and the 

work environment. As a result of the Great Depression, pensions, labor standards and minimum 

wages were instituted. 

 

 

Tesfaye (2011) civil service in Ethiopia suggested on factors that affect employee performance: In 

his research findings there are outlooks between the professionals and the politicians. The civil 

service in the eye of the politician perceived as Resists change, The civil servants are there to fulfill 

the strategic objective of the government and wants to interfere in my political work whereas The 

politician in the eye of the civil service perceived as he is a politician he doesn‟t know how to run a 

bureaucracy, Interferes in my work, Recruits politically affiliated personnel, Changes are 

implemented as a result of political decision rather than as a result of research, Sentimental and 

short sighted: Wants to see results quick, thinks always about his political goal and Wants to make 

us busy, increase work load, in the name of change .Ethiopia as a country is sub divided in to nine 

regional states including Amhara region and also Amhara region sub divided in on 14 zones where 

Basona worena woreda is found in North Shewa zone. Amongst twelve zones of Amhara region and 

second-order administrative division,  

 

There are lots of factors that affect the performance of employees. Different business and 

government sectors; overseas and domestic researchers have conducted research up on status and 

factors affecting employee performance focusing on various variables. As of Basona worena wereda 

sectors 2020 evaluation, human resource management challenges have been reported critically. 

Among numerous factors affecting employees‟ performance in the work place, training, motivation, 
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leadership, organizational culture and working conditions are dominant issues that should be 

researched scientifically and not studied before in the research area. These variables are described 

broadly in different studies. The research which is conducted the major factors affecting the 

effectiveness of the job performance of the employees working in each sectors, through identifying 

the variables include leadership, organizational culture, working environment, motivation and 

training. 

1.2. Historical Development of Ethiopian Civil Service 
 

The Ethiopian Civil Service was established formally during the reign of Menelik II in 1907, to 

ensure orderly and efficient arrangements for the workings of government. Under a western-

inspired administrative system, Menelik‟s subsequent illness until he died in 1913 stunted further 

modernization (Clapham 1969).Although the institution underwent a series of changes 

commensurate with a host of new needs and imperatives, the period was marked by weak leadership 

until Haile Selassie succeeded Menelik‟s daughter, Zawditu, in 1930. Later on, during his reign, 

Emperor Haile sellassie undertook a series of institutionalization and restructuring measures in the 

hope of bringing about an effective and efficient civil service governed by specified rules and 

procedures of a uniform nature. However, the Civil Service repeatedly failed to deliver the intended 

service to the public. The imperial period was finally replaced in 1974 with the Dergue socialist 

system, which favored inefficient service delivery and the routine neglect of the due process of law 

in matters of public concern (Mehret, 1997). The Dergue were finally ousted by the Ethiopian 

People‟s Revolutionary Democratic Front (EPRDF) in 1991, despite some belated attempts at 

economic and political reform (Mengisteab, 1992).  

1.3. Statement of the problem 

Employee performance refers to how workers behave in the workplace and how well they perform 

the job duties obligated to them (Aguinis, 2020).  Civil service in Ethiopia is highly inhibited by 

unnecessary political interference, poor separation of power, poor accountability system, ill 

networking (Melesse, 2018). The political tradition of the country was surrounded by hostile 

political environment and inadequate facilities and work environment, Salary does not satisfy the 

basic personal need.  
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Multiple empirical studies revealed that motivation and training affect employee performance 

significantly (Mulatu, 2018). Similarly, Hassen (2017) studied that organizational culture affects 

employee performance positively and significantly. Moreover, Amina (2009) confirmed that the 

working environment significantly affects employees‟ performance. In addition, Getamesay (2016) 

studied identified five factors, including leadership that affects employee performance.  

 Practically, Basona Werna public sectors 2020 annual report revealed that „Good governance, 

quality leadership and Management in public service delivery like accountability, transparency and 

the attitude of involving the staff in decision making process and the role of their contribution to 

their performance and is undermined by the political leaders.  

A number of policy issues and challenges prohibit good performance. The government do not come 

up with friendly policies regulations and the salary offered to them are not motivating employees. 

The researcher tried to come up with the brief view of statement of the problem based on the 

variables which may influence employees‟ job performance in the organization comprising of 

Training, Motivation, Leadership, Organizational Culture and Workingenvironment.  

The training practice of Basona worna public sectors  organization is not as such adequate since 

need assessment and content not well designed before the training and also there is no formal 

evaluation to what extent the training has improved employees‟ performance at work place. As of 

2017 annual report of zonal sectors of good governance the training that is implemented is neither 

satisfying employees nor benefiting the accomplishment of government activities properly. No 

evaluation is conducted whether on-the job training adequately addresses the skill gap or not.    

Among various leadership styles: Democratic leaders listens to the team‟s ideas, let the team players 

contribute to the final decision assimilate (Lewins, 1939) the changes better and more rapidly than 

other styles. Transactional leaders are given power to perform certain tasks and reward or punish for 

a team‟s performance (Burns, 1978). Transformational leaders motivate its team to be effective and 

efficient, whereas bureaucratic leaders believe more in very structured procedures and tend to bend 

over the pre-established measures rather it was successful or not (Weber, 1905). Basona worna 

public sectors  report,(2020 ), revealed, supervisors do not inspire employees to achieve the 

organizations objectives, the management hardly participating employees in organizational decision 

that may concern them such leadership style which has negative impact on employees‟ 

performance. “The manager is supposed to be unbiased and treats every employee without 
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discrimination Waldman (1994). But in reality supervisor tend to bias due to political leaders 

unnecessary interference which is to be studied and identified. 

Among all other factors motivational factors are the most known and acceptable since it plays a 

vital role to individual job performance. In reaching and fulfilling the goals and objectives of the 

organization. Recognition is one of the strong motivation factors; employees feel comfortable when 

they are praised and recognized (Armstrong, 2007). Some motivational factors, such as rewards, 

pay, promotion, and recognition dissatisfied low monthly salarypaid workers which is not 

satisfactory as compared to employees in private organizations.   

Since organization culture is directly linked with HR practices, it also has a positive impact on 

employee performance and adaptability, helping them overcome any corporate challenges and 

situations, and provides them with a direction towards the achievement of a common goal or 

objective (Daft &Weick, 1984). Bsona worn public sectors  report of 2020 depicted and researchers 

observation the organizational culture of commitment to sharing the vision, mission and goals of the 

organization is questionable and the group discussion structure which is commonly known as “one 

to five” is wear away the value of cooperation among employees and interpersonal relationship . 

The working environment is not standardized:  absence of good infrastructure (high tech services, 

working tools office layout etc.) has negative effect on employees‟ performance.   

Prior researchers and the annual repot depicted that the overall 5 determinant factors become 

governing problems for the respected area to be researched.  

Therefore, it is essential to come up with relevant gap as there are undemocratic leadership style, 

luck of transparent motivational factors, haphazardly guided training approach, uncomfortable 

working environment and improper adaptation of organizational culture are leading factors to be 

studied even further. 

1.4. Research Questions 

The study tried to answer the following main research questions:   

 What significant relationship do the selected internal factors have with employees‟ 

performance in the respective sectors?   

  To what extent do the internal factors have effect on employees‟ performance in the sectors? 

 Which variables do have a significant effect on employees‟ performance?  
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1.5. Objectives of the study 

Once the problem statement is justified and research questions are formulated to further elaborate 

the problem statement, the next step is designing the general and specific objectivesof the study. 

The next sub-sections highlight both the general and specific objectives of the study sequentially.  

1.5.1. General Objective 

 The general objective of the research is to investigate factors (training, motivation, leadership, 

organizational culture, and working environment) affecting employees‟ performance at Bsona 

Werna public sectors Organizations.   

1.5.2. Specific Objective 

The specific objectives of the study were to: 

 Examine the relationship between the selected internal factors (training, motivation, 

leadership, organizational culture, and working environment) and employees job 

performance in the sectors 

 Investigate the degree of the effect of internal factors on the performance of the individuals 

in the study area.  

 Examine which variables have significant effects on employees‟ performance in the 

respective area.   

1.5. Research Hypothesis 

According to Geoffrey Marczyk (2005) two types of hypotheses that is the null hypothesis and the 

alternate hypothesis. The null hypothesis always predicts that there will be no differences between 

the groups being studied. By default, the alternate hypothesis predicts that there will be a difference 

between the groups. In this case the researcher used the null hypothesis.    

Hypothesis 1: Training has no positive relationship with employees‟ performance.  

Hypothesis2: Motivation has no positive relationship with employees‟ performance.   

Hypothesis3:Leadership has no positive relationship with employees‟ performance.   

Hypothesis 4:Organizational culture has no positive relationship with employees „performance.   

Hypothesis5: working environment has no positive relationship with employees‟ performance.    
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1.6. Significance of the study   

The study attempted to add knowledge and awareness about concepts of employee performance. It 

also contributed to the ongoing debate of why public sector employee performance is affected and 

its impacts to their performance, and their contribution towards development to all sectors in 

general. The study will also be used as a baseline for future researchers and other research users 

who may venture into a similar area of assessing on Factors Affecting the Performance of 

Employees in Basona worna public sectors organizations.   

The findings will provide up to date information for political leaders, academicians, policy makers, 

employees and researchers for better policies and could influence improvement of service delivery.   

However, the research findings will be the great help to other researchers towards filling gaps of 

suitable literature concerning assessment of factors affecting employee performances on public 

sectors.  

1.7. Scope of the Study 

Geographically this research was delimited to north Shewa zone at Basona worna worda 26 public 

sectors organizations. The researcher focused on factors, such astraining, motivation, leadership, 

organizational culture, and working environment, which affect the performance of employees at 

Basona worna worda. Moreover, methodologically, the research used bothdescriptive 

andexplanatory research design to guide the overall data collection process and the analysis of 

collected data.  

1.8. Limitations of the Study   

The general objective of the research is to investigate factors affecting employees‟ performance at 

Bsona worn public sectors Organizations. While conducting the study, the researcher encountered: 

unavailability of some respondents at planned time, shortage of finance, shortage of time and in 

convenience of respondents to answer the question appropriately and on time basis. 

1.9. Organization of the study 

In the organization of the study, the first chapter discusses the introduction, background of the 

study, statement of the problems, and objective of the study, hypothesis, and significance of the 

study, scope, and limitation of the study. The second chapter reviews literature related to this 

particular research. The third chapter concentrates on the research design and the methodology. The 
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fourth chapter presents data and analysis based on the gathered data. The fifth chapter deals with the 

major findings, conclusion, and recommendation part of the research. 

1.10. Definition of Terms/Concepts 

 Department - A portion of office which is a direct branch of worda civilservant assigned to 

coordinate the structure itself to perform a particular activity just like civil service, health, 

education,  etc 

 Head - A person who is in charge of or responsible to lead the government office.  

 Job Performance – is an activity in which employees of civil servant accomplish their day to 

day activity and termed as „performance‟ in this research.  

 Office – An administrative unit of the government assigned to serve the community in the 

respective worda.  

 Public servant - Employee working to serve the community hired by the government.  

 Supervisor - is an immediate boss or team leader of the work  

 Sectors – Basona worna public service organizations / offices/  

 

 

 

 

 

 

 

 

 

 

 

 



 
 

8 
 

CHAPTER TWO: LITERATURE REVIEW 
 

2.1. Introduction 

 

Nowadays, organizations are aware of the fact that employee performance is one of the key factors 

behind any business success, which is why the management is usually finding ways to increase the 

level of employee performance through various methods. It is the mission of organization to get 

people together to accomplish tasks and objectives in utilizing the resources effectively and 

efficiently. The Human Resource Management (HRM) department of any organization is one of the 

most critical elements of the business, and one of its main aims is to maximize output from limited 

human resources and ensure that the organization is experiencing substantial growth through the 

strengthening of its employees.  

 

The Ethiopian government has embarked on multiple public administration reforms from the early 

1990s to 2001, extensive government reorganization was undertaken along with the launch of a 

National Capacity Building Program, which gave new impetus to the Civil Service Reform Program 

(Getachew& Richard, 2006). Though different researchers viewed the problem, still it couldn‟t 

come up with solving existing problems. Here BWW is one of the public service performance 

influenced by various problems in which this research is about to be investigated. 

2.2. Theoretical review 

Employee Performance: can be defined as the outcome of all cumulative actions that an employee 

performs using his skills, abilities, and knowledge for a particular situation or task during a given 

time frame (Prasetya& Kato, 2011). It is one of the steps towards the achievement of organizational 

goals, which is the reason why HRM deems the improvement in employee skills vitally important, 

since it is directly correlated to performance (Suhartini, 1995). Workplace environment is also an 

important factor that has a significant impact on an employee performance, fulfilling their intrinsic, 

extrinsic, and social needs, forming the basis for their stay in an organization, as well as being the 

key determinant of quality in work and performance levels (Haynes, 2008). A positive work 

environment therefore has a multitude of benefits to an organization. 
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2.1.1. Leadership 

Leadership is defined as the process where an individual influences a group under his subordination 

by the use of his skills, knowledge, and expertise to achieve various objectives such as attaining a 

high performance level monitoring and of employees, keeping employees motivated, and achieving 

organizational goals (Adair, 2002). It also means ensuring employees are able to deal with any 

organizational change and honing their ability to focus on long-term results (Kourdi, 1999). The 

leadership role is important to the building of positive interpersonal relations and self-confidence of 

individuals on a personal level, which means it is turn important for companies to hire highly skilled 

and knowledgeable individuals in these roles. As such, individuals with knowledge and past 

experience of working in such a capacity are preferably hired to fulfill this role (Chandrasekhar, 

2011)  

Leadership is a process by which an individual influences the thoughts, attitudes, and behaviors of 

others. The Leaders set a direction for the firm; they help see what lies ahead; they visualize what 

they might achieve and how to achieve it; they encourage and inspire the subordinates.” Thus, 

Leadership, being the ability to guide followers for achieving shared goals, influence others through 

inspiration and charisma or by using power, a name of commitment, hardworking and excellence, 

has a number of dimensions, paradigms, styles and ways described by earlier theories.  

 

Leadership is a behavior enacted through communication. Specifically suggested that 

communication shapes the perceptions of a leader‟s charisma, where communication can be 

subdivided into the content of the leader‟s messages and the presentation of those messages. 

Similarly, messages sent by leaders are considered to contain both affective and cognitive strategies 

and when leaders effectively communicate their vision, they win the confidence of followers, which 

in turn aids in communication satisfaction between the leader and follower (Pavitt, 1999) Effective 

leaders may tend to communicate using more metaphors, symbols, imagery and persuasive 

argumentation to influence others to accept their position (Bass, 1985). 

 Among several types of leadership styles People are exposed to a broad and ever growing 

variety of theories that explains the concept and the practice of leadership, albeit, today‟s leadership 

experts still can‟t dare ignore theorists like, Maslow, Smith, Barnard, Deming, Mayo, Fayola, 

Weber, Hamel, etc… who have crafted the most fundamental definitions of leadership and its 

countless characteristics. Some of the types of leadership were selected to help leadership students 

and readers understand this concept with a little more clarity. 
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Autocratic Leadership: the autocratic leader is given the power to make decisions alone, having 

total authority. They stand in master of the people and impose their wills and no one is allowed to 

challenge them. This is the style used by the Catholic Church for example, dictators and monarchs. 

On the other end, this leadership style is seems to be good for employees that need close 

supervision to perform certain tasks. Creative employees and team players resent this type of 

leadership, since they are unable to enhance processes or decision making, resulting in job 

dissatisfaction (Lewin, Lippitt, & White, 1939). 

 

Bureaucratic leadership: the bureaucratic leader believes more in very structured procedures and 

tends to bend over the pre-established measures rather it was successful or not. This type of 

leadership has no space to explore new ways to solve problems and is usually slow paced to ensure 

adherence to the ladders stated by the company. Leaders ensure that all the steps have been 

followed prior to sending it to the next level of authority. Universities, hospitals, banks and 

government usually require this type of leader in their organizations to ensure quality, increase 

security and decrease corruption. Leaders who would like to speed up the process will experience 

frustration and anxiety and are not welcome (Weber, 1905). 

 

Charismatic Leadership: the charismatic leader leads by infusing energy and eagerness into their 

team members. A charismatic leader is someone who is often on the run. S/he is not someone who 

feels pleased with any type of stationary situation. This type of leader has to be committed to the 

organization for the long run. If the success of the division or project is attributed to the leader and 

not the team, charismatic leaders may become a risk for the company by deciding to resign for 

advanced opportunities. It takes a company time and hard work to gain the employees‟ confidence 

back with other type of leadership after they have committed themselves to the magnetism of a 

charismatic leader (Weber, 1905). 

 

The democratic leader listens to the team‟s ideas and studies them, but hold the responsibility to 

make the final decision. Team players contribute to the final decision therefore increasing people 

satisfaction and ownership, feeling their input was considered when the final decision was taken. 

When changes arises, this type of leadership helps the team assimilate the changes better and more 

rapidly than other styles, knowing they were consulted and contributed to the decision making 

process, minimizing Julio Warner Loiseau, resistance and intolerance. A shortcoming of this 
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leadership style is that it has difficulty when decisions are needed in a short period of time or at the 

moment (Lewin, Lippitt, & White, 1939) . 

 

Laissez-faire Leadership: the laissez-faire leader gives no continuous feedback or supervision 

because the employees are highly experienced and need little supervision to obtain the expected 

Outcome. This type of style is also associated with leaders that don‟t lead at all, failing in 

supervising team members, resulting in lack of control and higher costs, bad service or failure to 

meet deadlines. In government this is what the type of leadership which may drive to anarchy 

(Lewin, Lippitt, & White, 1939).  

 

Transactional Leadership: The transactional leader is given power to perform certain tasks and 

reward or punish for a team‟s performance. It gives the opportunity to the manager to lead the group 

and the group agrees to follow his lead to accomplish a predetermined goal in exchange for 

something else. Power is given to the leader to evaluate, correct and train subordinates when 

productivity is not up to the desired level and reward effectiveness when expected outcome is 

reached (Burns, 1978).  

 

Transformational Leadership:  the transformation leader motivates its team to be effective and 

efficient. Communication is the base for goal achievement focusing the group in the final desired 

outcome or goal attainment. This leader is highly visible and uses chain of command to get the job 

done. Transformational leaders focus on the big picture, needing to be surrounded by people who 

take care of the details. The leader is always looking for ideas that move the organization to reach 

the company‟s vision (Burns, 1978). There are also other types of leadership like: people oriented, 

servant, task oriented, environmental, etc which are employed accordingly. 

 

2.1.2. Motivation 

Hime (2014) stated that Motivation plays an important role in all public and private organizations. 

Without motivating their employees organizations can‟t run and can‟t achieve their goals. There are 

number of motivational factors that increase the presentation of employee‟s in an association.As of 

Maslow‟s Hierarchy of needs: Human behavior is goal-directed. Motivation cause goal-directed 

behavior. It is through motivation that needs can be handled and tackled purposely. According to 

Maslow‟s Hierarchy, needs were categorized into 5 types/ levels from lower to higher order of 

needs. Individuals must satisfy lower order of needs before they approach higher order. Satisfied 
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needs will no longer motivate. Motivating a person depends on knowing at what level the person is 

at of hierarchy. Physical needs: Need for food, water, shelter, clothing, sexual satisfaction etc. 

Safety and security needs: Need to be free from physical danger and the fear of Social needs: Need 

for love and affection, acceptance by fellows and the like. Ego-need: Need for power, prestige, 

status and self-confidence. Self-actualization need: Desire to become what one is capable of 

becoming-to maximize ones potential and to accomplish something. 

 

McGregor‟s theory X and theory Y: Theory X assumes that, workers have little ambition; dislikes 

work, avoid responsibility and require close supervision. People don‟t like to work and try to avoid 

it. So, managers have to control and threaten people to get them to work. People prefer to be 

directed and tend to resist change. People are gullible and not bright. Theory Y assumes that, 

workers can exercise self-direction, desire responsibilities and like to work. People don‟t naturally 

dislike work and work is natural part of their lives. People are internally motivated to reach 

objectives to which they are committed to. People are also committed to goal attainment. They will 

both seek and accept responsibility under favorable condition. People have capacity for innovation 

in solving problems. According to this theory democratic management is preferable. 

 

Recognition: An employee recognition program can be a great morale-building tool for any 

organization, whether large or small. An effective recognition program can lead to innovation, 

higher productivity and greater job satisfaction for the workers (Beer and Walton, 2014). Employee 

recognition programs could include several levels of recognition, from a simple Certificate of 

Appreciation to awards given. 

 

Recognition is one of the strong motivation factors; employees feel comfortable when they are 

praised and recognized (Armstrong, 2007).No resource is more critical to an organization‟s success 

than its human resources. The concept of reward and recognition has gained much importance in the 

current times and has captured the attention of organizational managers and researchers, different 

organizations use reward and recognition as motivational techniques for employee‟s better 

performance. These reward and recognition are provided in the form of monetary and non-monetary 

benefits for certain desirable behaviors. Employees don't only want a good salary and benefit 

package, they also want to be valued and appreciated for their work (Wiese and Coetzee, 2013). 

When employees feel recognized and involved, they're much less likely to worry about money and 

security (Elton &Gostick, 2006). 
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Rewards: is one of the important elements to motivate employees for contributing their best effort to 

generate innovation ideas that lead to better business functionality and further improvise company 

performance both financial and non-financially. Some of these include the praised that employees 

are able to acquire from their managers, the opportunity to take on important projects or tasks, and 

even leadership attention. Much research on leader power have found that supervisor reward power 

would be positively associated with employee task performance. 

 

Allen and Helms (2002) describe reward as a material or financial expression of appreciation that is 

conditional on results. Reward is a critical element that motivates employees to perform as expected 

(Armstrong, 2007). 13  

 

Employee performance plays crucial role in an organization‟s performance. Rewards are focal 

device to improve motivation among employees and no organization can imagine reaching their 

goals and objectives without motivating their employees (Kumari, 2014). Baron (1983) posits that 

when we recognize and reward the employees in terms of their identification, their working capacity 

and performance is very high. Reward is a system like: Bonus and profit sharing) that contributes to 

performance by linking the interests of employees to those of the team and the organization, thereby 

enhancing effort and performance (Armstrong, 2007). 

 

There are two types of rewards; financial and non-financial. Nonmonetary incentives are to reward 

employees for excellence job performance through opportunities (Kepner and Ballentine, 2003). It 

usually come in form of more enabling authority, award, participating in the management, 

promotion, holidays, better working environment, written recognition, gifts, formal dinners, 

informal parties, plaques, etc. (Allen and Helms, 2011). Rewards play a vital role in determining the 

significant performance in job and it is positively associated with the process of motivation 

(Huselid, 2005). The level of motivation of employees increases when employees get an unexpected 

increase in recognition, praise and pay (Dubrin, 2012). One valuable reason for recognizing 

employees is that studies show that people who feel appreciated are more positive about themselves 

and their ability to contribute, i.e., employee recognition can boost productivity and increase job 

satisfaction (Smith, and Hansen, 2012). 

Salaries and Wages if the association administration paid the reason able remunerations in time 

and fixing the salaries then enactment of the employees habitually increase. Otherwise not well. 
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Because salaries and wages is the main and very important motivational aspect that affect the 

employees performance in the organization (Agwu, 2012). 

David M.R. (2012) noted that: - "It is important that pay systems in the public sector should make 

a regular and direct link between a person's contribution to the standards of service provided and 

employees reward. Pay has an important part to play in raising the quality and improving the 

responsiveness of public services. 

This will be an important means of securing the objective of improving the quality of public 

services, which is at the heart of the Citizens' Charter Programmed. Over time, performance will 

come to determine a larger proportion of the pay bill without performance pay becoming a 

disguised way of providing unacceptably high increases in the pay bill. 

 

Paid employment is the most important factor determining the level of living standards, particularly 

in low-income countries which lack unemployment benefit systems. Although, a “job” is generally 

associated with a regular wage or salary, a large share of workers in developing countries are 

involved in small family farms, household businesses or in causal or seasonal day labour outside a 

formal employer−employee 14 Relationship (World Bank, 2012). However, the proportions of 

wage and non-wage work differ greatly across the developing world, and the gender difference is 

particularly striking. For instance, according to the World Development Report 2013 (World Bank, 

2012), in sub-Saharan Africa non-wage work represents more than 80 per cent of women‟s 

employment, but less than 20 per cent in Eastern Europe and Central Asia. i. Bonus: Association 

administration can easily increase the work performance of the workforces with the help of 

additional benefit. We can say that additional benefit is the above salary gives the employee‟s 

according to their performance. Bonus is an important tool for increasing the productivity (Agwu, 

2013), ii. Encouragements: encouragements mean additional allowances like medical allowance, 

travel allowance and house allowances etc. company can increase the employee‟s performance by 

providing this encouragement iii. Job Security: Organization increases the employee‟s performance 

or productivity by providing job security. Iv. Promotion: Organization increases the employee 

productivity by promoting them. 

2.1.3. Training and Employees` Performance 

The main purpose of training is to acquire and improve knowledge, skills and attitudes towards 

work related tasks. It is one of the most important potential motivators which can lead to both short-

term and long-term benefits for individuals and organizations. There are so many benefits 
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associated with training. Cole (2001) summarizes these benefits as belowa).High morale – 

employees who receive training have increased confidence and motivations; b). Lower cost of 

production – training eliminates risks because trained personnel are able to make better and 

economic use of material and equipment thereby reducing and avoiding waste; iii). Lower turnover 

– training brings a sense of security at the workplace which in turn reduces labor turnover and 

absenteeism is avoided; IV). Change management – training helps to manage change by increasing 

the understanding and involvement of employees in the change process and also provides the skills 

and abilities needed to adjust to new situations; v). Provide recognition, enhanced responsibility and 

the possibility of increased pay and promotion; VI). Help to improve the availability and quality of 

staff. 

According to Swart.(2005), bridging the performance gap refers to implement a relevant training 

intervention for the sake of developing particular skills and abilities of the workers and enhancing 

employee performance. He further elaborate the concept by stating that training facilitate 

organization to recognize that its workers are not performing well and thus their knowledge, skills 

and attitudes needs to be molded according to the firm needs. There might be various reasons for 

poor performance of the employees such as workers may not feel motivated any more to use their 

competencies, or may be not confident enough on their capabilities, or they may be facing work- 

life conflict. All the above aspects must be considered by the firm while selecting most appropriate 

training intervention that helps organization to solve all problems 15 and enhance employee 

motivational level to participate and meet firm expectations by showing desired performance 

Nadler (1984:16) noted that all the human resource development activities are meant to either 

improve performance on the present job of the individual, train new skills for new job or new 

position in the future and general growth for both individuals and organization so as to be able to 

meet organization‟s current and future objectives. There are broadly two different methods that 

organizations may choose from for training and developing skills of its employees. These are on-the 

job training given to organizational employees while conducting their regular work at the same 

working venues and off-the-job training involves taking employees away from their usual work 

environments and therefore all concentration is left out to the training. Examples of the on-the-job 

training include but are not limited to job rotations and transfers, coaching and/or mentoring. On the 

other hand, off-the-job training examples include conferences, role playing, and many more others. 

 

In the real world, organizational growth and development is affected by a number of factors. In light 

with the present research during the development of organizations, employee training plays a vital 
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role in improving performance as well as increasing productivity. This in turn leads to placing 

organizations in the better positions to face competition and stay at the top. This therefore implies 

an existence of a significant difference between the organizations that train their employees and 

organizations that do not. Existing literature presents evidence of an existence of obvious effects of 

training and development on employee performance. 

2.1.4. Organizational Culture 

Organizational culture can be described as a set of common values, behaviors, and beliefs that are 

practiced towards the achievement of organizational goals, and forms one of the main reasons why 

organizations with strongly developed and practiced cultures tend to perform better than those 

where culture is weak (Deal & Kennedy, 1982). Since organization culture is directly linked with 

HR practices, it also has a positive impact on employee performance and adaptability, helping them 

overcome any corporate challenges and situations, and provides them with a direction towards the 

achievement of a common goal or objective (Daft &Weick, 1984). Through the presence of an 

organizational culture, employees are better aware of the history, norms, and code of conduct 

acceptable practiced within the company, and service to influence their commitment towards it 

(Ferris, et al., 1998). Furthermore, coordination between employees within a department as well as 

in the organization as a whole, coordination and integration of operations, and strategy is aided by 

organizational culture, also leading to better resource usage and support (Kopelman, Brief, &Guzzo, 

1990). 

Lumby&Foskett (1999) further argued that the culture of every organization is unique, derived from 

the context in which the organization operates and the values of those who have led or been part of 

the organization over time. “This unique culture will reveal itself through a number of 

characteristics: conceptually, through the ideas that are valued and promoted, verbally, through the 

language, terminology and discourses in use, behaviorally, through the activities, social interactions 

and rituals that occur and visually, through the designs and styles adopted by the organization in its 

physical and material components. 

 

Thus the culture could be transmitted through conceptual, verbal, behavioral and visual means. 

Moreover, there are certain bases of this culture representation which includes the contextual 

factors, the country / nation where we do belong, our religion, our philosophy or code of life etc. 
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2.1.5. Working Environment 

 

Workplace environment is a concept, which has been operational zed by analyzing the extent to 

which employees perceive the immediate surroundings as fulfilling their intrinsic, extrinsic and 

social needs and their reason of staying with the organization (Haynes, 2008). 

 

The modern physical environment is distinguished by technology, computers, machines, general 

furniture and furnishings which continually affect the brain and health of employees (Stoessel, 

2001). 

 

Physical Factors of the Workplace Environment: the physical environment includes components of 

the tangible workplace environment that comprise spatial layout and functionality of the 

surroundings (Kohun, 2002). Spatial layout refers to the ways in which machinery, equipment, and 

furnishings are arranged, the size and shape of those items, and the spatial relationships among them 

how performance is achieved will be affected by how well people fit with their physical workspace 

and physical work environment (Srivastava, 2008). 

 

In a broader perspective, the physical workplace environment; include but not limited to the comfort 

level, ventilation, heating, natural lighting and artificial lighting. Informal seating arrangements, 

such as chairs placed at a right angle facilitate social interaction, where as formal seating 

arrangements, such as chairs placed back-to-back discourage social interaction (Doman, 2008). This 

also helps explain how style of furnishings and other physical symbols may come to serve a 

symbolic function. 

 

Psychosocial Factors Affecting Employees‟ Performance: the psychosocial factor of work 

environment is generally considered to be one of the most important issues in contemporary and 

future societies. They refer to the interactions between the environment and working conditions, 

organizational conditions, functions and content of the work, effort, workers individual 

characteristics and those of members of their families (Vischer, 2008). 

 

 Therefore, the nature of the psychosocial factors is complex, covering issues relating to the 

workers, general environment and work. Noe (2008) define employee workplace welfare in terms of 

six key areas: a manageable workload; some personal control over the job; support from colleagues 

and supervisors; positive relationships at work; a reasonably clear role; and a sense of control or 
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involvement in changes at the workplace. Individual association with the working environment is 

important as they impact upon the ability of the individual to take control of their work and the level 

of stress they experience within the workplace (Warr, 2002). The behavioral factors that may affect 

the performance of bank employees at work place are the exclusive nature and function of job 

satisfaction change, or systematic development or weakening in job satisfaction over spell (Warr, 

2002).There are lots of other aspects that may enhance or lower the employees‟ performance some 

of which include role congruity, supervisor support and leadership styles in banks rank among the 

factors that may individually and collectively effect on the performance of employees. 

Buchner (2007) found that most employees have a negative feeling about performance 

management. Employees feel that the system manipulates employees without rewarding their 

efforts. However, research shows that if well implemented rewarding can motivate employees to be 

more productivity. De Nisus and Pritchard (2006) aver that attitudes toward performance 

management affect the performance of employees in organizations. 

 

Mandishona (2003) indicates the survival of the organization and good service delivery is 

dependent on how employees perceive the whole system. There should be a win-win situation 

between the employer and employees. Organizations are therefore, called upon to make sure that 

employees‟ benefits are tied to performance and the system has to be regarded as fair and just by the 

employees. 

 

Working time is an important element of working conditions, and the reduction of hours worked 

was one of the original objectives of early employment regulation. Most countries have laws or 

national agreements setting maximum and minimum boundaries relating to working hours, and, 

globally, statutory hours of work have been seen to decrease over the last century. However, legal 

provisions regarding working hours differ considerably between countries. Weekly normal hours 

limits range between 35 hours in France and 52 hours in Kenya, but the most prevalent weekly 

standard from a global perspective lies at 40 hours. Apart from legislation on working hours, a 

number of regulatory regimes (and many collective bargaining agreements) require break times of a 

minimum duration during work shifts or if shifts extend beyond a certain number of hours (some 

also set minimum break times between shifts). The timing of work is also subject to regulation in 

some countries, including the imposition of penalty payments for working anti-social hours or 

during public holidays. Some countries also include requirements with regard to minimum hours to 

cover part-time or temporary workers. 
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There is also a growing age dimension to working time. There has been a pronounced growth of 

precarious work arrangements particularly among young workers and older workers, meaning that 

these groups are more likely to be subject to irregular working hours (Johnston et al., 2012). 

 

Job Satisfaction, which indicates how satisfied employees are with their current duties. As early as 

the 1920s, scholars commonly assumed that job satisfaction was related to performance (Petty 

M.C.1984), satisfied employees were expected to be more productive than dissatisfied ones. As a 

result, human relations theories have often been expressed as an effort to increase productivity by 

satisfying the needs of workers (Vroom, 1964). 

 

The most used definition of job satisfaction in organizational research is that of Locke (1980), who 

described job satisfaction as “a pleasurable or positive emotional state resulting from the apprasa1of 

one's job or job experiences. “Locke developed three important dimensions of job satisfaction. They 

are: i. Job satisfaction is an emotional response to a job situation. As such, it cannot be seen; it can 

only be inferred, ii. Job satisfaction is often determined by how well out comes meet or exceed 

expectations. For example, if organizational participants feel that they are working much harder 

than other is in the department but are receiving fewer rewards, they will probably have a negative 

attitude toward the work, the boss, and/or co-workers and they will be dissatisfied. On the other 

hand, if they feel that they are being treated very well and are being paid equitably, they are likely 

to have appositive attitude toward the job, and then they will be job satisfied, iii. Job satisfaction 

represents several related attitudes Sowmya1 (2011) defined job satisfaction as how much 

employee‟s like or dislikes their work and the extent to which their expectations concerning work 

have been fulfilled. Understanding job satisfaction is critical to the success of an organization and 

continues to be a major topic of research interest. 

 

So, job satisfaction refers to a collection of opinions that an individual holds towards his or her job. 

A person with a high level of job satisfaction holds appositive feeling about the job, while a person 

who is dissatisfied with his job holds a negative feeling about the job (Langton &Robbins, 2006). 

Job satisfaction is simply how people impression about their jobs. it is the extent to which people 

like (satisfaction) or dislike (dissatisfaction) their jobs, it can also be a reflection of good treatment 

and an indicator of emotional well-being. 
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2.2. Empirical view 

 

Deferent researchers conducted study to assess factors affecting employees‟ job performance in 

accomplishing their day to day activities in the case of different private business and government 

public sectors. Most researches were focused on factors such as political leadership training, 

motivation, and reward in specific manner, age, experience, marital status etc that has effect on job 

performance. One can summarize these factors has to be examined independently. So the researcher 

tries to discuss some specific factors that have effect on the result of relationship with employees‟ 

job performance depicted as follows. 

 

Hassan (2015) in Libya, studied whether organizational culture, job satisfaction, stress and training 

affect employee job performance using questionnaire and the result revealed that there is positive 

and direct relationship between employee performance and organizational culture, job satisfaction, 

and training but not stress. 

 

Tesfaye(2011) civil service in Ethiopia Suggested on Factors that affect employee performance: 

Backward Beliefs and attitudes in the civil service, the weanthey attitude: We have seen that the 

development of the Ethiopian politics goes from Feudalism, to Military Dictatorship and the current 

government. The political tradition of the country was surrounded with hostile political 

environment, inadequate facilities and work environment, When the politician dictates the solution 

that requires professional involvement (the professional becomes neutral on the situation. When the 

politician interferes in the work of the professional, when the professional resists political decision 

and Salary which does not satisfy the basic personal need. In his research findings there are 

Outlooks between the professional and the politician. 

 

There may be different outlooks and interpretations concerning the relationship between the 

governor and the professional. The civil service in the eye of the politician perceived as: Resists 

change, the civil servants are there to fulfill the strategic objective of the government, Wants to 

interfere in my political work, whereas, the politician in the eye of the civil service perceived as: he 

is a politician he doesn‟t know how to run a bureaucracy, Interferes in my work, Recruits politically 

affiliated personnel , Changes are implemented as a result of political decision rather than as a result 

of research, Sentimental and short sighted: Wants to see results quick, thinks always about his 

political goal, Wants to make us busy, increase work load, in the name of change.There are also 
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scholars and researchers conducted study to assess what factors affect employees‟ job performance 

in order to accomplish their responsibilities in the case of different nations and sectors of industries. 

 

Getamesay(2016) studied in Wegagen Bank on factors affecting employee performance by 

identifying variables like: training, motivation, leadership, organizational culture and working 

environment using questionnaire and resulted that all variables have direct effect on employee job 

performance on the other hand using the same variables (5), overseas researchers Le Tran (2002), 

on Petrovietnam Engineering consultancy J.S.C applying the same methodology and resulted only 

the three: Motivation, Leadership and Training have direct effect on employee performance. 

 

Njugi Anne wanjiku (2014) Effect of Organization Culture on Employee Performance in Kenya 

concluded that organization culture has a great influence on employee performance. The study 

found out that on competitive culture, public sector in Kenya needs to help its employees set 

performance goals that are easily achievable. They can do this by ensuring Managers have one to 

one‟s with staff they manage to discuss and formulate practical work goals as well as best practice 

to achieve these goals.. Further studies can also be carried out to identify the various levels of 

Organization Culture, their relevance to Organizations and how these levels can be embedded into 

the Organization Culture. 

 

HafizaNayab (2013) studied Factors Affecting the Performance of Employees at Work Place in the 

Banking Sector of Pakistan focusing on variables: manager‟s attitude, Organization‟s culture, 

Personal problems, job content and financial rewards up on employees‟ performance. The results of 

this study indicated there is a positive relationship between the manager‟s attitude Organization‟s 

culture Personal problems, Job content, financial rewards and employees‟ performance in the 

Banking sector of Pakistan. Muhammad (2017) in Pakistan examined that factors affecting 

employee performance in Islamic Banks of Pakistan based on three components by applying the 

quantitative technique and showing that the employees‟ performance is influenced by motivation; 

communication and job stress factors. 

2.3. Conceptual Framework of Employee Performance 
 

As of Le Tran (2002) the conceptual framework has four independent variables namely Leadership, 

Training, Motivation and working environment and the dependent variable i.e. Employee 

performance. The purpose of the study is to find out the relationship between independent variables 
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and dependent variable. Moreover, to see to what extent independent variables affect employees‟ 

job performance in BWWPSOs. 

 

Figure 2.1: conceptual framework   

 

 

Conceptual Framework, designed by the researcher 

Conceptual Framework, adapted and modified from (Le Tran, 2002) 
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CHAPTER THREE: METHODOLOGY 

3.1. Introduction 

Under the research methodologies sub-section, the researcher described the research types, 

approaches, sampling techniques, samples, procedures, instruments, methods, and design that are 

needed to undertake the entire study. Additionally, the research validity and reliabilities, as well as 

the ethical considerations, are indicated. 

3.2. Research Approach 
The mixed research approach (combination of quantitative and qualitative research approach) was 

employed. In this study triangulation design (Concurrent triangulation) was performed. It‟s because 

the major objective of this study was to collect actual data to describe the factors that affect the 

performance of BWW public sector employees. It is also relevant to gather detailed information 

concerning the methods (ways) which can improve the performance of BWW sector employees. 

Moreover, in this design quantitative and qualitative data collection and analysis were conducted 

separately yet concurrently. The finding was integrated during the interpretation phase of the study. 

Usually, equal priority is given to both types of research. Triangulation design allows one to 

identify aspects of a phenomenon more accurately by approaching it from different vantage points 

using different methods and techniques (Creswell, J. W., & Clark, 2017).  

 

 

Figure 2:-picture which illustrates Triangulation design taken from journals.sagepub.com (2019) 

3.3. Research Design 
Descriptive and explanatory research designs were used to conduct the study because descriptive 

study is helpful when a researcher wants to look into a phenomenon or a process in its natural 

contexts. Descriptive research design was employed in this study because it helps to describe the 

factors of technology transfer using large survey data.  Moreover, the inferential research design is 
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valuable for this study because the study objectives are not only to identify the factors of technology 

transfer alone, but also to deal with the effect/the relationship between the factors and transferred 

technology in small and medium enterprises.  

3.3. Target Population 

This study was conducted at Basona Worena Woreda which is located in North Showa Zone. 

Ahamra regional state, Ethiopia.  The target population for this study is comprised of 26 different 

public service sectors directly responsible to the civil service commission of 802 employees 

including team leaders. 

3.4. Sampling Techniques 

 

The population of this study is Basona Worena Woreda public sector civil servants. Sample, 

according to Sekaran (2017) it is the process of selecting a sufficient number of elements from the 

population so that results from analyzing the sample are generalize able to the population.  To 

conduct this research the researcher first applied stratified sampling technique:  where dividing the 

population into a series of relevant strata means that the sample is more likely to be representative. 

Secondly the researcher applied probability sampling technique; specifically simple random 

sampling technique to select sample size from each stratum.  

3.5. Sample Size and Procedure 

 

In order to determine the sample size of each stratum stratified sampling was used. Applying the 

stratified random sampling technique enables to get more representative samples (Creswell, 2012). 

For sample size calculation the standardized sampling formula is taken. With confidence level of 

5% and a confidence interval of 95% from the total population of 802, the sample size will be 267.  

n =
N
 

1+N (e)
2
 

Where,  

 n = signifies the sample size  

N = is the population under the study  

e   = is 5%the margin error, so the sample size would be;  

                 1+N (e)
 2

 

                = 267 
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3.6. Data Source 
 

Krishna (2002) classified data gathering into primary and secondary sources. In this research, the 

researcher also employed both primary and secondary sources of data collection.  

 

Primary Data collection is used based on questionnaire and interview techniques.   According to 

Veal (1997), the questionnaire is an instrument of data collection from individuals using a formally 

designed schedule of questions. The researcher has used questionnaire for the fact that it is less 

expensive and offers greater anonymity, gives the respondent sufficient time for reading and 

understanding the questions and answer freely, and it provides wider coverage to the sample and 

also facilitates the collection of a large amount of data.  To realize the target, the study used a well-

designed questionnaire as the best instrument adopted from different sources Tran (2002) and 

Getamesay (2016) which are found to be appropriate for the study. The questions focused on the 

assessment of employee performance and explore various challenges during its process. The 

questionnaire contained closed-ended questions with 5 Likert Scales from “Strongly Agree” =5 to 

“Strongly Disagree” =1 and it will administer by the researcher. 

 

The researcher also interviewed for sector managers to triangulate the response offered by 

employees. Based on the interview the researcher prepared condensed structure questions from the 

variables and asked sector heads. The researcher used simple and everyday language, tried to avoid 

ambiguous, double-barreled, leading, and presumptions. 

Secondary data was based on the Basona worena woreda annual report of (2020) and, reference 

books, journals, and websites were reviewed to make the study a complete picture.  

3.7. Data Collection Instrument 
 

To obtain adequate and relevant data for the study and triangulate it, the researcher will employ a 

questionnaire and interview. 
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3.7.1. Questionnaire 

Semi-structured questionnaire prepared by the researcher was distributed to gather data from BWW 

public sector employees. The purpose of the questionnaire on each scale is to collect data from 

BWW public sector employees about factors that affect their performance. The questionnaire will 

administered to BWW public sector employees, composed of 42 items (38 closed-ended and four 

open ended). 

3.7.2. Interview 

15 BWW public sector leaders were interviewed using structured interview guideline. A tape 

recorder was used to document the data. Data from the interview was tabulated and analyzed 

thematically. 

3.8. Data Quality Assurance 

There are different kinds of data quality assurance mechanisms. The two common types of data 

quality assurance mechanisms are highlighted and discussed below. 

3.8.1. Reliability 

MarkSaunders(2007) statedReliability referstotheextenttowhichyourdatacollectiontechniquesor 

analysisprocedures willyield consistent 

findings.Carole(2008),alsostatedthecoefficientofinternalconsistencyprovidesanestimateofthereliabili

tyof measurementand isbased on theassumption thatitemsmeasuring the same constructshould 

correlate. 

PerhapsthemostwidelyusedmethodforestimatinginternalconsistencyreliabilityisCronbach‟salpha. 

Aslightambiguityinthewordingofquestionsorstatementscan  affectthereliabilityofaresearch 

instrumentasrespondentsmay interpretthequestionsdifferentlyatdifferenttimes,resultingindifferent 

responses (RanjitKumar2011) Thereliability 

oftheitemswereanalyzedusingCronbach‟scoefficientalpha.Theresultofthereliability 

testwas0.901whichexceedstheacceptablecut-offpoint.Oneofthemostcommonly usedindicatorsof 

internalconsistencyisCronbach‟salphacoefficient.   Ideally,theCronbachalphacoefficientofascale 

shouldbeabove0.7(Pallant,2005).All39itemsmeasuredtotestreliabilityshowedthatallvariablesunder 

the studyarereliable enough.This suggested that theinternal reliabilityin this studyis acceptable. 
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Table 3.2 Reliability Statistics 

Cronbach           Alpha  Cronbach'sAlpha N of items 

Training        0.838   

Motivation         0.793   

Leadership Factor          0.807   

Organizational Factor          0.808 0.901          39 

Working Environment         0.816   

Employee performance           0.818   

Source; ResearchData May/2019 

 

3.8.2. Validity 

 

Validity is concerned with whether the findings are really about what they appear to be About and 

answers the question like: Is the relationship between two variables a causal relationship?(Mark 

Saunders et al. 2007).„Validity is often defined as the extent to which an instrument measures what 

it purports to measure. Validity requires that an instrument is reliable, but an instrument can be 

reliable without being valid‟. (Carole I. et al 2008).  So as to test, sample questionnaires were 

delivered before the main one is distributed 27 respondents and adjustments were made to the 

questionnaire items based on the comments of the respondents. Additionally, several measures were 

employed to ensure that the results are free from material errors from the design of the 

questionnaire. Such measures are clarity of instructions, clarity of the questions, the layout of the 

questionnaire and other comments. 

Respondents might have in either understanding or interpreting a question. to identify if there are 

problems in understanding the way a question has been worded, the appropriateness of the meaning 

it communicates, whether different respondents interpret a question differently, and to establish 

whether their interpretation is different to what you were trying to convey (Ranjit Kumar 2011), If 

there are problems you need to re-examine the wording to make it clearer and unambiguous. 

3.8.3. Data Processing: 

Editing:Immediatelyafterthedatahasbeencollected,questionnaireswerecheckedforcompletenessand 

accuracy.This was thefirst stageofdata processing and itenabled to involve thorough 

checkingofallthe questionnaires. 

Coding: Thestudyquestionnairewas assigned to codes to beformulated in the quantitative manner. 

This helped theresearcher in theprocessand analyzing of thedata. 
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3.9. Data Analysis Method 
 

Data from questionnaires were analyzed and summarized through both descriptive and inferential 

statistics using SPSS software version 23 (Statistical Package for Social Science). The interview 

gathered from managers is discussed in the discussion part and condensed along with the 

corresponding analysis. The descriptive statistics (frequency distribution, percentile, mean and 

standard deviation) helped the researcher to examine the general level of employee performance and 

the selected factors of performance.  The SPSS was used to analyze the data obtained from primary 

sources. 

Specifically,descriptivestatistics(mean,standardand 

deviation)andinferentialstatistics(correlationand regression analysis) wasemployed in this study. 

To sum up: 

 

 DescriptiveStatistical Analysis:Thefinal reportwas produced through central tendency 

measurements that is, demographicdescription of frequencyand frequencydistribution, 

percentage andcomparison ofmean 

 In inferential statistical analysis; ANOVA, correlation and multiple linear regressionmethod 

was utilized usingstatistical packageforsocial sciences SPSSsoftware. Those are, 

a)ANOVA; Analysisofvariance used to see if there exists adifferencebetween independentvariables. 

b) Correlation;  (r) is used to describethe degreeof relationship amongtwo variables.Because 

variables aremeasuredas an interval level,Pearson product moment correlation was utilizedin 

which its outputlies between -1.0and +1.0. Thesignificancelevelshallsetat 95% withalpha value 

of0.05(a chanceof occurrenceof oddcorrelation is 5 out of 100.) 

c) Multiple Regression Analysis;is a major statistical tool forpredictingtheunknownvalue of a 

variable from the knownvalue and itis about findingthe relationship between variables and 

forming amodel.TheModel was developed using5explanatoryvariablesor predictors, which 

haveinfluences on employees‟ jobperformance. 

 

 Y= β0+β1X1+β2X2+β3X3+ β4 X4+β5X5+ɛ 

 

Where  Y  is  the  response  and  the  independent  variables  are  those  which  explain  

the response ranges fromX1to X5. 

 Y= β0+β1X1+β2X2+β3X3+ β4 X4+β5X5+ɛ 
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Where  Y  is  the  response  and  the  independent  variables  are  those  which  explain  

the response ranges fromX1to X5. 

 

Table 3.1.Model Specificationofvariables 

S.N Predictor variable X Beta Coefficient(β ) 
 

 

Predictor   X-valueassigned 

 1 Training β1 X1 
2 Working Environment β2 X2 
3 Organizational Culture β3 X3 

4 Motivation β4 X4 
5 Leadership β5 X5 

6 Employee Performance Constant Y 

Source: Research Data May/2020 

 

3.9Ethicalconsideration 

Accordingto Mark Saunders et al (2007), ethicalconcernswillemergeasyou planyour research, seek 

access to organizations andto individuals, collect, analyses andreportyourdata.In the context of 

research, ethics refers to the appropriateness ofyour behavior in relationto therights of 

thosewhobecome the subject ofyour work, orareaffected byit. Blumberget al. (2005:92) define 

ethics as the „moralprinciples, norms or standards ofbehavior thatguide moral choicesaboutour 

behaviorand our relationships with others‟. Researchethicsthereforerelates to questions about how 

weformulateand clarifyourresearch topic, design ourresearchandgainaccess, collect data,process 

and storeour data, analysesdataand writeupourresearchfindings inamoral and responsibleway. This 

means thatyou will haveto ensurethat the way you designyour research is both 

methodologicallysound and morally defensibleto all thosewho areinvolved.Inevitably,what is 

morallydefensiblebehavioras researchers willbe affected bybroader social norms of behavior 

(Zikmund, 2000). Asocial norm indicates thetype of behavior thataperson ought to adopt in 

aparticularsituationBased on this, the researcher obtained informed consent from the 

researchrespondentsand considered on how privacyandconfidentiality concernsare approachedand 

was responsible on howinformation was protected from unauthorized access, moreover, thedata 

collectedwas kept on apersonal computerwith a pass word onlyaccessible by the researcher.Letter 

ofrequest permission waswritten from DBUBusiness and Economics Collegeto each sector.From 

collection to analyzingand interpretation was totallysecured and donebythe researcher includingto 

avoidinganyplagiarism. 
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4. CHAPTERFOUR:   DATA PRESENTATION AND ANALYSIS 

4.1. INTRODUCTION 

The datacollected fromBasona Werana werdapublicsectororganizationsusing 

questionnairesispresented andanalyzedinthischapter.Thissectionofthestudy 

dealswiththestatisticaltestingofhypothesisand interpretationofthe resultusing SPSSversion20.  

Questionnairewasdesignedanddistributedtoatotal of267 employeesofBasona Werana 

werdapublicsectororganizations.Accordingly,264 questionnaires were filled and returned backwhich 

gives 98.8% return rate. Thedetail is summarized in table 4.1 below. 

4.2. Data Screening and Handling 

A total of 267 questionnaires were distributed to Basona Werana werda public sector employees to 

collect information about factors affecting employee‟s performance and 264 

questionnaires were filled up and returned making the response rate 98.6%. This indicates that the 

BWW under study were committed to give information relevant to the research understudy. 

Table4.1:Response Rate 

Sample size 267 100% 

Collected 264 98.8% 

Remain uncollected 3 1.2% 

Source: Research DataMay2020 

 

4.2.1. General Information of the Respondent 

In this section the researcher gather information about the respondents sex, age, educational 

background, experience, their assessments on affecting factors of employee‟s 

performance dependent and independent variables  in some selected public sector in Basona 

Werana Werda.The firstpartof the questionnaire consistsof five itemsaboutthe demographic 

informationof the respondents.Itcoversthepersonaldataofrespondents,suchas 

gender,age,educationalqualification,year ofserviceandsalary.Thefollowingtables, 

graphsandfiguresdepictedeachdemographiccharacteristicof the respondents. 

 

 



 
 

31 
 

4.2.1.1. GenderofRespondents 

The demographicdataforgendershowsthatoutofthe264 respondentsthere were 143malesand121 

female.Table4.1showsthatthemale respondentsformedmajority ofthetargetpopulationwitha 

percentageof54%,whilefemalerespondentswererepresenting 46%., meaning thatthemaleandfemale 

participation is almost equal. 

 

Fig. 4.1 Respondents‟ sex 

4.2.1.2. Ageofthe Respondents 

Thesamplepopulationofagedistributionwasclearlydepictedatfig.4.2belowislargely dominatedby 

respondents who are at theageof 26– 40years old covering214 (81%). Theremaininggroups  

25(9.5%),14(5.3%)and11(4.2%)wereundertheagecategoriesof20-25,46-

50andabove50yearsrespectively. thisshows81%ofemployeesareintheproductiveagewhichrevealsthe 

samestudy withVegard (2003) inhis„ageandIndividualProductivity‟researchwhere 

individualsintheir30sand40shavethehighest productivitylevel. 
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Fig. 4.2 Agegroupofrespondents 

 

4.2.1.3. EducationalQualificationofRespondent 

Themajorityof thesample groupholds afirst degreewhichaccounted 170(64.6%), 62(23.6%) outof264 

respondents werecollegediplomaholders,17(6.5%) oftherespondents hold amaster‟s degree, 

13(4.9%) arecertificate and below and the remaining(0.38%) 1person is PHD. Thomas W. H. NG 

(2009), individuals employees who hold atleast bachelor‟s degrees termed aseducated.It shows 

themajorityof therespondents areat degreelevel educated. 
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Fig. 4.3 Educational Qualification 

Source: SampleSurveyMay, 2020 

4.2.1.4. Tenureof Respondents 

Table4.3shows thattherespondentshaveservedinthesectors frombelow oneyearup toabove10 years. 

Themajority oftherespondentshaveservedabove10 yearswhichconsists136(51.5%)ofthestudy group, 

42(15.9%)servedbetween6- 8years,while respondentswho have served 3-5yearsfollowed with a 

frequencyof 36representing13.6%. 25 (9.5%) arefrom 1-2years,15(5.7%)areserved 9-10years 

and10(3.8%)employeesservedbelow1year.ThomasW.H.Ng(2013),Humancapitaltheory suggests 

that as knowledge andskill increasewithgreatertenure, job performancewillimproveas 

well.According tothisfigure, employees‟ofthesectorarelargelydominatedbyworkerswhohavebeen 

workingin above10years andexperiencedworkers. 

 

 

  

https://www.researchgate.net/profile/Thomas_Ng3
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Table:4.2Years ofServiceinthe Sector 

Yearsof service Frequency Percent 

   BelowOneyear 10 3.8 

1-2years 25 9.5 

3-5years 36 13.6 

6-8years 42 15.9 

9-10years 15 5.7 

Above 10years 136 51.5 

Total 264 100.0 

Source: Sample SurveyMay, 2020 

4.2.2. Monthly Salary ofthe Respondents 

Table 4.3. MonthlySalaryof Respondents 

 Salary Frequency Valid  Percent 

 

 
    Below 2000 birr 11 4.2 

2001-3000 birr 38 14.4 

3001-5000 birr 93 35.2 

5001-7000 birr 104 39.4 

7001-10000 birr 12 4.5 

Above10000 birr 6 2.3 

Total 264 100.0 

Source: SampleSurveyMay, 2020 

 

From the table 4.3.Abovewe can understand that 104 (39.4%) oftherespondents receive 5001– 

7000 birrmonthlywhereas 93(35.2%), 38(14.4%),12(4.5%),11 (4.2%) and 6 (2.3%) earn 3001-

5000, 2001 -3000, 7001` -10000, below 2000 and above10000, respectively. 
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Table 4.4.Summarystatistics ofdemographicvariables 

Variable Category Frequency Percent 

Gender of 

 

Respondents 

Male 143 54.16 

Female 121 45.83 

 

 

Ageof respondents 

20-25 25 9.5 

26-30 76 28.8 

31-35 67 25.4 

36-40 39 14.8 

41-45 32 12.1 

46-50 14 5.3 

Above50years 11 4.2 

Educational 

 

Background 

≤ Certificate 13 4.9 

Diploma 62 23.5 

Degree 171 64.8 

Masters 17 6.4 

PHD 1 .4 

 

 

Tenure of 

respondents 

less than 1year 10 3.8 

1-2years 25 9.5 

3-5years 36 13.6 

6-8 years 42 15.9 

9-10years 15 5.7 

Above 10 years 136 51.5 

MonthlySalary Below 2000Birr 11 4.2 

2001-3000 B 38 14.4 

3001-5000B 93 35.2 

5001-7000B 104 39.4 

7001-10000B 12 4.5 

Above10000B 6 2.3 
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4.2.3. Reliability and Validity Test 

The quality of findings from the given analysis process depends on the quality and reliability of 

the tools used in the data collection process. To ensure the content validity of the questionnaire 

as much literature as possible on the subject of interest is consulted. A draft questionnaire is also 

checked by the senior researchers' to check for the same concern. Experts on the subject and 

classmates are also made to have a say on the quality of the tools of analysis in question. A pilot 

study is also conducted to check if the tools used can help generate the needed data for this study. 

Suggestions, comments, and concerns that are assumed to improve the quality are incorporated in 

the final questionnaires. To ensure the internal consistency of the present instrument, the 

researcher used Cranach‟s alpha coefficient. Developed by (Cronbach, 1951), the Cronbach‟s 

alpha coefficient is a statistical tool that evaluates confidentiality through the internal consistency 

of a questionnaire used in a particular analysis process. 

 

It is argued that Cronbach‟s alpha coefficient of at least more than 7 is necessary for particular 

tools of analysis to be reliable enough. The Cronbach‟s alpha coefficient calculated for this study 

is presented in the table that follows. According to the information in above Table 4.2, the 

calculated Cronbach‟s alpha coefficient is greater than the above-said value for all the variables 

factors included in this study. Based on this result one can deduce that the instruments of analysis 

for this study are reliable enough. 

4.2.4. Descriptive Statistics 

Theresearcheremployedvariousstatisticaldataanalysistoolssuchasmean,standarddeviation,frequen

cy andpercentiletoanalyzethecollecteddata.Thesummary 

ofdescriptivestatisticsofallvariablesthatare evaluatedbasedona5-

pointLikertscale(from“1”“stronglydisagree”to“5” stronglyagree‟). 

AccordingtoZaidaton&Bagheri(2009)themeanscorebelow3.39wasconsideredaslow,themeanscore 

from3.40upto3.79wasconsideredasmoderate andmeanscoreabove3.8wasconsidersashighas 

illustrated byComparisonbases ofmeanofscoreoffivepointLikertscaleinstrument.Thus detailofthe 

analysisis presented asfollows: 
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Table 4.5.  Descriptive statistics for computed variables 

 N Minimum Maximum Mean Std. Deviation 

Employee Performance 264 2.35 3.50 3.0458 .21271 

Training 264 1.78 4.22 3.121 .38361 

Working Environment 264 1.60 4.40 2.9722 .42443 

Organizational culture 264 1.75 4.75 3.0544 .34549 

Motivation Factor 264 1.33 4.33 3.0312 .36328 

Leadership Factor 264 1.57 4.14 3.0247 .30379 

Source: SampleSurveyMay, 2020 

4.3. Independent and dependent Variable Relationship Test Result 

4.3.1. Correlation 

TherelationshipbetweenindependentanddependentvariablesusingPearsonProduct-Moment 

Correlation Coefficient is astatisticindicatingthedegreeto which two variables arerelated to one 

another. (+ or-) indicatesthe directionofthe relationshipbetween-1.00and+1.00. Variablesmay 

bepositively ornegatively correlated.Apositivecorrelationindicatesadirect 

positiverelationshipbetweentwovariables,whereas anegativecorrelationindicatesan inverse, 

negativerelationship between twovariables (Ruud et. al.2012). 

 

Table 4.7 CorrelationAnalysis betweenIndependent variables andDependent Variable 

 E. P Train WorkE Orgc Moti Leads 

Employee Performance 1      

Training .439** 1     

Working Environment .414** .354** 1    

Organizational Culture .486** .408** .590** 1   

MotivationFactor .515** .478** .587** .507** 1  

Leadership .779** .352** .460** .470** .610** 1 

 

**.Correlationis significant atthe 0.01level (2tailed). 

*.Correlationis significant atthe 0.05level (2tailed) 

Source: Sample SurveyMay, 2020 
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4.3.2. Multiple Regression Analysis 

Regressionanalysisisa systematicmethodthatcanbe usedtoinvestigate the effectofone or 

morepredictorvariableson dependent variable. That is, itallows usto makestatementsabout 

howwelloneormore independentvariableswillpredictthevalueofadependentvariable. However 

weare goingtoanalyzethe model summarydepicted in table4.8below: 

 

Model R R Square Adjusted R Square Std. Error oftheEstimate 

     
1 .864 .747 .742 .12730 

Fromthe descriptivetable 4.5we caninterpret that: 
 

4.3.3. Correlation Analysis 

TherelationshipbetweenindependentanddependentvariablesusingPearsonProduct-Moment 

Correlation Coefficient is astatisticindicatingthedegreeto which two variables arerelated to one 

another. (+ or-) indicatesthe directionofthe relationshipbetween-1.00and+1.00. Variablesmay 

bepositively ornegatively correlated.Apositivecorrelationindicatesadirect 

positiverelationshipbetweentwovariables,whereas anegativecorrelationindicatesan inverse, 

negativerelationship between twovariables (Ruud et. al.2012). 

5. Table 43.3; CorrelationCoefficient Guide 

Correlationcoefficient (r)  ------------- Strengthofthe correlation 

From0.01 upto 0.09   ------------- Negligible association 

From0.10 upto 0.29-------------Lowassociation 

From0.30 upto 0.49------------- Moderateassociation 

From0.50 upto0.69------------- Substantial association 

Source: Kotrlik (2011) 

 

UsingPearsoncorrelationdeterminingthedegreeofassociationbetweentheindicatedinternal factors, 

hypotheses wastested based on the table4.7below 

 

Hypothesis 1: Training has no positive relationship with employees‟ performance.  

The result on the above table 4.7 shows that the existing training practice of the sector is (r= 

.439, p<0.01). It is statistically significant and moderately associated relation. Therefore, the 

null hypothesis (H0) is rejected.   
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Hypothesis 2: Motivation has no positive relationship with employees‟ performance.   

 

As indicated in the above table 4.7 the correlation coefficient result of motivational practice in 

the sectors is (r= .515, p<0.01). This implies there is positive relationship between motivational 

practice and employees‟ performance in the sector and is statistically significant. Therefore, the 

null hypothesis (H0) is rejected.  

 

Hypothesis 3: Leadership has no positive relationship with employees‟ performance.   

 

From the above table 4.7 it can be seen that leadership practice (r=0.779, p<0.01) is higher and 

substantial association with employee performance. This implies there is relatively strong 

relationship between leadership practice and employees‟ performance and is statistically 

significant. And change in leadership given to employees has meaningful corresponding effect 

on job performance of employees, and as a result the null hypothesis (H0) is rejected.  

 

Hypothesis 4: Organizational culture has no positive relationship with employees 

„performance.   

 

The above table 4.7 it can be shows that organizational culture (r=.486, p<0.01) is positively 

correlated with employee performance. This implies there is positive relationship 

betweenorganizational culture and employees‟ performance in the sector and is statistically 

significant. The change in organizational culture has a positive corresponding effect on job 

performance of employees. Therefore, the null hypothesis (H0) is rejected.  

 

Hypothesis 5:working environment has no positive relationship with employees‟ job 

performance. 

 

From the above table 4.7 it can be infer that working condition (r=0.414, p<0.01) is in moderate 

association positively correlated with employee performance. This implies the presence of 

positive relationship between working condition and employees‟ performance in the sector is 

statistically significant and change in working condition given to employees has positive 

corresponding effect on job performance of employees. Therefore, the null hypothesis (H0) is 

rejected. Thus, we can conclude from the correlation results any corresponding change in the 

independent variables such as increase relevant training, increase on financial and nonfinancial 

motivational practice, improved leadership practice, and improvement in the working 
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environment and organizational culture have a positive and significant impact on the dependent 

variable of employees‟  performance. 

5.1. Regression Analysis 

5.1.1. Testing the Assumption ofRegressionAnalysis 

Linearity:the relationshipbetweenthe dependentandindependentvariable shouldbe linear in 

respect to theirparameter,which ischecked bythescatter plotof dependent variableto that 

ofstandardizepredicted.Asithasindicatedbelow,theplotshowsthatthereis approximately linear 

relationshipbetweenemployee performance andthe setofpredictor variables represented 

bystandardized predicted value. 

 

Figure4.4 ScatterPlotLinearity Assumption Measures 

 

Figure 4.5.A histogramnormality assumptionmeasure 
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Figure-4.6: ScatterPlot HomoscedasticityMeasures 

 

 

4.5.2 Multiple LinearRegressionAnalysis 

Regressionanalysisisa systematicmethodthatcanbe usedtoinvestigate the effectofone or 

morepredictorvariableson dependent variable. That is, itallows usto makestatementsabout 

howwelloneormore independentvariableswillpredictthevalueofadependentvariable. 

Table 4.9 ANOVA (F-test) 

Model Sumof square Df MeanSquare F Sig. 

Regression 

   Residual 

Total 

7.688 

4.211 

11.899 

5 

258 

263 

1.535 

.016 

94.209 .000 

Analysisof variance(F-test) is part ofregressionanalysisshowingthe overallmodel. The 
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Model 
 

Unstandardized Coefficients 
 

Standardized 
 

Coefficients 

 

t 
 

Sig. 

 

B 
 

Std.Error 
 

Beta 
 

(Constant)  

 
Training 
Working Environment 

1 
Org Culture 

 

Motivation Factor 
 

Leadership Factor 

 

.767 
 

.100  
 

7.671 
 

.000 
 

.072 
 

.021 
 

.130 
 

3.422 
 

.001 
 

.078 
 

.031 
 

.123 
 

2.508 
 

.013 
 

.089 
 

.041 
 

.103 
 

2.150 
 

.033 
 

.324 
 

.038 
 

.392 
 

8.576 
 

.000 
 

.240 
 

.039 
 

.342 
 

6.203 
 

.000 
 

significancelevel in the abovetablereveals that theregression model is highlysignificanceto fit 

thedata. And the cumulative effect of theset of independent factors on the employee‟s 

performanceis highlysignificance, but it doesn‟t show which predictor variable makethe model 

significance, which can beexamined bythecoefficient table(t-test) in table4.10 below. 

 

Table 4.10.Multiple Regression Coefficients (t-test) 
 

 

 

 

 

 

 

 

 

 

Source: SampleSurveyMay, 2020 

Multicollinearity Test 

Thepredictorvariablesinthemodelshouldnotbelinearlycorrelatedwitheachother.Thiscan 

becheckedby illustratingvarianceinflationfactor(VIF)toattaintheassumptionthatshould 

notbelessthanten.Asitisindicatedabove,thevalueof VIFispurely lessthanten,sothe assumption of 

absenceofMultico linearityisattained. 

 

Table 4:11 Multicollinearity Test 
 

Tolerance VIF 

  
.733 1.364 

.538 1.859 

.570 1.753 

.463 2.159 

.5 1.697 

Source: SampleSurveyMay, 2020 

4.5.3. RegressionMathematical Model 

Theequationofmultipleregressionsonthisstudy isbuiltupontwoformsofvariablesare 
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 Mathematically,  Y=  .767 + .072 + .o78 + .089 + .324 + .240  
 

 

dependentvariables(employee performance) andindependentvariables(training,motivation, 

leadership,organizationalculture andworking environment).Thebasicobjectiveofusing 

regressionequationonthismodelistomake theresearchermoreeffectiveatdescribing, predicting,and 

controllingof thosevariables. 

 

Y= β0+β1T+ β2WE + β3OC + β4M+ β5L +ɛ 

Where, OC= Organizational culture, M=motivation, L=leadership and T= Training 

 

As of Pallent (2005) theresearcher used unstandardizedcoefficient for this model. 

 

4.5.4. AnalysisofInterview 

An interviewwas employedto sector leadersconsistingof eight crucial questionsbased on the 

variables identifiedearlier. Even though somepart of analysishavebeenindicted along with 

thedetailed parts,itisalsonecessaryto discuss in brief as follows; 

Therearevarioustrainingapproachdeliveredtoemployeesineachsectorbutinmostcases highly 

centralizedbytheregionalbureau.Theimplementationapproachisjustdirect orderwithinsignificant 

transparent.Itis characterized bypoorfollow upand monitoring system.wordas leaders 

externalized the problem asitis up to regional bureaus. 

 

The motivationalfactortoarousetheworkingcapabilityofemployeesisshallowseemto be linked 

withfinancialmatters,which isexercised attheend of theyear buthardly 

practical.Rewardedemployeesareidentified by themanagementandonetofivegroup discussions 

which is not satisfactorybyemployees explained bythe interviewed leaders. 

Basedonorganizationalculturesinthesector,theencouraging mechanismstohandle 

employeesstable,islet employees beappreciatedwiththeirnewideas, 

whichiscontrarytorespondentsofemployees.Thesocalledone tofiveapproachesis 

predominantlyimplementedwithnointerestofemployeesandevenleaders.Theenabling powerof 

leaders how employees own Vision-Mission of thesector is lower. 

 

The physical and psychological workingenvironment of  employees is to some extent 

moderatejustlikefulfilling adequatefacilityworkingroom,enablingthelocalenvironment suitable to 
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workersisunderimplementationasmuchaspossible. 

Majorityofemployees do notperform activitieswith responsiblemanner,not using working 

hoursproperly,littlecareforresourceusage,loosencreativityandlowmoralforthereasonthat loss of 

adequate benefit and the likes. 

 

Employees denied their participation in decision making.But managers declared that theydo 

participatein critical cases of decision makingprocess,thecoaching approach, Monitoringand 

evaluation, Regularfeedbackgiven byleadersto employees ispractical asmuch as possible. But 

thereverseis true responded by employees. Finallyleaders responded that theyluck satisfaction 

with theirleadership forthe reason that one leader is pointinghis/herfiguretowards 

thefaultofothers. 

5.2. Chapter Summary 

So far we have discussed about factors affecting employee performance based on pre suggested 

hypothetical approach in null hypothesis. The basic question of the research was what 

significant relationship and effect do the selected internal factors have with employees‟ 

performance in the respective sectors?  So, the result indicated that motivation and leadership 

have strong correlation whereas the other three also have moderate positive correlation and 

significant effect with employee performance. As a result all null hypotheses have been 

rejected.  

 

Thetotal samplesizewas 267 and questionnaires weredistributed to sector employees accordingto 

thepre-determined approach. Out ofwhich, 264 questionnairewere returned which is 98.8%. 

 Thesum of theindependent variablesaverageCronbach‟salphavalue is (α=0.901)and the 

reliabilitytest ofthe studyis located on“Acceptable”range. 

 Out of264 respondents, 54 %(143) oftherespondents aremalewhereas the 

remaining46%(121)arefemale. 

 Thelargest majorityofthe respondents‟agefalls at theagebetween 26and 40 which is 

productiveageas described in its analysispart. 

 65%of therespondentsobtained first degree,others arediploma, masters, and certificate and 

below, indicatingmost employeesiseducated. 

 52%(136) oftherespondents areexperienced workers above10years. 

 

Themeanvaluesgeneratedby thedescriptivestatistics,showsthatallthefivefactorsarein the 
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lowestmeanvalue belowthe averagecut-offpoint3.39asofZaidaton&Bagheri (2009). Fromthiswe 

canunderstandthatemployeesof thesectorsare notagreedor satisfiedwiththe internalfactors 

practice. 

MotivationPearsoncorrelationcoefficientis(r=0.515,p<0.01)whichshowpositiveand 

significantrelationwithemployees‟performance.and,whenweseethe 

regressionstandardizedresult(Beta=0.392,Sig.=0.00)whichcaninferthatmotivationhas positive 

and significant effect on employees‟ performance as stated in the alternative hypothesis.  

 

Leadershippractice itscorrelationresult(r=.779,p<0.01) andregression result(Beta=0.342 

andSig.=0.00)inwhichwecanconcludethatleadershippracticehaspositiveandsignificant 

relationshiptoexplaining thedependentvariableofemployees‟performance. 

Organizational culture Pearson correlation coefficient is  (r=0. .486, p<0.01),which implies 

that thereis positiverelationship with employees‟ performance aswellas(Beta= 

.103 and Sig. =.033)and can saythat thereis positive effect of contribution upon employee 

performance.  

 

Workingenvironmentofthe Pearsoncoefficient(r=.414, p<0.01)whichshowsa positive 

correlationwithemployees‟performance.Thisimpliesthepresence ofmoderate relationship 

betweenworkingconditionandemployees‟ performance inthe sectorswhich isstatistically 

significant.and,theregression result(Beta=.123)with(Sig.=0.13) haspositive contribution 

andstatistically significant.  So,wecanconcludethatapositivechangeinworking 

environmenthasacorrespondingpositivechangeinperformanceofemployees‟job. 

 

Finally,theoverallbundleofdeterminantfactorsofthefiveindependentvariablesexplains 

74.2%of thedependent variable. 
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CHAPTER 5: RESUALT DISCUSSION 

5.1. INTRODUCTION 

The main objective of this study in this chapter is discussed and concluded summery of 

theAssessing the positive factors (opportunities) for good performance, Assessing restraints for 

low performance of BWW public sector employees and Discovering methods (ways) of 

improving BWW public sector employee‟s performance Basona Werana 

werdapublicsectororganizationsdiscussion and concluded summery is based on descriptive result, 

correlation/regression results, compare the result with other researchers finding, Provide 

justification for the result, implication, summary of the research findings that have been analyzed 

and discussed in the previous chapter were briefly presented. Questionnairesispresented 

andanalyzedinthischapter. 

5.2. The Relationship between Selected Internal Factors and Employees Job 

Performance in the Sectors 

The training practice of the sector mean is 3.12, which is below average: indicating that the 

existing training practice is not as such in a good status in order to improving and accomplishes 

job performance. This idea is partly supported by the sector heads in the manner that, 

everytraining is not given by the plan of zonal sectors. Most of the trainings are centralized 

irrespective of professionals comment or involvement.  

 The motivational practice is 3.03 which is also below average indicating that employees may not 

be satisfied with their salary; recognition and promotional practice are not fair, hardworking 

employees are not as such recognized and not receiving adequate feedback concerning their 

performance. Interviewed sector heads replied that luck of motivation is not due to worda level 

leaders but luck of budget ordered by regional leaders.  

 

There is no positive relationship between training and employees‟ performance. The result on the 

above Table 4.7 shows that the existing training practice of the sector is (r= .439, p<0.01). It is 

statistically significant and moderately associated relation. Therefore, the null hypothesis (H0) is 

rejected.   

 

There is no positive relationship between motivation and employees‟ job performance. As 

indicated in the above Table 4.7 the correlation coefficient result of motivational practice in the 
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sectors is (r= .515, p<0.01). This implies there is positive relationship between motivational 

practice and employees‟ performance in the sector and is statistically significant. Therefore, the 

null hypothesis (H0) is rejected. 

 

Adjusted R Square in the model summary table above shows the overall bundle of determinant 

factors of the five independent variables explains 74.2% of the dependent variable (employees‟ 

performance), depends on the independent variables while the remaining 25.8 % is determined 

by other unexplained factors in this model. 

 

Leadership factor (B=.342), then Training (B=.130), Working environment (B=.123) and  

42 organizational culture (B= .103) contribute to explaining the dependent variable with beta 

values. They all are statistically significant.An interview was employed to sector leaders 

consisting of eight crucial questions based on the variables identified earlier. Even though some 

part of analysis have been indicated along with the detailed parts, it is also necessary to discuss 

in brief as follows; There are various training approach delivered to employees in each sector but 

in most cases highly centralized by the regional bureau. The implementation approach is just 

direct order with insignificant transparent. It is characterized by poor follow up and monitoring 

system. Worda leaders externalized the problem as it is up to regional bureaus.  The motivational 

factor to arouse the working capability of employees is shallow seem to be linked with financial 

matters, which is exercised at the end of the year but hardly practical. Rewarded employees are 

identified by the management and one to five group discussions which is not satisfactory by 

employees explained by the interviewed leaders. Based on organizational cultures in the sector, 

the encouraging mechanisms to handle employees stable, is let employees be appreciated with 

their new ideas, which is contrary to respondents of employees. The so called one to five 

approaches is predominantly implemented with no interest of so, the result indicated that 

motivation and leadership have strong correlation whereas the other three also have moderate 

positive correlation and significant effect with employee performance. As a result all null 

hypotheses have been rejected. This conclusion is the same as Getamesay(2016) and LeTran 

(2002)in the same approach conducting the study as it is shown in each steps above employees 

and even leaders.  
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5.3. The Degree of the Effect of Internal Factors on the Performance of the 

Individuals 

 

Leadership is another factor in which its mean is 3.02 is also another variable, indicating that the 

existing leadership practice is not motivating employees in terms of leadership for high level of 

performance, and even employees do have lesser opportunity to take part when decisions are 

made, most supervisors are biased and not valuating ideas and skills in which employees bring 

to the organization and hardly treats every employee without discrimination. Actually there is a 

problem concerning leadership in each sector. But one leader of the sector is blaming 

leadersectors leader for the fault of coordinated management.                                                                                      

Organizational culture is the fourth variable consists of 3.05 mean shows that employees of the 

sector are not in a state of shared values and beliefs of commitment among themselves.  There 

seem no culture of encouraging employees who come up with new ideas, and employees may not 

be committed to the sectors mission and vision statement. Leaders in their interview session 

agreed up on this idea and added that the culture of discussion with the norm of the so called one 

to five (i.e.one person guiding the other 4-6 group members and deal about daily events), wear 

away the motives of employees. This implies that leaders themselves hated this approach. 

There is no positive relationship between leadership and employees‟ job performance.  

From the above table 4.7 it can be seen that leadership practice (r=0.779, p<0.01) is higher and 

substantial association with employee performance. This implies there is relatively strong 

relationship between leadership practice and employees‟ performance and is statistically 

significant. And change in leadership given to employees has meaningful corresponding effect on 

job performance of employees.  

 

There is no positive relationship between the organizational culture and employees‟ performance.   

The above table 4.7 it can be shows that organizational Culture (r=.486, p<0.01) is positively 

correlated with employee performance. This implies there is positive relationship between 

organizational culture and employees‟ performance in the sector and is statistically significant. 

The change in organizational culture has a positive corresponding effect on job performance of 

employees.  

Adjusted R Square in the model summary table above shows the overall bundle of determinant 

factors of the five independent variables explains 74.2% of the dependent variable (employees‟ 



 
 

49 
 

performance), depends on the independent variables while the remaining 25.8 % is determined by 

other unexplained factors in this model. 

5.4. Variables that have Significant Effects on Employees‟ Performance 

Workingenvironmentmeanis2.97whicharealsobelowaverageandwecaninfer 

thatmostofemployeesofthesectormaynothavegoodattitudetowardstheprevailing 

workingenvironment.Employees may notbeprovidedwithadequatefacilitiesand resources to do 

theirjob effectively. Thephysicalsurroundingwheretheyareworking mayhindertoperformtheirjob. 

EmployeePerformancescored 3.04 meanwhich islowertoo.Thisindicates that: Mostemployeesare 

noteffectivelyusing resourcesincluding timeandmaterials.Asa resultmostcivilservantsare 

notavoiding latenessandabsencefromtheirjobandless effectiveinworkingwithotheremployees. 

 

Accordingly, Motivation(Beta=.392) makes the largestcontribution to explainingthe dependent 

variable.  Thus we canconclude thatachangeinMotivationfactors has agreater relative 

effect(34.2%) onemployeeperformancethanthe succeedingfactors. Next Leadershipfactor 

(B=.342), then Training(B=.130), Workingenvironment (B=.123) andOrganizational 

culture(B=.103) contributeto explainingthe dependent variable with beta values.  

5.5. Chapter Summary 

 

The total sample size was 267 and questionnaires were distributed to sector employees according 

to the pre-determined approach. Out of which, 264 questionnaire were returned which is 98.8%.  

- The sum of the independent variables average Cronbach‟s alpha value is (α = 0.901) and the 

reliability test of the study is located on “Acceptable” range. - Out of 264 respondents, 54 % 

(143) of the respondents are male whereas the remaining 46% (121) are Female. - The largest 

majority of the respondents‟ age falls at the age between 26 and 40 which is productive age as 

described in its analysis part.  

- 65% of the respondents obtained first degree, others are diploma, masters, and certificate and 

below, indicating most employees are educated. 52% (136) of the respondents are experienced 

workers above 10 years.  

The mean values generated by the descriptive statistics, shows that all the five factors are in the 

lowest mean value below the average cut-off point 3.39 as of Zaidaton&Bagheri (2009). From 

this we can understand that employees of the sectors are not agreed or satisfied with the internal 

factors practice.  
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The values generated in the Pearson correlation for training is r=.439, p< 0.01 are significantly 

and positively correlated with employees‟ performance in moderated association where Farooq 

and Aslam (2011) studied the result of employee performance as r=.233 sig=0.00 and Getamesay 

(2016), r=.359, sig=0.00 which is also positive correlation and moderate association between 

training and employee performance.  

In addition, the regression result which shows the relative contribution of training by taking the 

beta value under the standardized coefficients is (Beta= .130 sig= .001) which is the same 46  
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Positive of Getamesay (Beta=0.137) with positive contribution to explaining the dependent 

variable of employees‟ performance.  

Motivation Pearson correlation coefficient is (r= 0.515, p<0.01) which show positive and 

significant relation with employees‟ performance as hypothesized. And, when we see the 

regression standardized result (Beta=0.392, Sig. = 0.00) which can infer that motivation has 

positive and significant effect on employees‟ performance. 

Leadership practice its correlation result (r=.779, p<0.01) and regression result (Beta=0.342 

and Sig. = 0.00) in which we can conclude that leadership practice has positive and significant 

relationship to explaining the dependent variable of employees‟ performance.  

Organizational culture Pearson correlation coefficient is (r=0. .486, p<0.01), which implies 

that there is positive relationship with employees‟ performance as well as (Beta= .103 and Sig. = 

.033) and can say that there is positive effect of contribution upon employee performance.  

Working environment of the Pearson coefficient (r=.414, p<0.01) which shows a positive 

correlation with employees‟ performance. This implies the presence of moderate relationship 

between working condition and employees‟ performance in the sectors which is statistically 

significant. and, the regression result (Beta=.123) with (Sig. = 0.13) has positive contribution 

and statistically significant. So, we can conclude that a positive change in working environment 

has a corresponding positive change in performance of employees‟ job.  

Finally, the overall bundle of determinant factors of the five independent variables explains 

74.2% of the dependent variable. 
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CHPTER 6: SUMMARY, CONCLUSION AND RECOMMENDATION 

6.1. Introduction 

The general objective of the research is to investigate factors (i.e. training, motivation, 

leadership, organizational culture, and working environment) affecting employees‟ performance 

in BWW Public Sector Organizations.Throughout the research report, the researcher used 

descriptive and explanatory research design to reveal the determinants of employee performance. 

This descriptive type of research was used to describe the data collected; to examine the 

relationship and impacts between the determinant factors and employee performance. The 

explanatory studies are used because it establishes causal relationship between variables.Primary 

Data collection is used based on questionnaire and interview techniques. The researcher used   

questionnaire for the fact that it is less expensive and offers greater anonymity, gives the 

respondent sufficient time for reading and understanding the questions and answer freely, and it 

provides wider coverage to the sample and also facilitates collection of a large amount of data. 

The researcher also used interview for sector managers to triangulate the response offered by 

employees. Based on interview the researcher prepared condensed structure questions from the 

variables and asked sector heads. The researcher used simple and everyday language, tried to 

avoid ambiguous, double-barreled, leading and presumptions.Descriptive statistics (frequency 

distribution, percentile, minimum, maximum, mean and standard deviation) were employed, 

which helped the researcher to examine the general level of employee performance and the 

selected factors of performance.   

6.2. Summary 

The results of this study are summarized in the following manner. It is summarized based on the 

specific objectivesand research questions of the study.  

6.2.1. The Relationship between Selected Internal Factors and Employees Job Performance 

The training practice of the sector mean is 3.12, which is below average: indicating that the 

existing training practice is not as such in a good status in order to improving and accomplishes 

job performance. The motivational practice is 3.03 which is also below average indicating that 

employees may not be satisfied with their salary; recognition and promotional practice are not 

fair, hardworking employees are not as such recognized and not receiving adequate feedback 

concerning their performance. 
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The result on the above table 4.7 shows that the existing training practice of the sector is (r= 

.439, p<0.01). Leadership factor (B=.342), then Training (B=.130), Working environment 

(B=.123) and 42 organizational culture (B= .103) contribute to explaining the dependent variable 

with beta values. 

6.2.2. The Degree of the Effect of Internal Factors on the Performance of the Individuals 

Leadership is another factor in which its mean is 3.02 is also another variable, indicating that the 

existing leadership practice is not motivating employees in terms of leadership for high level of 

performance, and even employees do have lesser opportunity to take part when decisions are 

made, most supervisors are biased and not valuating ideas and skills in which employees bring to 

the organization and hardly treats every employee without discrimination.  

 

Leadership practice (r=0.779, p<0.01) is higher and substantial association with employee 

performance. This implies there is relatively strong relationship between leadership practice and 

employees‟ performance and is statistically significant. And change in leadership given to 

employees has meaningful corresponding effect on job performance of employees. There is no 

positive relationship between the organizational culture and employees‟ performance. 

Organizational Culture (r=.486, p<0.01) is positively correlated with employee performance. This 

implies there is positive relationship between organizational culture and employees‟ performance 

in the sector and is statistically significant. The change in organizational culture has a positive 

corresponding effect on job performance of employees.  

Adjusted R Square in the model summary table above shows the overall bundle of determinant 

factors of the five independent variables explains 74.2% of the dependent variable (employees‟ 

performance), depends on the independent variables while the remaining 25.8 % is determined 

by other unexplained factors in this model 

6.2.3. Variables that have a Significant Effects on Employees‟ Performance 

Workingenvironmentmeanis2.97whichisalsobelowaverageandwecaninfer 

thatmostofemployeesofthesectormaynothavegoodattitudetowardstheprevailing 

workingenvironment.Employees may notbeprovidedwithadequatefacilitiesand resources to do 

theirjob effectively. Thephysicalsurroundingwheretheyareworking 

mayhindertoperformtheirjob.EmployeePerformancescored 3.04 meanwhich 

islowertoo.Thisindicates that: Mostemployeesare noteffectivelyusing resourcesincluding 



 
 

54 
 

timeandmaterials.Asa resultmostcivilservantsare notavoiding 

latenessandabsencefromtheirjobandless effectiveinworkingwithotheremployees. 

Motivation(Beta=.392) makes the largestcontribution to explainingthe dependent variable.  Thus 

we canconclude thatachangeinMotivationfactors has agreater relative effect(34.2%) 

onemployeeperformancethanthe succeedingfactors. Next Leadershipfactor (B=.342), then 

Training(B=.130), Workingenvironment (B=.123) andOrganizational culture(B=.103) 

contributeto explainingthe dependent variable with beta values.  

6.3. Conclusion 

Determinant internal factors examined in this study (motivation, leadership, working 

environment, organizational culture and training) in the sectors are not being implemented 

properly as they have to be put into effect. That implies that there are limitations in the practical 

application. More over the sectors are not utilizing the full potentials of human recourses due to 

the above limitations in implementing the human resource management practices properly. As it 

is tried to indicate from correlation and regression results two of the factors (Leadership and 

Motivation) have substantial and moderate association.As it is indicated in the correlation and 

regression results that leadership has positive relation and significant effect on employees‟ 

performance in the sectors. From the statistical analysis the researcher also found that leadership 

has a significant positive relationship next to motivation with and significant positive effect on 

employees‟ performance. Thus, we can conclude that a positive change in, motivation and 

leadership, even onthe other three can bring positive improvement on employees‟ performance. 

6.4. Contribution of the Study 

The contribution of this study is mainly practical rather than knowledge contribution. The civil 

service needed additional training andmotivation and favorableworking culture in order to 

maximize their full potential and contribute the achievement of goals and objectives of their 

organization. Training offering based on the goals and objectives of the organization. Taking 

trainings has helped to add new innovations for work and provide better service to the customers. 

The training strategy is right to develop and increase the productivity and profitability of the 

organization. Able to apply the knowledge, help to gained better reward from the organization. 
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6.5. Recommendation 
The researcherforwarded the following recommendations based on the findings. 

5.4.1. Amhara region bureaus 

 

Whenever training is planned to offer to worda employees, the bodies should let participate 

worda team leaders on its ratification for the coming year. There should be consensus attained by 

all concerned bodies as – training brings a sense of security at the workplace, facilitates 

organization to recognize employees performance well, employees knowledge, skills and 

attitudes needs to be molded according to the need of the sector, and as it is one reasons for poor 

performance of the employees training is to use their competencies, otherwise may be not 

confident enough on their capabilities, or they may be facing work- life conflict. The culture of 

one to five is also hated by the leaders of each sector. In principle it is benefiting employees to 

acquire and improve knowledge, skills and attitudes towards work related tasks. But in line with 

one to five this notion is rejected fully and needs to be reformed with accommodating the will of 

employees.  

The physical environment of each sector is not as such conducive. Fulfilling office material is 

not the concern of one party. So, the regional bureaus shall give concern by allocating 

appropriate budget on their own part in fulfilling office materials.  

5.4.2. Worda political leaders 

 

There is a need to be intimate with employees so as to avoid the distance between „„leaders and 

subordinates.‟‟ Being transformational leader is vital for the current approach, incorporating 

transactional and democratic styles too. As political leaders approaching 48 Employees equally 

and freely based on job performance, employees tend to be part of the solution of the sector. 

Scientific and genuine ideas shall be respected forwarded by employees for the overall 

performance of sectors. Leaders of sectors should attain valuable assets of the organizations to 

impose employees to own the vision - mission of the sectors. If employees are working much 

harder than other but are receiving fewer rewards, they are likely to have a negative attitude 

toward the work, and will be dissatisfied and Job satisfaction represents several related attitudes, 

implies how much and the extent to which employees like or dislikes their work. So, leaders 

should realize and in act that an effective recognition program can lead to innovation, higher 

productivity and greater job satisfaction for the workers. They also should understand and 

implement the consensus of that employees don't only want a good salary and benefit package, 
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they also want to be valued and appreciated for their work, shall be the day to day activity of 

managers.  

 

Generally in this 21st cc and globalization, the question of democracy become vital and 

fundamental in every aspect of the society. So handling employees with logical and reasonable 

fashion is inevitable for managers of certain sectors.  

5.4.3. WordaSector Team Leaders/Supervisors 

 

Since employee training plays a vital role in improving performance, the sector management 

should arrange transparent and gap identified on-the job training given to employees while 

conducting their regular work at the same working places including coaching and mentoring. So, 

sectors should plan wisely how training is going to be implemented to both short-term and long-

term benefits for individuals and organizations.  

 

The achievement of common goals or objectives should be designed by responsible team leaders, 

to be discussed by the entire civil servant. Supervisors are expected to initiate professionals to 

frequently conduct simple survey research towards the achievement of organizational goals.  

Employees‟ knowledge, skills and attitudes shall be moulded based on the values of the 

organizations and the firm needs. Sectors shall identify and offer rational solution to the physical 

as well as psychological working environment genuinely to create conducive conditions to 

employees. Employees‟ resentment on physical environment of components like office layouts, 

seating, computers, shall to be arranged fairly.  

 

 

5.4.4. Employees 

 

Employees are valuable assets in HR development. Researches in related literature revealed that 

most employees have a negative feeling about performance management and this indicates the 

survival of the organization and good service delivery is depended on how employees perceive 

the whole system. So in corrective and scientific actions employees are supposed to be part of the 

solution. Psychosocial Factors between the environment and working conditions, and workers 

individual characteristics shall be recognized by bosses as well as employees to alleviate the 
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problem occurred concerning this matter. So, employees are expected to increase the work 

performance by knowing that culture of recognition shall be a good value and asset for 

employees and bosses. Because, people who feel appreciated are more positive about themselves 

and their ability to contribute, i.e., employee recognition can boost productivity and increase job 

satisfaction. Employees should own the general objective of the sector as it is their mandate to 

genuinely perform activities with responsible manner.  

6.6. Suggestion for Further Research 

Currently the study is limited due to the overall country political atmosphere and its cross-

sectional study design. However, these type of research may require a longitudinal and multi 

variable analysis too; the future researches should examine this relationship over a longer period 

of time, and may focus on different variables or combination of those variables included in this 

study. The study was conducted in the public service delivery sector limiting its scope. The 

future researches may examine the determinant factors on employees‟ performance on other 

sectors and in the time of relative peace in terms of the prevalence of domestic violence. The 

upcoming research approach may be conducted with inclusion of more different variables. 
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Appendices 

 

Appendix 1—EnglishQuestionnaires 

 

Title:“Assessments On Factors Affecting Of Employee‟s PerformanceofemployeesatBasona 

worana werdaPublicService 

 

Departments 

DearRespondent, 

IamastudentofDebreberhanUniversity pursuingaMaster’s degreeinBusiness Administration.The 

questionnaire isintendedtohelptheresearchergetinformationonthe  

Assessments on affecting factors of employee‟s performance departmentsofbasona worena 

woreda public sectors employees. Thepurpose ofthestudy ispurely academicandthe 

informationthatyouaregoing togive willbetreated with the highest degreeof confidentiality. 

 

You havebeen selected as akeyrespondent forthis study. Kindly,completethe questionnaire 

toenable the researchercomplete the study. Please tickthe answer whichrepresentsyour opinion on 

the subject. 

 

Your cooperation is highlyappreciated. KebronGetye 

MBA Student 

 

MBA Student 

 

 

I. RawData;youareexpectedtofillthedatainfrontoftheboxesofeachalternatives byusingthis sign.  

X 

No needto indicatepersonal name; 

 

1.1.      Name ofyour Sector……………………… 

 

1.2.      Sex; 1. Male                     2.Female  

 

1.3.      Age: 1.20-25 ,2. 26-30 3. 31-35 , 4.36-40,  
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41-45,      46-50, 50+ 

 

1.4.      Educationalstatus:Certificateandbelow  ,Diploma ,Degre 

 

, Masters , PhD  

 

1.5.      Workexperience:<1 year 1-2years 3-5years     6-8years 

 

9-10years 10+years  

 

 

1.6. Monthlysalary/birr/ <2000   2001-3000    3001-5000    , 5001-7000   , 

7001-10000    10000+  

II.      Study Factors: 

Notice:5-SA-StronglyAgree,4-A-Agree,3-NN-Neitheragreenordisagree,2-DA-Disagree, 

1-SDA-StronglyDisagree, Usethis ” signto answer 
 

No. Factors 5 4 3 2 1 

A Training SA A N 

 

N 

DA SD 

 

A 
1 Thetrainingleads to improvemyperformance      

2 Employeesfeelastrongdesiretoapplywhattheyhave 

 

learned duringthetraining 

     

3 The  necessary  training  is  given  to  ensure  job 

 

effectiveness 

     

4 In-service/on-thejobtrainingadequatelyaddressesthe 

 

skill gaps 

     

5 Incompetentemployeesareidentifiedandprovidedwith 

 

the necessarysupport. 

     

6 Professional employees participatein identifyingtheir 

trainingneeds 

     

7 Training Leads theemployeereducetheir mistakes      

8 TheOrganizationfollowsemployee'sperformanceafter 

 

training 

     

9 Thetrainingassessmentdoneonly byaskingthetrainee 

 

fortheiropinions 
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B Motivation      

1 My salary is equitable when compared with other 

 

organizations 

     

2 MysalarypaymentissatisfactoryinrelationtowhatIdo      

3 Mysalaryisinaccordancewithmyworkexperience 

 

and increases on fair manner 

     

4 Hard working employeesarerecognized.      
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5 Employees,whoreceivefrequentfeedbackconcerning 

Their performance is usually more highly motivated than those 

who do not. 

     

6 ThemotivationIgotfromtheorganizationscontributes 

for high level of job performance 

     

C Leadership      

1 Mysupervisorvalues allthe ideas and skillsIbringto 

the organization 

     

2 I am satisfied with freedom to makedecision on myrole      

3 Ihavethe opportunitytotakepart when decisionsare 

made 

     

4 My supervisor gives me regular feedback on my 

performance 

     

5 Mysupervisorinspiresmetoachievetheorganizations 

objectives 

     

6 Mysupervisorisunbiasedandtreatseveryemployee 

Without discrimination 

     

7 TheexistingLeadershipstylemotivateemployeesfor 

high level of performance 

     

D OrganizationalCulture      

1 Employeesare encouraged to comeup with newideas      

2 Rules set outwithin the organization arepractical      

3 Thereis a shared value of cooperation among 

employees 

     

4 Employees arecommittedto  thevision,  mission  and 

goals of the organization 

     

E WorkingEnvironment      

1 I am provided with adequate facilities and resources to 

do myjob effectively 

     

2 The physical surrounding where I am working is 

Comfortable and convenient to perform myjob 

     

3 The  organization  provides  flexible  work  hours  to 

accommodate my personal needs 
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4 Igettheopportunity toworkwithmy colleaguesandto 

   communicate on aspects of our job 

     

5 AllinallIamsatisfiedwiththeworkingconditionofthe 

   organization 

     

Y Employee Performance      

1 I effectivelyuseresources includingtime and materials      

2 Itrymybest to avoid lateness and absencefrom myjob      

3 Ireceive regularjob performancefeedback      

4 Ibelievethereisfairnessinthewaymyperformanceis 

  assessed. 

     

5 Ieffectivelyworkwith other employees      

6 Myperformanceislimitedbypoorleadershipofmy 

   supervisor 

     

7 Employee‟s job performanceis affected bythecurrent 

motivational practice( likesalary, benefit, recognition, 

promotion, etc.)that theorganizationis trying to offer 

     

8 The organization working environment is good for 

employees inters of enabling them to optimallyutilize 

their knowledge, skill and ability. 

     

 

 

Appendix 2     Amharic version 

   ርዕስ: 

በሰሜንሸዋዞንበመንግስትስራሊይያለትንየመንግስትሰራተኞችበስራገበታቸውሳለየሚገዳደሩየስራሊይችግሮችንሇመሇዬትና

የመፍትሄሃሳብሇማቅረብየተካሄደመጠይቅነው፡፡ 

 

ይህን መጠይቅ በመሙሊት ስሇተባበሩኝ ከሌብ አመሰግናሇሁ፡፡በኬብሮን ጌትዬ (MBAተማሪ) 

I.ጥሬ መረጃ;ከዚህ በታች የተመሇከተዉን መጠይቅ የXምሌክት በማድረግ መሙሊት ይችሊለ፤  

ሥም አይጻፍም; 

1.1.   የመ/ቤቱ ስም……………………… 

1.2. ጾታ;ወንድ    ሴት 

1.3. ዕድሜ:20-25 , 26-30   31-35 , 36-40,  41-45,   46-50,   50+

 

       የትምህፍትደረጃ: ሰርተፍኬትናበታች ,ደፕልማ ,ዲግሪ ,ማስተርስ ,  

          PhD  
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1.4.  የአገሌግልት ዘመን : < 1 ዓመት      1-2ዓመት      3-5 ዓመት  
 

 

6-8 ዓመት           9-10 ዓመት           10+ዓመት   
 

1.5.  ወርሃዊ ደመወዝ / ብር/  < 2000            2001-3000         3001-

5000         5001-7000    , 7001-10000     10000+  

 

II.    የጥናቱ አሞሊሌ መረጃ : 
 

 
መግሇጫ :  5- በ.እስ-በጣም እስማማሇሁ  4- እስ- እስማማሇሁ  3 - በመ- 

በመጠኑ እስማማሇሁ  2-አሌስ  1 -በ.አሌስማ- በጣም አሌስማማም ፤ 
 

ሇመሙሊትም የ X ምሌክት ይጠቀሙ፡፡ 
 
 
ተ.ቁ መጠይቆች 5 4 3 2 1 

A ስ ሌ ጠ ና በአ 

ስ 

ማ 

አስ 

ማ 

በ 

መ 

ጠ 

ኑ 

አሌ 

ስ 

በ.አ 

ሌስ 

1 የሚሰጠዉ ስሌጠና የአኔን  የስራ ሁኒታ ያሻሽሊሌ      

2 ሰራተኞች በስሌጠና ያገኙትን እዉቀት በተግባር ሊይ 

ሇማዋሌ ከፍተኛ ፍሊጎት ያሳያለ 

     

3 የስራ ዉጤታማንትን ሇመረጋገጥ አስፈሊጊዉ ስሌጠና 

ይሰጣሌ 

     

4 የስራ ሊይ ስሌጠና የክህልትን ክፍተት  በበቂ ሁኔታ 

ምሊሽ ይሰጣሌ 

     

5 የስራ ድክመት ሊሇባቸዉ ሰራተኞች ክፍተት ኣየተሇዬ 

ኣአስፈሊጊዉ ስሌጠና ይሰጣሌ 

     

6 ሌዩ ሙያ ያሊቸዉ ባሇሙያዎች የስሌጠና ክፍተትን 
በመሇዬት ይሳተፋለ 

     

7 ሰሌጠና የስራ ሊይ ስህተትን ሇመቀነስ ያግዛሌ      

8 መ/ቤቱ  ሇሰራትኛ  የተሰጠን  የስሌጠና  ዉጤት 

ባአፈጻጸም ይክታተሊሌ 

     

9 የስሌጠና  ዳሰሳ  ፍሊጎት  የሚካሄደው  ሰራትኞችን 

በመጠየቅ ብቻ ነዉ 

     

B ማበረታቻን በተመሇከተ      
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1 ደመወዜ ከላሊዉ ሴክተር ሰራተኛ ደመወዝ ጋር ሲነጻጸር 

ሌዩነት የሇዉም 

     

2 ደመወዜ ከምሰራዉ ስራ ጋር ሲነጻጸር አጥጋቢ ነዉ      

3 ደመወዜ ከአገሌግልቴ ጋር ሌክ ነዉ በጊዜ ሰላዳዉ 

መሰረትም እየጨመረ የሚሄድነዉ 

     

4 በመ/ቤታችን ጠንካራ ሰራተኞች እዉቅና ያገኛለ      

5 የስራ አፈጻጸምን በተመሇከተ ተከታታይ ግብረ መሌስ 

የሚያገኙ ሰራተኞች ከማያገኙት በተሻሇ ይነቃቃለ 

     

6 ከመ/ቤቴ ያገኘሁት ማነቃቂያ ሇከፍተኛ የስራ አፈጻጸም ደረጃ 

አበቅቶኛሌ 

     

C የአመራርሁኔታ      

1 ሇመ/ቤቱ የማመጣዉን የከሀልት ውጤት ምሆነ ኣዳዲስ 

ሃሳብ ሃሊፊዬ ተቀብል ሌዩግምትይሰጠዋሌ 

     

2 በስራዬ ሊይ የሚመሇከተኝን ወሳኔ ስሇምሰጥ እረካሇሁ      

3 በመ/ቤቱ ጉዳይ ዉሳኔ ሲስጥየመሳተፍእድለኣሇኝ      

4 ስራዬን በተመሇከተ ሃሊፊዬ ተከታታይ ግብረ መሌሰ  

ይሰጠኛሌ 

     

5 የመ?ቤቱኣሊማእንዲሳካሃሊፊዬያነቃቃኛሌ      

6 ሃሊፊዬሁለንምሰራተኛበእኩሌነትናያሇኣድሌዎሇማስተናገ

ድኣይችገርም 

     

7 አሁነበስራሊይያሇውኣመራርሰራተኛዉንሇተሻሇውጤትእያነ

ቃቃነው 

     

D የመ/ቤቱየስራባህሌ      

1 ሰራተኞችኣዳዲስሃሳብይዘውሲመጡይበረታታለ      

2 በመ/ቤቱየሚመጡህጎችተገባራዊይደረጋለ      

3 በሰራተኞች መካከሌ የመረዳዳት እሴትተግባራዊነው      

4 ሰራተኞች ሇመ/ቤቱ ራእይ፡ ተሌእኮና አሊማ በቆራጥነት 

እየሰሩ ነው 

     

E የስራኣካባቢ      
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1 መደበኛ ስራዬን ማከናወን የሚያስችሇኝ ምቹ ፋሲሉቲኣሇኝ      

2 ያሇሁበት አካባቢና ማህበረሰብ ስራዬን ሇማከናወን ምቹነው      

3 መ/ቤቱ የግሌ ጉዳዬን ሇማከናወን የስራ ሁኔታና ሰአት 

ያመቻቻሌ 

     

4 የስራ ጉዳይን በተመለከተ ከስራ ባልደርቦቼ ጋር ለመነጋገር 

እድሉ አለኝ 

     

5 በጥቅሉ በመ/ቤቱ የስራ ሁኔታ እርካታይሰማኛል      

Y የሰራተኞች የስራ ሁኔታ አፈጻጸም      

1 የስራሰኣትንናየመ/ቤቱንሃብትበኣግባቡእጠቀማለሁ      

2 ከስራ ገበታዬ ማርፈድንም ሆነመቅረትንለመስወገድእጥራለሁ      

3 ተከታታይየሰራላይኣፈጻጸምግብረመልስኣገኛለሁ      

4 በበኩሌ የእኔ የስራ አፈጻጸም ግምገማ ፍትሃዊነትያለውነው      

5 ከሌሎችሰራተኞችጋርበዉጤታማነትእሰራለሁ      

6 በቅርብሃላፊዬደካማኣመራርየስራዉጤቴተገድቧል      

7 የእኔ የስራ አፈጻጸም በልዩልዩ ሁኔታዎች ማለትም ( ደመወዝ 

፡ጥቅማጥቅም, ዝውውርወዘተ.) እየተገደበ የመጣነው 

     

8 የአካባቢውየስራሁኔታሰራተኞችእዉቀታቸውን፡ከሀሎታቸውንናብቃታ

ቸውንተጠቅመዉለመስራትምቹነው፤ 
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Appendix 3.InterviewQuestionsto sector Managers 

 

An interviewquestionpresented to sector headsbased on Assessments on affecting factors of 

employee‟s performance departments of basona worena woreda public sectors 

 

- First of allIwould liketo saythankyou foryourwillingness to conduct this interview 

based on the researchedarea. 

-   Name ofthe sector -------------------------------- 

 

1.   Is thereanytraining approach deliveredto employees inyour sector?Howdoyou 

implement it in itstransparent way?Follow upand monitoringsystem?Ifno more 

trainingwhy? 

2.   Is thereanymotivationalfactor to arousethe workingcapabilityofemployees?Ifyes, what 

arethosemotivational factors? How doyouconductit?If no why? 

3.   Based on organizational cultures in thesector,what encouragingmechanisms doyou 

follow so as to handle employees stable?Howdoyou recognizenew ideas generated 

byworkers?Induction approach?Experiencesharing?Onetofiveapproach?The 

     enabling power of leaders how employees own Vision-Mission of thesector? 

4.   Howdoyou managethephysicaland psychological workingenvironmentconvenient to 

employees?Do employees haverelativelyadequate facilityworkingroom?Do the local 

environment suitableto them?If not why?Your role to alleviatethe problem? 

5.   Doyou think employees do their work with responsiblemanner?Timeusage? 

 

Resourceusage?Creativity?Morality? 

 

6.   Do employees participatein critical cases of decision makingprocess?Ifyes what is your 

sayingup on their participation?If nowhy? 

7.   Isyour coachingapproach accepted byemployees? Monitoringand evaluation 

approach?Regularfeedbackgiving?If notaccepted,why? 

8.   Doyoufeel satisfactionwithyour leadership approach?How/Why? 

 

 

Thank you 
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Appendix 4List of sample size of BWW Public sector civil service employees 

No Name oforganization 

 

Total population 

size 

Sample size Remark 

1 Health 43 13  

 

Highest 

 

     

 

 

 

 

 

 

Least 

2 Education 34 11 

3 Transport 46 17 

4 Agriculture 73 25 

5 Civil service 45 15 

6 Administration sector 37 12 

7 Finance and Economy 54 18 

8 Culture and Tourism 18 6 

9 Water & irrigation 37 12 

10 Trade & Marketing development 54 21 

11 Admin.& security 35 12 

12 TVT 37 12 

13 Cooperatives 24 8 

14 Rural Land admin 35 13 

15 Woreda House speaker 19 4 

16 Women‟s affair 7 3 

17 Youth & sport 22 7 

18 Livestock and fish 23 7 

19 Court 30 11 

20 Communication 26 11 

21 Justice S. 13 4 

22 Sport office 15 5 

23 Police office 28 7 

24 Militia office  16 5 

25 Tax admin 18 4 

26 House and construction 13 4 

  Total 802       267  

Source: Basona Werana Woreda civil service and Human Resource office report, 2020 

NOTICE: Sample size from each stratum (office) = [ (Number of employee each 

stratum(office) / current employees at offices level) * sample size for the population)]
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