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 Abstract  

 Working environment is stated as one of the most important contributor for high performance in the 

public sector. Motivation factors (job aid, supervisor support, workplace incentives, physical work 

environment, and performance feedback) are working environment systems to encourage employees to 

perform in the most effective way. The purpose of this study was to investigate the impact of working 

environment on employees` performance in Public sector, focusing particularly at Menz lalo midir 

woreda public sector. In the study working environment is seen as an independent variables while 

employee performance as a dependent variable. For this particular study descriptive and explanatory 

research design was employed and quantitative research method was used. The purposive sampling 

technique was used to select the study area of the organization, while simple random sampling technique 

to select sample the target respondents. A survey is conducted by using structured close ended 

questionnaires which is distributed to 165 Menz lalo midir woreda public sector employees in order to 

gather data relevant to the research objectives. Descriptive statistics such as percent, frequency, mean 

and standard deviation and inferential statistics such as correlation,  multiple regression and ANOVA 

analysis statistical tools were used to examine the relationship between working environment and 

employee Performance .The data collected on the questionnaire were analyzed using SPSS (version-

24).Pearson correlation coefficient analysis was carried out to test the hypotheses. Multiple regressions 

analysis were performed to examine relationships between the independent and the dependent variables 

and to identify the influence of the independent variable on the dependent variable. The findings revealed 

that all working environment factors have a significant positive relationship with employee performance 

in Menz lalo midir woreda public sector in the study setting. There was a positive correlation between all 

working environment factor describe in this research and employee performance in Menz lalo midir 

woreda public sector. Thus, this study recommended that Menz lalo midir woreda public sector the 

organization managers can be improving the employee performance and increasing organizational 

effectiveness seriously giving attention the entire working environment factor. 

 

Keywords: Work Environment, Employee, employee performance and performance.  
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CHAPTER ONE 

1. INTRODUCTION 

 1.1 Background of the Study 

 The workplace environment is the most critical factor in keeping an employee satisfied in today‟s 

business world. Today‟s workplace is different, diverse, and constantly changing. Workers are living in a 

growing economy and have almost limitless job opportunities. This combination of factors has created an 

environment where the business needs its employees more than the employees need the business (Smith, 

2011). Every organization wants to have employees with the necessary skills for achieving its 

organizational needs, employees who are committed to organization and have high performance. 

Therefore any organization competing for the best employees, need to do something to attract potential 

employees. One of the things that can be done to attract potential employees is to establish a pleasant 

working environment. According to (jain and Kaur, 2014) workplace environment involves all the aspects 

which act and react on the body and mind of an employee. 

 

Environment is all those things that impact human being on its surroundings during the life time are together 

known as environment. Working environment means the environment where people work jointly for 

achieving organization goal. It includes processes, systems, structures, tools and all those things which 

interrelate with employees and influence in constructive or unconstructive ways on employees performance. 

In addition it also defined as the location where a task is completed (Sharma & Lakshmi 2016). 

 

Working environment has impact on employees‟ performance either negative or the positive outcomes 

(Chandrasekar 2011). In the world, there are international organizations who debate the rights of 

employees. The workplace environment also impact on employee‟s motivational level and their quality 

of performance (Health, 2006). When employees have the desire, physically and emotionally to work, 

then their performance shall be increased (Boles et al., 2004). They also states that Having proper 

workplace environment also helps in reducing the number of absenteeism and increase the performance 

in today`s competitive and dynamic business world. The workplace environment is a set in place impact 

employee morale, productivity and engagement both negatively and positively (Chandrasekar, 2011). 

Better outcomes and increased productivity is assumed to be the result of better workplace environment. 
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Better physical environment of office will boosts the employees and ultimately improve their 

productivity. The factors of work environment has changed due to the changes in several factors such as 

the social environment, information technology and the flexible ways of organizing work processes 

(Hasun & Makhbul, 2005). When employees‟ are physically and emotionally fit will have the desire to 

work and their performance outcomes shall be increased. Moreover, a proper workplace environment 

helps in reducing the number of absenteeism and thus can increase the employees‟ performance which 

leads to increased productivity at the workplace (Boles et al.2004).  

 

According to Tripathi (2014) the work environment can be defined as the environment in which people 

work that include physical setting, job profile, culture and market condition. Each aspect is inter linked 

and impacts on employees overall performance and productivity. It is the quality of the employees‟ 

workplace environment that most impacts on their level of motivation subsequently performance. Work 

environment can be thought of simply as the environment in which people work (Briner, 2000) as such; it 

is a very broad category that encompasses the physical setting (e.g. heat, equipment), characteristics of 

the job itself (e.g. workload, task complexity).  

1.2. Statements of the Problem 

 Employees are the vital or direct stakeholders who are working to ensure the survival of the company or 

organizations and any institutions. They interact with the organizations clients, suppliers and or 

intermediaries in providing or servicing organizations/companies products and or services (Machui,Frank 

,2018).  

According to (Aynalem dagne, 2015) states the effect of workplace environment links with employee 

morale, productivity and engagement in positive and negative ways. Number of industries performs with 

unsafe and unhealthy work place environment. These consist of inadequately designed workstations, 

incompatible equipment, lack of ventilation, inappropriate lighting, too much noise, deficient safety measures 

in fire emergencies and lack of personal protective equipment. Employees working in this environment are 

affected on work-related problems and it reflects on the employee‟s performance. 

Management‟s new challenge is to form an environment that attracts, retain and motivate its workforce. The 

responsibility lies with managers and supervisors at all levels of the organization. They have to create a 

working environment where people enjoy what they do, feel like they have a purpose, have pride in what they 

do and can reach their potential(Christian Addi Manu,2015). 
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 Noble (2009) states that more attention should be paid in identifying and dealing with working 

environment because when employee have negative perception to their environment they sometimes 

suffer from chronic stress. Opperman (2002) stated that, working environment means those processes, 

systems, structures, tools or conditions in the workplace that impact favorably or unfavorably individual 

performance. The working environment also includes policies, rules, culture, resources, working 

relationships, work location, internal and external environmental factors, all of which influence the ways 

that employee perform their job functions.  

 

  The empirical literatures the Studies have been carried out to investigate the effect/impact of working 

environment on employees‟ performance of different company and private organizations in other countries 

and Ethiopia. However; there is a limitation of conducting studies as separately in the level of government 

public organization to identify and measure the working environment effects/impacts on the organization 

employees‟ performance. Such kind of study provides insights to properly formulated and structured the 

working environment alternative options to maximizing the organizations level of environmental friendless 

towards the full employee engagement and to bring sustainable development of the organization. Therefore; 

the purpose of this study will to be investigated the impact of working environment on employees‟ 

performance at public sector organization in the Menz Lalo Midir Woreda. 

 

 The basic purpose of investigate such effect relationship is to forward findings to the organization to consider 

how their organization create a conducive working environment for employees to attain the optimum level of 

engagement sustainably and minimizing working environment impacts to attain the organization strategic 

objectives. Furthermore, this study will provide an input for the public organization, others.  

        1.3. Research Questions 

 How does performance feedback improve employee‟s performance?  

 . How can job aid enhance employee‟s performance?  

  What is the impact of physical work environments on employee‟s performance?  

 How does supervisor support have influence on employee‟s performance? 

 What is the impact of workplace incentives on employees‟ performance? 

 Is there any relationship between working environment and employee‟s performance in the study 

area? 
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                       1.4. Objectives of the Study 

      1.4.1. General Objective 

The general objective of this study is to explore the impact of working environment on employees‟ 

performance at the public sector in Menz Lalo Midr Woreda. 

1.4.2. Specific Objectives 

In assuring that the above general objectives can be achieved, there are few specific objectives that need 

to be accomplished in the case of public sector. These specific objectives were the following. 

 To examine the impact of performance feedback on employees‟ performance.  

  To identify the impact of job aid on employees‟ performance.  

 To determine the impact physical work environment on employees‟ performance.  

 To examine the influence of supervisor support towards employees‟ performance. 

 To determine the impact of workplace incentives on employees‟ performance.  

1.5. Hypothesis of the Study 

         Hypothesis 1: job aid is significantly and positively related to on employee performance 

         Hypothesis 2: supervisor support is significantly and positively related to on employee performance 

         Hypothesis 3: physical work environment tis significantly and positively related to employee performance. 

         Hypothesis 4: performance feedback is significantly and positively related to employee performance. 

         Hypothesis 5: workplace incentive is significantly and positively related to employee performance. 

 1.6. Significance of Study 

It is quite clear that working environment is very important because it directly influences on employees‟ 

performance in the organization. It is expected that the findings of the research will pave the ground for the 

organization authorities to accept the variables which strictly affect the employee‟s work environment and 

subsequently their performance in the organization. The researcher will also help managers/leaders of the 

organization to work on their relationship with subordinates and address issues which directly affecting the 

employee‟s performance and immediate environment. The research may serve as the background information 

to promote and advocate a good workplace environment for employees of the organization. 
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1.7. Delimitation of the Study 

The study would have focused on employees at the public sector. This is the public sector which operates at 

the town center of Menz Lalo Midir Woreda with about 282 employees. This study will find out how working 

environment has a significant impact upon employee performance. 

1.8. Limitation of the study 

The major constraints faced by the researcher while conducting this study, were limited time to have face 

to face meeting and to explain any confusion with the questionnaires. There were also some difficulties in 

getting the employees‟ responses to the survey questions because of their workload and the responsibility 

they have had. The researcher attempted to overcome the problem using simple language by translating in 

Amharic version while constructing the questionnaire and giving brief and direct questions that require 

short answers .But the researcher was challenged to obtaining the criteria for measuring employee 

performance each sector. 

1.9. Definition of Key Terms 

Work Environment:- is the sum of the interrelationship that exists among the employees and the 

employers and the environment in which the employees work (Opperman, 2002).  

          Employee: It refers to an individual who works part-time or full-time under a contract of employment, 

whether oral or written, expressed or implied, and has recognized rights and duties. 

          Employee performance: Employee performance in general is a work embodiment carried out by 

employees that is used as a reference for evaluating employees within an organization. 

Performances: is a result of work achieved by a person in carrying out his duties on skills, effort and 

opportunity (Hasibuan, 2010). 

1.10. Organization of the Study 

The study organized in five chapters; the first chapter contains an introduction for the study which  

consists background of  the  study,  statement  of the  problem, research questions objectives of  the  

study, significance  of  the  study and  delimitation  of  the  study. The second chapter focused on review 

of literatures related to the study, in these chapter general concepts  and  definitions,  basic  issues  related  
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to  the  customer satisfaction and empirical literature‟s were discussed  in  detail.  Third chapter  

methodology, consists  research  design, samples  selected,  sources  of  data, data collection tools, 

procedures  of  data  collection  and  the  methods  of  data  analysis.  The  fourth  chapter  contain 

discussing  the  findings,  analysis  and  interpretation  in  which  the  collected data analyzed and 

organized in meaningful manner. The last chapter, chapter five, present the conclusion and 

recommendation part of the study. 
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                                         CHAPTER TWO 

                                      LITERATURE REVIEW 

2.1. Theoretical perspective                                             

2.1.1. Working environment 

 Kohun (1992), defines working environment as an entirely which comprises the totality of forces, actions and 

other influential factors that are currently and, or potentially contending with the employee‟s activities 

and performance. Working environment is the sum of the interrelationship that exists within the 

employees and the environment in which the employees work.  

 

Opperman (2002) defines working environment is a composite of three major sub-environments: the technical 

environment, the human environment and the organizational environment. Technical environment refers to 

tools, equipment, technological infrastructure and other physical or technical elements. The technical 

environment creates elements that enable employees perform their respective responsibilities and activities. 

The human environment refers to peers, others with whom employees relates, team and work groups, 

interactional issues, the leadership and management. This environment is designed in such a way that 

encourages informal interaction in the work place so that the opportunity to share knowledge and exchange 

ideas could be enhanced. This is a basis to attain maximum productivity. Organizational environment include 

systems, procedures, practices, values and philosophies. Management has control over organizational 

environment. Measurement system where people are rewarded on quantity, hence workers will have little 

interest in helping those workers who are trying to improve quality. Thus, issues of organizational 

environment influence employee‟s productivity. 

 

 Work environment means settings, situations, conditions and circumstances under which people work. It 

can also fatherly elaborated as a very broad category that encompasses the physical setting (e.g. heat, 

equipment‟s etc.), characteristics of the job itself (e.g. workload, task complexity), broader organizational 

features (e.g. culture, history) and even aspects of the extra organizational setting (e.g. local labour 

market conditions, industry sector, work-home relationships). It means that work environment is the sum 
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of the interrelationship that exists among the employees and the employers and the environment in which 

the employees work which includes the technical, the human and the organizational environment (Briner, 

2000). 

Work environment consciously involves the process of ensuring quality of life, improving the degree of 

satisfaction derived from the work itself, providing opportunities for growth, creating safe and healthy 

workplaces, increasing creative and critical use of work system initiatives leading to workers 

effectiveness (Salau. 2017). Kohun (2012) defined work environments as the forces that are currently and 

continually influencing performance, motivation and employment relationship. Work environment 

comprises a total network of inter-relationship existing among the stakeholders and the environment in 

which they operate. Hope et al., (2017) posited that work environments impact not only the commitment, 

satisfaction, aptitude, and performance but also have long-term effect on employees‟ health and 

employment continuity. Interestingly, work environment focuses on working hours, working space, 

equipment and facilities which are components of physical work environment (Salau, 2017) 

compensation packages, training, job security, job enrichment, organisational culture and change, staffing 

functions aliening with work system, promotion, among others (Kohun, 2012; Al-Hamdan, Manojlovich 

&Tanima, p. 103). 

2.1.2. Employee Performance 

Platt and Sobotka (2010) assert that employee performance is the combined result of effort, ability and 

perception of tasks. The factors that affect the level of individual performance are motivation, ability and 

opportunity to participate (Armstrong, 2009). He perceives performance as a function of ability and 

motivation. There are a number of factors that affect employee performance, the workplace environment 

impacts most their level of motivation hence their performance. Stup (2003) describes several factors 

towards the success of employees‟ performance. These factors include physical environment, equipment, 

meaningful work, performance expectation, feedback on performance, bad system among others. He adds 

that, to have a standard performance, employers have to get the employees task done on track so as to 

achieve the organizational goals. 

Armstrong (2006) defines performance as the development of quantified objectives. Performance is not 

only the matters of what people achieve but also how they achieve. Performance defined by Sultana et al. 

(2012) as the achievement of specified tasks against predetermined or identified standards of accuracy, 
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completeness, cost and speed. High performance is a step towards the achievement of organizational 

goals and tasks.  

Frese and Sonnentag (2001) opined that an individual performance is highly important for an 

organization as a whole and the individuals working in it. Organizations need highly performing 

employees in order to meet their goals and to deliver the products and services they are specialized in and 

finally to achieve a competitive advantage. 

2.1.3. Working Environment Factors that Affect Employees Performance  

2.1.3.1. Supervisor Support  

A supervisor is also known as a person with an experience leader, a person who can solve problem and 

also the role model at the first level of organizational management (Adair, 1988; Nijman, 2004). 

Therefore, as an experience leader, the supervisors had always being involved in conducting a training 

program. The training program that is being conducted are such as establishing the objectives, selecting 

the trainer, developing a lesson plans, selecting the program method and techniques that is being used, 

preparing the materials, scheduling the program and also conduct a training needs analysis (Adair, 1988; 

Elangovan & Karakowsky 1999). Rabey, (2007) stated that, a supervisor could be a trainer to the 

employees, as the trainer will assist the employees in getting their job done by guiding employees on the 

operational process especially when it comes to a new operational procedure. A supervisor support could 

lead to the employees‟ performance but there is a case that the supervisor had failed in supporting their 

employees. For example, the miscommunication between employees and the supervisor in term of 

delivering the information or process on the job to the employees (Harris et. al., 2000). In order to gain 

the employees performance, both party in between the employees and supervisor needs to play their part 

which is to commit with the relationship.  

   2.1.3.2. Job Aid  

 Rossett and Gauier (1991) stated that, the purpose of job aid is to direct and guide as to enlighten the 

employees performance. Job aid also helps in order to support the employees‟ performance. An example 

of a military performance had been reviewed by (Duncan 1985) regarding the military reliance on job 

aids between 1958 and 1972 which is significant and positive contribution toward the military 

performance. He also stated that based on the results of military analysis, job aid saved money without 

jeopardizing employees work performance. There are three ways to increase performance based on the 
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job aid (Cavanaugh, 2004). The first way is through the external support which means that the employees 

need to take leave from work and look for  

 

the source as for their reference to their job. The second way is through the extrinsic support. An 

extrinsic support means that the job aid is being given within the system itself. As for the third way, it is 

called the intrinsic support. An intrinsic support is an insider or software that is being used as for the 

efficiency of workflow.  

2.1.3.3. Physical Work Environment  

 According to the Vischer (2007), physical work environment is one of the most important factor which 

influences on work performance. Evidence accumulated that the physical work environment in which 

people work affects both job performance and job satisfaction. 

    

 Physical working environment can result a person to fit or misfit to the environment of the workplace. A 

physical work environment can also be known as an ergonomic workplace. Researches on the workplace 

environment need to be done in order to get an ergonomic workplace for every each of the employees. By 

having this ergonomic physical workplace at their workplace, it will help employees from not getting the 

nerve injury (Cooper & Dewe, 2004). 

  

Furthermore, McCoy and Evans (2005) stated that the elements of working environment need to be 

proper so that the employees would not be stressed while getting their job done. In their article, they also 

stated that the physical element plays an important role in developing the network and relationship at 

workplace. Result of the employees‟ performance can be increased from five to ten percent depending on 

the improvement of the physical workplace design at their workplace (Brill, 1992). Another way to look 

at work environments is to assess the physical surroundings, differentiating between offices, warehouses, 

retail stores, scientific research facilities, fieldwork sites, and so forth. These work environments may be 

suited to different kinds of personalities and career goals. The physical environment can also have an 

impact on suitability for work; some people do not enjoy the rigid and controlled climate of a lab, for 

instance, or prefer working outdoors. Concerns about conditions in different types of work environment 

may be an issue for some job seekers with worries about their ability to thrive in physically demanding or 

boring environments (Salin, 2003). 
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 2.1.3.4 Performance Feedback  

 Performance feedback is an information exchange and conflict resolution process between the employee 

and supervisor. This consists of both positive feedback on what the employee is doing right as well as 

feedback on what requires improvement. Managers and supervisors will need to be comfortable with 

working with the whole range of workplace factors that influence employee performance. While the 

supervisor gives his/her feedback and requirements, the employee enables to give his her feedback 

regarding his/her requirements. Although this process is formal, it could be managed informally by 

gaining closer relations for two sides (Chandrasekar, 2011).  

2.1.3.5. Workplace Incentives  

The organization determines what motivates its employees and sets up formal and informal structures for 

rewarding employees behaving in the way required. Rewards may consist of a mix of internal rewards, such 

as challenging assignments, and external rewards, such as higher compensation and peer recognition 

(Chandrasekar, 2011). Performance of professional employees is poor not only due to working environment 

factors but also due to lack of human resource management aspect such as recognition of employees who 

performs well, poor working condition, absence of performance appraisal system and poor feedback on 

performance outcome .Therefore significant changes in promotions, compensation and benefits helps in 

keeping employees satisfied and in turn increases production. 

  2.2. Empirical findings 

A number of related studies are conducted by different researchers in different parts of the world. And 

also, there are a numbers of studies conducted in Ethiopia on the impact of work environment on 

employee performance.  

 Christabella P. B (2014) assessed the impact of working environment on employees‟ performance at 

Institute of Finance Management in Dare Salaam Region. By using descriptive research design and the 

study findings indicate that, organization working environment had an impact on members as far as 

respondents are concerned. The study also revealed that employees‟ will improve their performance if the 

problems identified during the research are tackled by the management. 

Christian Addai Manu(2015) investigate the effects of work environment on employee‟s productivity in 

government organizations in Obuasi Municipality. The research design for this study was the survey 
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research design to assess the relationship between work environment and employee‟s productivity at 

Obuasi Municipal Assembly. The Finding in social work environment of employees of Obuasi Municipal 

Assembly was the most conducive work environment at Obuasi Municipal Assembly and the 

psychological environment of the Assembly was least conducive. In the end, work environment at Obuasi 

Municipal Assembly was statistically significant to the productivity of employees at the Municipal 

Assembly.  

Aynalem Dagne(2018) assessed he effect of working environment on employees‟ commitment at 

Development Bank of Ethiopia. The study implemented Explanatory and descriptive research design to 

identify and evaluate the relationship between working environment and employees „commitment. The 

study findings all working environment dimensions physical working environment, psychosocial working 

environment and work life balance has a significant and positive effect on employees‟ commitment. 

 Feyori Bekele Abdi (2016) assessed Factors Affecting Employee Performance in Ethio-Telecom case of 

Addis Ababa Zonal offices. Results indicate a direct and positive relationship of all variables on 

Employee Performance by using the quantitative method. 

 Machui, Frank Mathew (2018) assessed the influence of workplace environment factors on employee‟s 

performance: A case study of off grid electric/solar companies in Arusha Municipal. The study adopted 

descriptive research design and purposive sampling procedure. The study reveals that there was good 

physical conditions such as temperature regulation, air circulation, lighting, arrangement and hygienic of 

the office buildings and noises conditions and availability of tools and good communication practices 

among colleagues that influence employees performance positively. 

 

 Immaculate Kebirungi (2019) assessed Working Environment and Employee Productivity at Madhvan 

Group of Companies: A Case of Kakira Sugar Limited. The study adopted a case study research design, 

where both qualitative and quantitate methods were adopted. The study concluded by accepting the 

hypothesis that there is a positive significant relationship between psychological work environment and 

employee productivity. 

 Cynthia Nanzushi (2015) investigated the effect of workplace environment on employee performance in 

the mobile telecommunication firms in Nairobi. The study also established that there was a significant 

positive weak relationship between quality work-life and employee productivity, thereby accepting the 
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hypothesis that there is a positive significant relationship between quality work-life and employee 

productivity. 

 Emmanuel .K .t, Grace A. od, Chrstiana .A, Comfort. B-A ,Leicia. A.(2012) assessed how the workplace 

environment affects employee‟s performance at Produce Buying Company, Kumasi. Descriptive sample 

survey was used to carry out the study. he main findings included, employer‟s interpersonal relationships 

with their managers were poor, we feeling do not exist among employees and their employers at the 

organization, employees have clear career advancement and a clear definition of task. 

 

 Thiruchelvan Sinnappan (2017) assessed Working Environment and Its Influence on Employees' 

Performance: A Case Study of an Oil and Gas Vendor Company in Malaysia. The finding that employees 

were affected with the organizational change and this has impacted their performance level. 

  2.3. Research Gap 

 The review of empirical literature shows that most researches conducted on the positive or negative 

relationships of work environment on the performance of employees in private organization and 

company. Even though it also indicates that work environment has a great impact on the performance of 

employees, the impact of work environment in government organization employee performance is not 

well addressed.  Recognizing this research gap, the study aims to assess the impact of work environment 

on employee performance in public sector in Menz Lalo Midir Woreda. 

2.4. Conceptual framework 

 Conceptual framework is described as a set of broad ideas and principles taken from relevant fields of 

inquiry and structure a subsequent presentation. It should be intended as a starting point for reflection 

about the research and its context (Zikmond and Griffin, 2010). 

The following figure thoroughly review this study related literature to the subject matter under study. The 

study focuses on the impact of work environment (independent variable) and the dependent variables are 

the type of account maintained at employee performance. 
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2.5. Theoretical Framework  

Theoretical framework attempts to give explanation of the variables as considered in the conceptual 

framework. The relationship is defined in such a way that the set of factors impact on an individual, 

which in turn determine the final outcome in terms of increased or decreased performance of that 

individual. 

2.5.1. Job Aid and Employee Performance  

A job aid is the external aid to an individual. The purpose of this job aid is to support the work activity 

(Rossett & Gauier-Downes, 1991).Being one of the working environment factors for employee performance, 

job aid is being used to guide the job performance in real time. This means that by having this job aid it will 

 

Work environment factors 

Jop aid 

Supervisor support 

Physical environment 

Work incentive 

Performance feedback 

Employee 

performance 

Independent variable                                                                            dependent variable  

Figure 1 Conceptual framework of work environment dimension and employee performance. 
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support the employees to perform and plan for the development so that it can be used as to obtain the optimal 

use for performance. Job aid made work to be easier and help minimize error rates. These can include 

templates, guides, models and checklists. 

2.5.2. Supervisor Support and Employee Performance  

Immediate supervisors act as advocates for employees, gathering and distributing the resources needed by the 

employees for them to be able to do a good job and providing positive encouragement for a job well done. As 

the working environment factor, supervisor interpersonal role is important to encourage positive relations and 

increase self-confidence of the employee and in return improve employee performance (Blau, 1964). 

2.5.3. Physical Work Environment and Employee Performance  

Physical factors in the workplace such as poor layout or overcrowding can lead to common types of accident 

such as tripping or striking against objects. There are also some other factor that could affect the employees 

performance such as noise which will cause discomfort on the employees and thus reduce the employees‟ 

productivity. An employee could be affected depending on the task they are given and also the environment of 

the place they are working. By having a good environment, the employees could apply their energy and their 

full attention to perform work (Vischer, 2007). 

2.5.4. Work Incentives and Employee Performance  

Work incentive for increasing employee performance is often thought to be based on salary and promotion. In 

addition, a motivating work environment must be the one in which employees are treated fairly. No matter 

what level of input a particular worker has in relation to the business processes as a whole, it is essential for a 

manager to give each employee a sense of playing a dynamic, integral role in something much larger. 

Therefore the organization determines what motivates its employees and sets up formal and informal 

structures for rewarding them as the working environment factor which enhances performance. 

2.5.5. Performance Feedback and Employee Performance  

Performance feedbacks are regular feedback to employees‟ information on how they are performing. This 

should consist of both positive feedback on what the employee is doing right as well as feedback on what 

requires improvement. The feedback needs to be as objective as possible and delivered with the appropriate 

interpersonal and conflict resolution skills. It can be a mix of both informal feedback and feedback delivered 

as part of a formal performance management cycle (Chandrasekar, 2011). 
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CHAPTER THREE 

3. RESEARCH METHODOLOGY 

3.1. Introduction 

Research methodology is the path through which researchers need to conduct their research. It shows the 

path through which these researchers formulate their problem and objective and present their result from 

the data obtained during the study period. This chapter hence reveals an overall scheme, plan or structure 

conceived to the researcher in answering the research questions. In this stage most decisions about how 

research would be executed and how respondents will be approached, as well as when, where and how 

the research will be completed is discussed. Therefore, in general this part of the study describes the 

research design and methodology that will be used to guide under the following sub-heading: the study 

area, research design, target population, research methods, research approach, sample technique and 

sampling size, sample frame, data source and type, data collection instrument, Description of Variables, 

variables measures, data analysis technique and ethical considerations. 

 3.2. Description of the Study Area 

           The study area for the present study was Menz lalo Midir is one of the woredas in the Amhara Region of 

Ethiopia. It is Located at the eastern edge of the Ethiopian highlands in the Semen Shoa Zone, Menz lalo 

Midir is bordered on the south by Moretna Giru woreda, on the west by Menz kaya woreda, on the north 

by Menz Gera Midir, on the east by Menz mama midir woreda, The administrative center of this woreda 

is Wegere. Menz lalo midir woreda is found at 275 kms away from Addis Abeba, 842 kms away from 

Bahir Dar, 147 kms away from Debire Birhan, of Ethiopia and comprises 8 kebele, 25 sub- kebele. Based 

on the 2007 national census conducted by the Central Statistical Agency of Ethiopia (CSA), this woreda 

has a total population of 41,425 of whom 20,564 are men‟s and 20,861 women‟s. In addition to this the 

total area of Menz Lalo Midir Woreda is 38306 hectare. 
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3.3. Research Design 

           Research design is a framework or structure for data collection and analysis. It is a plan for conducting 

research, which usually contains specifications of elements to be investigated and the procedures to be 

followed. Research design is about organizing research activities, including data collection, and 

analyzing it in such ways that help to achieve the research aims. Oppenheim (1992) points out that the 

term research design refers to a basic plan or strategy of research and the logic behind it, which will 

make it possible and valid to draw more general conclusions from it. The research design is also vital to 

find out answers to research questions, or to test the research hypothesis in a study. 

 The aim of this study is to investigate the impact of working environment on employees‟ 

performance in the case of MLMWPS. So as to answer the research questions and meet the objectives of 

the research, both explanatory and descriptive designs are suitable for this study. Explanatory study 

establishes causal relationships between variables and focuses on studying a situation or a problem in 

order to explain the relationships between variables (Saunders, Lewis & Thornhill, 2009, p.139).  

Descriptive researches are those studies for which the purpose is to produce an accurate representation of 

persons, events or situations (Saunders et al., p.590).  The main focus of descriptive research studies is 

to describe the characteristics of a particular individuals or group. Therefore, i n  this study both 

descriptive and explanatory designs  w ere  used in order to investigate the effect of motivation on 

employees‟ performance in MLMWPS. 

3.4. Research Design and Approach  

 A research approach may be either deductive or inductive. A deductive research approach, which leads a 

study from a general to a specific phenomenon .It, begins with the development of a theory or a 

hypothesis and later a development of a strategy to test it in a context to verify or reject its claims 

(Creswell, 2003). 

This study was conducted by using quantitative research approach that means deductive research 

approach; the approach is best suited for looking at cause and effect, and testing of theories and 

hypothesis (Muijs, 2010, p.9). The method  uses  to  explain  relationships  or  phenomena  by  collecting  

numerical  data  and analyzing based on mathematical method. Quantitative research approach was 

chosen to this study since it is an appropriate method to create quantifiable cause and effect relationship 

between the variables of the study. 
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A survey strategy provides a quantitative or numeric of trends, attitudes or opinions of population by 

studying a sample of population (Creswell, 2009, p.146) and it is a popular and common strategy in 

business and management research (Saunders et al., 2009, p.175) Therefore, deductive research approach 

was employed in the present study.. 

3.5. Target population      

According to Bell and Waters (2014), the term population is defined as a total group of individuals or 

units that are of interest to the researcher and individuals at whom the outcomes of the study can be 

generalized. Eight sectors of the woreda will to be the target population of the study.  To drive the 

sample, eight sectors were chosen by lottery method. They are Agricultural office, Administrative office, 

Technical and vocational enterprise office, Revenue office, Finance and Economic development office, 

Water and energy development office, Trade industry and market development office and Cooperative 

office. So, this number constitutes the target population of the study. 

3.6. Sampling technique and Sample Size 

3.6.1. Sampling Technique 

Sampling technique is a method of selecting sample in the study. To select representative sectors for the 

study based on their number of customers and their contribution to economic development. Purposive 

sampling method use .This sampling method minimizes biases and gives equal chance to be selected 

to promote representativeness. The researcher chose eight public sectors from total of 26 public 

sectors of the wereda .The individuals of the sample select by using Simple random sampling method. 

This sampling method minimizes biases and gives equal chance to be selected to promote 

representativeness. 

3.6.3. Sample size Determination 

According to (Denscombe 2014), the sample size refers to the number of elements selected from a given 

population. Hence, simple random sampling technique are employed to determine the sample size i.e 

Menz lalo midir woreda Civil Service and human resource management Office report (2020) the total 

number of government employees in those select eight sectors are 282 so that, the sample size is 165. 

Because this method is more appropriate in the survey based research strategy in which an inference can 

be made from sample about a population to answer a research question(s) or to meet research objectives. 



  

 
19 

 

Therefore, total number of government employees in those select eight sectors, there are a total 

population (N=282) of employees. So, in business research normally a 95% level of certainty is 

implemented. If this sample is selected 100 times, at least 95 of these samples would be certain to 

represent the population from which they are drawn (Saunders et al., 2009). 

In this study, the researcher wants to achieve a 95% level of accuracy. This study will apply  a simplified 

formula provided by (Yamane 1967) in order to determine the required sample size at 95% confidence 

level and with the level of precision of e = 0.05% is 

                       
 

       
 =   

   

            
     = 165Employees 

 N= total population. 

 n= sample size,  

 E= error term, which is 5% (i.e. at 95% confidence interval). 

The sample size of this study=165 employees 

Table 1: Sample Composition of the Study 

No Participants office  

Target Population Size  
percentage Sample size 

1 Agricultural Development office 96 58.51% 56 

2 Administrative office 44 58.51% 26 

3 Technical and vocational  enterprise office 24 58.51% 14 

4 Revenue office 16 58.51% 9 

5 Finance and Economic  Development office 43 58.51% 25 

6 Water and energy development office 22 58.51% 13 

7 Trade industry and market development office 19 58.51% 11 

8 Cooperative office 18 58.51% 11 

Total Number of Employees 282  165 

 Source: (Own, 2021) 
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As shown in the above table, out of the total population of the selected public sector about 56.54% of the 

respondents were chosen as sample respondents. 

 3.7. Data Sources and Type 

The study was used both primary and secondary data sources. The primary data are those which are 

collected a fresh and for the first time, and thus happen to be original in character and collected through 

observation, interview method and questionnaires  (Kothari,  2004,  p.95) while secondary data refer to  

the data  which  have already been  collected  and  analyzed  by someone else,  it  is  either be  published 

data or unpublished data (Kothari, 2004, p.111). According to (Kothari 2004, p.112) each method of data 

collection has its uses and none is superior in all situations, selecting the appropriate method depends on 

the nature, scope and objective of the study, the availability of time and fund and precision required for 

the study. The secondary data sources consist of Organization document, books, different published and 

unpublished journals, research papers, internet and other related materials. 

3.7.1. Primary data sources 

           Primary source provides first hand evidence about an event, object, person and work of art are collected 

by researcher himself/herself and primary source of data includes; employees of selected public sectors 

through questionnaires. 

3.7.2. Secondary data sources   

Secondary source that was used for this research includes Organization document, books, different 

published and unpublished journals, research papers, internet and other related materials reports and 

official document. 

 3.8. Method of Data Collection 

3.8.1. Questionnaire 

           The questionnaires specifically for respondents will measure on a five interval Likert scales, the level of 

agreement will be ranked as strongly agree, which will reflect more agreement than just agreement or 

strongly disagree compared to just disagree. The standard questionnaires to measure variable will derive 

from the following sources; Dependent variables measure perceived employee performance, 3 questions 

that are by (Bishop, 1987) will be used. The independent variable is the work environment, where 
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attitudes towards different aspects of factors like job aid, supervisor support, physical environment, 

workplace incentives and performance feedback was adapted from previous studies relevant to the 

present study and modified by the researcher. 

           The questions in the questionnaire were modified in order to obtain data pertaining to the research both 

general and specific objective and the research questions. The Likert Scales will use in the study on the 

assumption that Likert scales produce interval data and justify a wide range of statistical calculations, 

including averages, frequencies, correlations and regression. The first section regards on demographic 

information of the respondents. The second section of likert scale questions concern to respondents‟ 

information on working environment factors and the third section of likert scale questions about 

respondents‟ information on employee performance. Generally, closed ended structured questionnaires 

were used as a convenient data gather instrument in the study, because it is the only possible way to reach 

a large number of respondents and it ensures unity and consistency of the information collected. 

           3.9. Validity and Reliability Test 

3.9.1. Validity  

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

intended to measure. To ensure the validity of the study, data has been collected from the reliable 

sources, i.e. respondents who have experiences in MLMWPS. According to Mugenda and Mugenda 

(2003), the term validity refers to the accuracy or truthfulness of the measurement items. Before 

collecting data, conducting pilot study helps for testing the questionnaire, which reveals the weaknesses, 

if any, of the questionnaire and it may prove to be effective in collecting the relevant information 

(Kothari, 2004).. The first draft would be given to the advisors for scrutiny, suggestions, and necessary 

amendment would be made under supervision of advisor. The researcher would check the validity of 

items and make the necessary amendments based on the feedback obtained. And also in order to ensure 

the validity of the research instrument, the researcher gave the draft questionnaire to the research advisor 

and other senior lecturer of Department of Management in addition to my advisor comments and 

ensured that the statements represent the entire range of possible items to be measured in the study. The 

questionnaire was modified according to their suggestions in senior colleagues, advisor and senior 

lecturer of Department of Management to allow them to evaluate appropriateness of the items and to 

ensure that all the questions included in the questionnaire are prepared in line with the research 
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objectives, the research questions or the hypotheses formulated. Moreover, the feedback obtained through 

the pilot test used to check the appropriateness of the questions included in the questionnaire. In doing so, 

the validity of the questionnaire was established using both face and content validity. 

       Face validity refers to probability that a question is misinterpreted or misunderstood. On the other hand, 

content validity also refers to logical validity and the degree to which a measure depicts all face of a 

given social construct. In this study, the content validity was improved by using the opinions of the 

research supervisor, senior students and senior lecturer of Department of Management. The face validity 

of the research instrument was also improved via a pilot test, and thereby revising unclear and ambiguous 

questions. As a result, the items were properly designed to measure the respective variable and its 

underlying constructs. 

3.9.2. Data Quality Assurance  

A data is considered to be high quality if it fits for its intended use. Data quality assurance is the process 

of data profiling to discover inconsistencies and other anomalies in the data as well as data cleansing 

activities such as removing outliers, missing data interpolation and so on to improve the data quality. The 

most commonly used data quality assurance mechanisms are: Questionnaire pretesting. 

3.9.3. Pilot Test  

 Pilot test is an activity that assists the research in determining if there are flaws, limitations, or other 

weaknesses within the interview design and allows him or her to make necessary revisions prior to the 

implementation of the study (Kvale, 2007). 

           Pilot-testing was carried out before administering the questionnaires to the respondents. Pilot-testing 

aims at determining the reliability and validity of the research tools including the sequence, wording and 

structure of the questions. This pilot study on the data gathering instrument was carried out by 

administering the sample questionnaire to those who did not participate in the study. Therefore, the pilot-

test was conducted on 20 employees‟ public sector working in Menz Lalo Midir Wereda. These 

respondents were chosen using simple random sampling method. After collecting data from these 

respondents, necessary revisions were made on certain questions included in the questionnaire based on 

the respondents‟ feedback given in order to ensure the validity and reliability of the questionnaire. 
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3.9.4. Reliability Analysis 

 Reliability is the degree that shows data collection techniques or analysis procedures will yield 

consistent findings. So as to ensure the reliability of the instrument testing is an important and possible 

activity (Creswell, 2009). 

According to ( Bougie and Sekaran 2010), an instrument needs to be consistent when it measures. This 

consistency can be measured by using a reliability test. In short, this test is described as a test of worth or 

value of the survey data. Internal consistency reliability was verified using Cronbach‟s Coefficient Alpha.  

Accordingly, the respondents involved in the pilot test were asked to comment on the questionnaire. Most 

respondents gave feedback directed to the comprehensibility of items; therefore, researcher modified 

some of the items to improve their clarity. The researcher also ensured the reliability of the questionnaire 

to determine its consistency in testing what it was intended to measure. The reliability of the 

questionnaire was tested with the help of Statistical Package for Social Science (SPSS) version 24 to 

confirm that the Cronbach‟s Alpha coefficient values above 0.7 are generally accepted.  

Reliability analysis is very important in research and is widely used to measure the accuracy of the study. 

So, reliability was conducted via pre-testing the questionnaire by simple random sampling selected 20 

employees working in MLMWPS. To measure the internal consistencies and stability of the constructs 

namely, jobaid, supervisor support, workplace incentives, physical work environment, performance 

feedback and employee performance, Cronbach‟s Alpha coefficient was applied. It indicates an average 

correlation among the items that have developed the scale. Such a value ranges from 0 to 1 with 1 

indicating greater reliability. A coefficient of reliability range of between 0.30 and 0.80 is acceptable 

(Pallant, 2007).Reliability test in this study found that all item is reliable by Cronbach‟s Alpha > 0.7 

(Bhuwono and Agung, 2005). 
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Table 2: Item reliability Test using Cronbach’s Alpha 

 

Source: (Researcher‟s own survey, 2021) 

As indicated in Table2 for this study, the researcher developed a total of 6 constructs with 21 

items. These 21 items of 6 constructs were measured by reliability test the reliability of job-aid 

related questionnaires on employee performance is 0.7015, Supervisor support related questionnaires on 

employee performance is 0.7142, Work place incentives related questionnaires on employee 

performance is 0.7315, Physical work environment related questionnaires on employee performance is 

0.8016, Performance feedback related questionnaires on employee performance is 0.6731 and  

employee performance is 0.7731.  Since a rule of thumb suggested that the Cranach‟s alpha value 

exceeds 0.70 the items shows good reliability and considered acceptable and As shown in the table 4.8 

the overall Cronbach‟s Alpha for  6 items was 0.8016 which is very good and highly acceptable because 

the closer the reliability coefficient gets to 1 the better. 

3.10. Measurements of Variables 

Proper knowledge about the nature and type of data to be dealt with is essential in order to specify and 

apply the proper statistical method for their analysis and inferences. According to Kumar (2011), a 

variable is simply any concept or perception that is capable of being measured. From this perspective, 

(Kumar 2011) lists three types‟ of measures for variables as follows: 

Variables No. of Item Sign Alpha Internal consistency 

Job-aid 4 + 0.7015 Acceptable 

Supervisor support 4 + 0.7142 Acceptable 

Work place incentives 3 + 0.7315 Acceptable 

Physical work environment 4 + 0.8016 Very good 

Performance feedback 3 + 0.6731 Acceptable 

Employee Performance 3 + 0.7731 Acceptable 

Test Scale 0.7325 Acceptable 
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 Nominal:-Nominal measures differences in kind such as gender (male or female). It is used to classify 

objects into groups according to its kind. In the present study, the questionnaire contained nominal 

constructs, name and gender of the respondents that means it is not ranking or ordering; no numerical or 

quantitative value and no comparison between genders.  

 Ordinal:-Ordinal defined as nominal data that can be ordered or ranked. The ordinal scale measurement 

assigns objects a name and also places them in orderly scale. In the present study, age and educational 

background of the respondents were measured on an ordinal scale. That means comparison among age and 

educational background for respondent. 

           Scale: Scale is commonly used for studies that make use of questionnaire in order to scale responses to 

questions in a survey. This measures the attitudes of respondents allowing them to indicate their opinion 

either they strongly agree or strongly disagree with the statement (s) on the questionnaire. The second, 

third and fourth sections of the questionnaire contained items all measured using a likert scale such as 

strongly disagree (1), disagree (2), neutral (3), agree (4) and strongly agree (5).it is used to simply 

numbers. 

3.11. Method of Data analysis 

In this study, both descriptive statistics (i.e. describing the data collected without going further 

conclusion) and inferential statistics (i.e. deals with making inferences and/or conclusions about a 

population based on data obtained from a sample of observations .It consists of performing hypothesis 

testing, determining relationships among variables and making predictions) those are percentage, 

frequency, mean ,correlation and multiple regressions were used to analyze data collected from the 

respondents. These methods of data analysis were described as follows: 

 3.11.1. Descriptive analysis 

In this study, both descriptive statistics (frequency, mean, standard deviation and percentage) and 

inferential statistics (Correlation, ANOVA and multiple regressions) were used to analyze data collected 

from the respondents. These methods of data analysis were described as follows. 
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3.11.2 Correlation Analysis 

Cronbach‟s Alpha was used to test reliability of the research instrument. The hypotheses were tested 

using Pearson Correlation Coefficient (r) to measure , analysis the strength or degree of linear association 

between two variables that is independent variable (working environment) and the dependent variable 

(employee performance). For this purpose, the Statistical Package for Social Sciences (SPSS) software 

(version 24) was used. 

 3.11.3. Regression analysis 

 Regression analysis was used to know by how much the independent variable i.e. working environment 

explains or influences the dependent variable which is employee‟s performance. 

  3.12. Model Specification 

 3.12.1. Multiple Linear Regression Analysis Model 

Multiple regression analysis is similar to the simple regression analysis but it uses more than one 

Independent variable to explain variance in the dependent variable (Sekaran and Bougie, 2010). The 

starting point of multiple regression analysis is the conceptual model and the hypotheses derived from 

that model that the researcher has developed in an earlier stage of the research process. (Sekaran and 

Bougie, 2010). The formula of multiple regression models in this research is shown as follows: 

          Yi = α + β1x1i + β2x2 i +…..+ βp xpi +ε i where 

            Yi's represents dependent variable for observation i 

            Xi's represents the independent variables for observation i 

           α is the intercept 

             βp`s is the unknown regression coefficients. 

            εi is the error (residual) of observation i 
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      The multiple regression equation for predicting the dependent variable (Yi) can be expressed as;- 

  Regress employee performance on the working environment factors 

   Yi = α +β1x1 + β2X2 + β3 X3 + β 4X4 + β 5X5 + εi 

   Where:-X1, X2, X3, X4, X5 and εi are the explanatory variables. 

     Y = Dependent Variable (Employee performance),  

 α = Intercept /Constant/ 

 β1-β5= Coefficient of Independent Variable (working environment) 

 X1 = Independent Variable (job Aid ) 

 X2 = Independent Variable (supervisor support) 

 X3 = Independent Variable (physical environment) 

 X4 = Independent Variable (workplace incentives)  

 x5= Independent Variable(performance feedback) 

 εi = Error term/random term/ 

         3.13. Description of Variables 

  3.13.1. Dependent Variable 

Dependent Variables: They are those outcomes and influences resulting from independent variables. 

Other names for dependent variables are criterion, outcome, effect, explained or response. For this study 

employee performance will consider as dependent variable. 

3.13.2. Independent variables 

 Independent Variables: They are factors that probably cause, influence, or affect outcomes. They are 

also called treatment, manipulated, antecedent, or predictor variables. In this case, working environment 

will consider as independent variables. 

3.14. Ethical Considerations of the Study 

Christians (2000) mentions the minimum requirement for a research to undertake in domain of “research 

ethics” is to commence participant awareness regarding subject matter of research, informed consent, 

privacy and confidentiality, and accuracy. The researcher will addresses all of the above mentioned 
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ethical considerations during execution of the current research. Thus, the researcher will introduce the 

purpose of the study as a fulfillment of a Master‟s Degree Study program and not for any other hidden 

agenda by the researcher and requested the respondents to participate in the study on a voluntary basis 

and refusal or abstaining from participating will be permitted.  

In doing so, the researcher respects all employees and attends their work respectfully by sharing all the 

current stipulation of the office. These are done by showing positive path to the respondents as they fill 

the questionnaires properly and return back honestly to the researcher. 

               The response of each target/sample/ population were kept as secrete to protect them from any panic. 

All these were considered for the effectiveness of the issue under the study. Finally, the researcher gave 

heartfelt gratitude to all employees, the leaders and other responsible bodies for their cooperation to the 

successful operation of data collection which is basic to research success. 
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CHAPTER FOUR 

4. DATA PRESENTATION, ANALYSIS AND INTERPRETATION 

 4.1. Introduction  

 The data collected from MLMWPS using questionnaires are presented and analyzed in this chapter. This 

section of the study deals with the statistical testing of hypothesis and interpretation of the result using 

SPSS version 24. As stated in the previous chapters of this paper, questionnaire were designed and 

distributed to a total of 165 employees of MLMWPS. Accordingly, 162 questionnaires were 

appropriately filled and returned. A total of 162(98.18%) employee respondents‟ responses were 

collected successfully. So, the response rate is enough to carry out the analysis. 

 4.2. Response Rate 

The total populations of the study were 282 employees in MLMWPS. As shown in Table3 below, a total 

of 165 questionnaires were administered to the target respondents, and only 162 (98.18%) questionnaires 

were filled in and returned to the researcher. Among the 165 questionnaires, only 162 (98.18%) 

questionnaires were correctly and completely filled in, while the rest 1(0.61%) questionnaires were 

returned with incomplete responses and the remaining 2 (1.21%) questionnaires were not returned. The 

response rate (98.18%) for the data gathering instrument was excellent for data analysis, as recommended 

by Mugenda and Mugenda (2003). Thus, the result analysis in this study was based on data on 162 

questionnaires. Table3 shows the analysis of the questionnaires administered to the respondents. 

    Table 3: Response Rate  

Questionnaire of the Research Frequency Percent Valid percent Cumulative Percent 

 

Completely Filled Questionnaire  162 98.18 98.18 98.18 

Incompletely Filled Questionnaire 2 1.21 1.21 99.4 

Not returned Questionnaire 1 0.61 0.39 100.0 

Total Questionnaire     Distributed 165 100                         

 Source: (Researcher‟s own survey, 2021) 
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  4.3. BACKGROUND OF THE RESPONDENT 

      4.3.1. Gender of respondents 

The gender of the respondents is shown in table4. The table shows that most of the respondents are male 

(58%) while 42% are female.   

Table 4: Gender of respondents 

Source: (Researcher‟s Own survey, 2021) 

    4.3.2. Age of respondents 

The respondents, age is shown in the following table5.The table shows that 46.3% are the age of 

25-35 years old, followed by respondent at the age between 36-45 years old with 29%, 16.7% were at the 

age below 25 years old. The remaining of the respondents 8% were above 45 years old. 

Table 5: Age of the respondents 

      Age Frequency Percent Valid Percent Cumulative Percent 

Valid 

Below25             27 16.7 16.7 16.7 

25-35        75 46.3 46.3 63.0 

36-45         47 29.0 29.0 92.0 

Above45        13 8.0 8.0 100.0 

Total 162 100.0 100.0 
 

            Source: (Researcher‟s Own survey, 2021) 

4.3.3. RESPONDENTS’ EDUCATIONAL LEVEL 

According  to the Table6 below, the study involved  different  respondents  with different level of 

education as follows,  Diploma level 38 (23.5%) of the respondents, those who were having Degree 

             Gender Frequency Percent Valid Percent Cumulative Percent 

Valid 

         Male 94 58.0 58.0 58.0 

        Female 68 42.0 42.0 100.0 

       Total 162 100.0 100.0  
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level of education were 105(6 4 . 8 %) respondents, postgraduate level 11 (6.8%) of the respondents, 

and  the  remaining  respondents  were  having  others  were  8 (4.9%) respectively, in  accordance   

with  the  revealed  data  it  showed  that majority of respondents working at MLMWPS are having 

degree level followed by diploma level. However, those with master degree levels of education and 

others are few.  

Table 6: Respondent educational label 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Diploma 38 23.5 23.5 23.5 

Degree 105 64.8 64.8 88.3 

Postgraduate 11 6.8 6.8 95.1 

Others 8 4.9 4.9 100.0 

Total 162 100.0 100.0  

Source: (Researcher‟s Own survey, 2021) 

4.3.4. Marital Status of the Respondents 

  The respondents were categorized and analyzed in relation to their marital status. Table7 presents 

information on the respondents „marital status. As seen in the Table7, 61 (37.7%) of the respondents were 

single, 84 (51.9%) of the respondents were married, 13 (8%) of the respondents were divorced and 

4(2.5%) respondents were widowed. The result revealed that the majority of the workers in MLMWPS 

were married. 

Table 7: Marital status of employee 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Single 61 37.7 37.7 37.7 

Married 84 51.9 51.9 89.5 

Divorced 13 8.0 8.0 97.5 

Widowed 4 2.5 2.5 100.0 

Total 162 100.0 100.0  

Source: (Researcher‟s Own survey, 2021) 
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 4.3.5. Working Experience of the Employees 

The results of respondents working experience of employees are indicated in table8. From the 

respondents, only 35 (21.6 %) of them have worked between 0-5 years in the sector. The majority of 

the respondents have served the sector between 6 up to 10 years which consists 75(46.3 %) of the study 

group. The other 32 (19.8%) respondents worked between 11 - 15 years and 20 (12.3%) respondents 

have served the sector between above15 years. 

Table 8: work experience in a year 

 

Working in years Frequency Percent Valid Percent Cumulative Percent 

Valid  

0-5 year 35 21.6 21.6 21.6 

6-10 year 75 46.3 46.3 67.9 

11-15 year 32 19.8 19.8 87.7 

above 15 year 20 12.3 12.3 100.0 

Total 162 100.0 100.0  

Source: (Researcher‟s Own survey, 2021) 

4.4. Descriptive Statistics Analysis 

In this section various statistical data analysis tools such as mean, standard deviation, frequency and 

percentile are used to analyze the collected data. The summary of descriptive statistics of all variables 

that are evaluated based on a 5-point Likert scale (“1” being “strongly disagreed” to “5” being “strongly 

agreed”).According to Zaidaton and Bagheri (2009) the mean score below 3.39 was considered as low, 

the mean score from 3.40 up to 3.79 was considered as moderate and mean score above 3.8 was 

considers as high as illustrated by Comparison bases of mean of score of five point Likert scale 

instrument. Thus, detail of the analysis is as follows. 
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Table 9: Summary Statistics on Continuous Variables 

Variable Freq.     Mean   Std.Dev.     Min.      Max. 

Employee performance 162         3.25 0.448 1 5 

Job-aid 162         3.35 0.222 2 5 

Supervisor support 162         2.97 0.634 1 5 

Work place incentives 162         2.96 0.536 1 5 

Physical work environment 162      2.95 0.478 1 5 

Performance feedback 162 3.33 0.567 1 5 

working environment 162 3.27 0.477 1 5 

Valid N (listwise) 162     

      

Where, Std.Dev.= Standard Deviation Min. = Minimum, Max.= Maximum 

        Source: (Researcher‟s Own survey, 2021) 

 From the arithmetic mean values generated by the descriptive statistics, indicates that the average mean 

score of job aid factor is 3.35 which can be considered as low mean score. From these responses: we can 

conclude that employees are not good attitude with their job aid factor. 

The Supervisor support (mean=2.97) are low, employees have not good attitude in the public sectors.  

The Work place incentives (mean=2.96) are low, employees are not good attitude in the public sectors, 

The Performance feedback (mean=3.33) are low, employees are not good attitude in the public sectors 

and for Physical work environment in this data, the mean value is 2.96. We can infer that most of 

employees of the public sector has not good attitude towards the prevailing working environment. For the 

reason that, there is lack of adequate facilities and resources to do their job   they are not comfortable 

with the physical surrounding; they are not satisfied with the existing Office design, Furniture and power 

generally speaking office layout. 

 In the above table 9, it is shown that the average mean score of MLMWPS employee performance is 

3.25, which can be considered as low mean score. It shows that employees have not good level of job 

performance because the mean value is considered as low. Therefore, we can conclude that employees‟ 

of MLMWPS have low level job performance because they are not good attitude with five working 

environmental factor (i.e. job aid, supervisor support, workplace incentives, physical work environment, 

and performance feedback) dimension of the sector. 
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4.5. Correlation Analysis of Independent and Dependent Variables 

According to Saunders et al. (2009, p.490) a correlation analysis used to identify the direction and 

relationship between the variables. A correlation analysis was conducted between the independent and 

dependent variables of the study to infer and understand the nature of the relationship between the 

variables. The correlation analysis helped to determine the relationship between the independent 

variables (i.e. job aid, supervisor support, workplace incentives, physical work environment, and 

performance feedback) and the dependent variable (i.e., employee performance). The Pearson Correlation 

Coefficient was used to show the direction, strength and significance of the relationship among 

independent and dependent variables. The researcher also made use of a Statistical Package for Social 

Sciences (SPSS) software version 24 to fully analyze the data by coding the items and entering them into 

the SPSS for analyses. Table10. Present the rule of thumb for correlation coefficient between variables. 

      Table 10: The Rule of Thumb for Correlation Coefficient 

S/N Coefficient Range Strength of Association 

1 ±0.91 - ± 1.00 Very strong 

2 ± 0.71 - ± 0.90 High 

3 ± 0.41 - ± 0.70 Moderate 

4 ± 0.21 - ± 0.40 Small but definite relationship 

5 ± 0.01 - ± 0.20 Slight, most negligible 

Source: Weiliang et al. (2011) 

Therefore, using the Table 10 and the SPSS output of the questionnaire, the following results of the 

independent variables working environment factors (i.e. job aid, supervisor support, workplace 

incentives, physical work environment, and performance feedback) and the dependent variable 

(employee performance) is going to be discussed in detail basis. The following table presents the 

correlation between the independent and dependent variables. 
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Table 11: Pearson Correlation Coefficient 

Variable Frequency Employees Performance 

Pearson Correlation 

Coefficient 

 P-value 

Job aid 162 0.2169    0.0047* 

Supervisor support 162 0.4161    0.0000* 

Work place incentives 162 0.5050    0.0000* 

Physical work environment 162 0.7355    0.0000* 

Performance feedback 162 0.5764    0.0000* 

       Working Environment      162                   0.7652             0.0000* 

Note: * indicates the correlation is significant at 1% level of significance. 

Source: (SPSS output of the questionnaire survey, 2021) 

The results in table11 shows the Pearson correlation coefficient was used to measure the relationship 

between independent variable working environmental factors(i.e. job aid, supervisor support, workplace 

incentives, physical work environment, and performance feedback) and Employee Performance in 

MLMWPS table-11 presents the correlation between motivation and employee performance. The R-

value shows the direction, the strength and the significance of the correlation. The bigger the r value the 

more significant it is. The sign (*) indicates that there is a correlation between the variables. As output of 

the model as shown in the table-11, there is a significant moderate but definite relationship positive 

relationship between the two variables; job aid and employee performance [r= 0.2169, n = 162, p = 

0.0047]. a p-value of 0.0047 which is less than 0.01 level of significance ,this small but definite value 

indicates that an increase in job aid will result in a positively change in employee performance, 

Supervisor support and employee performance [r= 0.4161, n = 162, p = 0.000].p-value is less than 0.01 

level of significance ,this small but definite value indicates that an increase in Supervisor support will 

result in a positively change in employee performance, work place incentives and employee performance 

[r= 0.5050, n = 162, p = 0.000]. a P-value is less than 0.01 level of significance , there is a significant 

moderate positive relationship between the two variables this moderate value indicates that an increase in 

work place incentives will result in a positively change in employee performance,, Physical work 



  

 
36 

 

environment and employee performance [r= 0.7355, n = 162, p = 0.000]. a p-value is less than 0.01 level 

of significance, there is a significant high positive relationship between the two variables this high value 

indicates that an increase in Physical work environment will result in highly a positively change in 

employee performance 

Performance feedback and employee performance [r= 0.5764, n = 162, p = 0.000].p-value is less than 

0.01 level of significance, there is a significant moderate positive relationship between the two variables 

this moderate value indicates that an increase in performance feedback will result in a positively change 

in employee performance, 

Working Environment and employee performance [r= 0.7652, n = 162, p = 0.000].p-value is less than 

0.01 level of significance, there is a significant high positive relationship between the two variables this 

high value indicates that an increase in Working Environment will result in highly a positively change in 

employee performance 

 4.6. Hypothesis Testing and Discussion 

To test the hypotheses, the Pearson correlation coefficient was adopted. The reason is that the Pearson 

was used to study the relationship between variables and it also helps to show the strength, direction and 

significance of the correlation between the variables. Pearson correlation coefficient was used to measure 

the relationship between the independent variables i.e., working environment factor (job aid, supervisor 

support, workplace incentives, physical work environment, and performance feedback) and the dependent 

variable (employee performance). The decision criteria either to reject or accept the hypothesis is depend 

up on the value of p, meaning that  if p ≤ 0.01 reject the null hypothesis, but accepting the alternative 

hypothesis and if p ≥ 0.01 reject the alternative hypothesis, but accepting the null hypothesis. 

Hypothesis-1: job aid is significantly and positively related to Employee Performance 

Based on the result the correlation Table11 depicts (r = 0.2169, p = 0.0047), the relationship between job 

aid and employee performance is significant at 0.01 level. In this case, the relationship between job aid 

and employee performance reports a statistical significance with p-value ≤ 0.01.This means, p-value = 

0.0047 and this is ≤ 0.01 level of significance. The finding in this research depicted that job aid and 

employee performance is positively linked. As such, we reject the null hypothesis (H
o
) and accept the 
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alternative hypothesis (H
a
). Therefore, it can be safely concluded that there is a statistically significant 

relationship between job aid and Employee Performance in MLMWPS. 

Hypothesis-2: supervisor support is significantly and positively related to Employee Performance 

Based on the result the correlation Table11 depicts (r = 0.4161, p = 0.000), the relationship between 

supervisor support and employee performance is significant at 0.01 level. In this case, the relationship 

between supervisor support and employee performance reports a statistical significance with p-value ≤ 

0.01.This means, p-value = 0.0000 and this is ≤ 0.01 level of significance. The finding in this research 

depicted that supervisor support and employee performance is positively linked. As such, we reject the 

null hypothesis (H
o
) and accept the alternative hypothesis (H

a
). Therefore, it can be safely concluded that 

there is a statistically significant relationship between supervisor support and Employee Performance in 

MLMWPS. 

Hypothesis-3: physical work environment is significantly and positively related to Employee 

Performance 

The above correlation table11 shows that, there is a significant positive relationship between physical 

work environment and employee performance which carries correlation coefficient value of 0.7355 and 

p-value of 0.0000 which is less than the alpha value 0.01. Hence, we reject the null hypothesis (H
o
) and 

accept the alternative hypothesis (H
a
). Therefore, it can be concluded that there is a statistically 

significant relationship between physical work environment and Employee Performance in MLMWPS 

Hypothesis-4 workplace incentives is significantly and positively related to Employee performance 

To test the proposed hypothesis which states there is positive and significant relationship between 

workplace incentives and Employee performance which carries correlation coefficient value of 0.5050 

and p-value of 0.0000 which is less than the alpha value 0.01. Hence, we reject the null hypothesis (H
o
) 

and accept the alternative hypothesis (H
a
). Therefore, it can be concluded that there is a statistically 

significant relationship between workplace incentives and Employee Performance in MLMWPS 
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 Hypothesis-5: performance feedback is significantly and positively related to Employee 

Performance 

   As shown the result of correlation Table11 (r = 0.5764 and p = 0.0000), the relationship between 

performance feedback and employee performance is significant at 0.01 level. In this case, the relationship 

between performance feedback and employee performance reports a statistical significance with p-value 

≤ 0.01.This means, p-value = 0.0000 and this is ≤ 0.01 level of significance. The finding in this research 

depicted that performance feedback and employee performance is positively related. As such, we reject 

the null hypothesis (H
o
) and accept the alternative hypothesis (H

a
). Therefore, it can be safely concluded 

that there is a statistically significant relationship between performance feedback and Employee 

Performance in MLMWPS. 

Table 12: Summary of Hypothesis 

Hypotheses Accept or Reject 

H1: 
job aid is significantly and positively related to employee performance 

   Not Rejected 

H2: 
Supervisor support is significantly and positively related to employee 

performance 

   Not Rejected 

H3: 
Physical work environment is significantly and positively related to 

employee performance. 

    Not Rejected 

H4: 
Performance feedback is significantly and positively related to employee 

performance.  

    Not Rejected 

H5: 
Workplace incentive is significantly and positively related to employee 

performance. 

    Not Rejected 

Source: (SPSS output of the questionnaire survey, 2021) 

 However, correlation analysis shows only the strength, relationship and directions of one independent 

and dependent variables, it does not permit the researcher to make analysis of more than one 

independent  and  dependent  variables,  and  fall  short  in  predicting  the  beta  value  of 

independent  variables  that  explains  the  dependent  variable,  and  in  making  inferences regarding the 

overall relationship between the identified variables. Hence, to analysis the Impact of working 

environment on employees performance the researcher  uses  regression  analysis  that  overcomes  the  

shortcomings  of  correlation analysis. 



  

 
39 

 

4.7. Regression Analysis 

A number of assumptions need to be met before performing regression analysis with confidence. The 

important assumptions that are to be tested in this section are; independent variables shouldn‟t be too 

strongly correlated to one another (Multicollinearity), the value of residuals  to  be  independent  from  

one  another  and  the  residuals  should  be  normally distributed. The following tests performed to check 

whether the data fits the assumptions of linear regression in order to conclude the analysis results are 

valid and reliable. 

4.7.1 Test of regression analysis 

4.7.1.1. Multicollinearity 

Multicollinearity assumption can be also tested by looking at the coefficients table. As explained by 

Muijs (2010, p.181) Tolerance and Variance Inflation Factors (VIF) do exactly the same thing, tolerance 

is the amount of variance in the individual variable not explained by the other predictor variables. It 

varies from 0 to 1; a value close to 1 indicates that the other predictors do not explain the variance in 

that variable. A value close to 0 implies almost all the variance in the variable is explained by the other 

variables. This permits us to more formally check that our independent variables are not too highly 

correlated. To meet multiple regression assumptions we need tolerance score above 0.2 and VIF scores 

below 10. 

Table 13:Multi-collinearity Test Using Variance Inflation Factor 

Independent Variables VIF ToL (1/VIF) 

Job Aid 1.39 0.72 

Supervisor Support 1.54 0.65 

Work Place Incentives 6.31 0.24 

Physical work environment 3.47 0.29 

Performance feedback 2.31 0.43 

Mean VIF 3.004  

Source: (SPSS output of the questionnaire survey, 2021) 
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As indicated in the above tables13 analysis of collinearity statistics show this assumption has been met, 

as VIF scores shown below 10, and tolerance scores above 0.2. Multi-collinearity is not the problem of  

this  model, so that as a rule of thumb, the result showed that there is no multi collinearity problem 

among predictor variables. 

4.7.1.2. Normality 

This assumption is used to determine whether the residuals are normally distributed. This can be tested 

by looking at the Histogram. To say the Normality assumption of this study is met, the Histogram 

should be symmetric along the center 0. In this case Histogram is symmetric; indicating that assumption 

of normality is met 

 
Figure2.  Normality test of histogram 
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Source: (SPSS output of the questionnaire survey, 2021) 

The normality distribution of residual is tested by the histogram. This histogram basically indicates that 

the majority of the scores lie around the center of the distribution. Thus it satisfies the one of the 

assumptions of multiple regressions. 

          

4.7.1.3. Heteroscedasticity test 

Breusch-Pagan/Cook Weisberg Test for Heteroskedasticity. The Breusch-Pagan test is designed to detect 

any linear form of heteroskedasticity. Breusch-Pagan / Cook-Weisberg test the null hypothesis that the 

error variances are all equal versus the alternative that the error variances are a multiplicative function of 

one or more variables. Alternative hypothesis states that the error variances increase (or decrease) as the 

predicted values of employee performance increase, in this table 14, the chi-square value was small, 

indicating heteroskedasticity was probably not a problem (or at least that if it was a problem, it wasn‟t a 

multiplicative function of the predicted values). 

Table 14: Breusch-Pagan / Cook-Weisberg Test for Heteroskedasticity 

Model Chi2(1) P-value 

1 2.43 0.1765 

H0: The Error Term has Constant Variance (Homoscedastic) 

HA: The Error Term has No Constant Variance (Heteroscedastic) 

Variables: Fitted Values of Employees Performance 

Source: (SPSS output of the questionnaire survey, 2021) 

As it can be revealed from the above table14, the probability value of chi- squared statistics is 0.1765, 

The result showed that there no serious heteroscedasticity problem, because the p-value (0.1765>0.01) is 

statistically in significant which indicates, that we accept the alternative hypothesis and the null 

hypothesis cannot be rejected indicating that there is constant variance. Therefore the estimation result is 

consistent and valid; the basic assumption of homoscedastic is satisfied. 
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  4.7.1.4   Autocorrelation test 

It is an assumption that the value of residuals to be independent from one another (or 

uncorrelated). To check this assumption we need to look at the regression output of model summary box. 

Durbin-Watson statistic uses to test the assumption that our residuals are independent (or uncorrelated). 

This statistic can vary from 0 to 4. For no Autocorrelation assumption, Durbin-Watson statistic value 

needs to be close to 2. A value of two indicates no autocorrelation. A value of towards zero indicates 

positive autocorrelation. A value towards four indicates negative autocorrelation (Saunders et al., 2009, 

p.622). 

      Table 15: Autocorrelation test 

Model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

Durbin-Watson 

1 0.7734 0.6729 0.5510 0.0499 1.562 

a. Predictors: (Constant), Job aid, Supervisor support, workplace incentives, 

Physical work environment, performance feedback.  

b. Dependent Variable: Employee performance 

         Source: (SPSS output of the questionnaire survey, 2021) 

Thus, the above table 15 indicates that Durbin-Watson value of 1.562 which is a score near 2. Thus it can 

be concluded that there is no Autocorrelation problem as the Durbin-Watson statistic showed the value 

close to 2. 

4.7.1.5. Linearity test 

Employee performance is assumed to be linearly related with working environmental factor. The result 

indicated by the scatter plot below is straight line, meaning the scatter plots for both dependent and 

independent variable used in this study show that there is a linear relationship between the variables. The 

plots do not show any evidence of non-linearity; therefore, the assumption of linearity is satisfied  
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Figure3 Normal plot of Linearity test 

 

 4.8. Multiple Regression Analysis 

 Multiple regression analysis is a statistical technique that can be used to analyze and measure a 

relationship between two or more variables (Saunders et al., 2009, p.461). This technique implemented to 

explore the most sophisticated interrelationship among variables, for instance the technique uses to 

identify which independent variables(Job aid, Supervisor support, workplace incentives, Physical work 

environment, performance feedback) is the best predictor of dependent variable(employee 

performance).and the amount of variance explained in employee performance variable by all working 

environmental variable. Generally this method enables the researcher to make stronger causal inferences 

from observed interrelationships among variables and to predict a dependent variable based on values of 

a number of independent variables. The Adjusted R squared is coefficient of determination which tells us 

the variation in the dependent variable due to changes in the independent variable. 
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 This study assumed that working environment has a positive impact and significant effect on improving 

employees‟ performance.in correlation analysis we have seen working environmental factors have small 

but definite value, moderate and high correlation coefficient with  many of employee performance 

(table13). Correlation analysis alone do not provide enough information regarding the interrelationships 

between the variables and not implies a cause-effect relationship between the variables, Multiple 

regression analysis is an extension of bivariate regression analysis which allows the simultaneous 

investigation of the effect of two or more independent variables on a single dependent variable. It 

allowed researcher to examine which independent variables have the most significant influence on the 

dependent variable. Thus, to understand the relationship between multiple independent variables and the 

single dependent variable the study used the regression model summary and the researcher examined the 

regression coefficients for each independent variable. Therefore, multiple regression analysis was used to 

investigate the impact of working environment towards employee performance. 

Table 16: Model Summary 

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

1 0.7734 0.6729 0.5510 0.0499 

Predictors:  (Constant), Job aid, Supervisor support, workplace incentives, Physical work 

environment, performance feedback 

Source: Own Survey, 2021 

Table 17: Analysis of Variance (ANOVA) of the Regression Result 

Model Sum of Squares Degrees of Freedom Mean Square F(5, 

159) 

P-value 

Regression 25.546 5 3.193  

53.95 

 

0.000* Residual 7.939 159 0.049 

Total 33.485 164 0.200 

Dependent Variable: Employees Performance 

Predictors:  (Constant), Job aid, Supervisor support, workplace incentives, Physical work 

environment, performance feedback 
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Note: * indicates the regression model is significant at 1% level of significance. 

  Source: (SPSS output of the questionnaire survey, 2021). 

R: Represent the relationship between dependent and all the independent variables.  

R
2     

Represent how much of the dependent variable can be explained by the independent Variable 

B: Represent co-efficient of the independent variable 

Sig. Represent the statistical significant level of the model 

 The R-value is shown the correlation coefficient between the dependent variable and the independent 

variables. from the table15 above, R =0.7734 indicates that there is a strong positive correlation between 

the dependent variable (employee performance) and the set of five independent variables (working 

environmental factors).The model summary indicates the (R-Square) value which helps in explaining 

variance in the dependent variable (employee performance). Based on the results in Table-16, the (R-

Square) value is 0.6729. This means that the independent variables (Job aid, Supervisor support, 

workplace incentives, Physical work environment, performance feedback) predict the dependent variable 

(employee performance) by 67.29%, thus, leaving out 32.71% unexplained variables in this research. 

This means that there are other extra independent variables that were not put into consideration in this 

study that is significant in explaining variation in employee performance. 

To test significance of this model ANOVA (F- test) was performed. As shown above on multiple 

regression analysis (table 17), it can be observed from the ANOVA table that the model as a whole is 

significant (F (5, 159) = 53.95, P=.000). F test is a statistical test its purpose is to examine whether the 

independent variables, taken together, have a significant effect to the dependent variable. If the 

significance value of the F statistic is small; that means smaller than the error margin 0.05, then the 

independent variables explain the variation in the dependent variable significantly. 

It can be observed in table16 above, there is a significant relationship between working environmental 

factors (Job aid, Supervisor support, workplace incentives, Physical work environment, performance 

feedback) and employee performance (P<0.01, F>1) which indicates that the proposed hypothesis which 

states that there is positive and significant relationship between working environment variable and  

employee performance is accepted. 
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Table 18: Regression Coefficients 

Model Unstandardized 

Beta Coef. 

tcal P-value Standard 

Beta Coef.  

Coef. Std. Err.   

Job aid 0.131 0.058 2.26 0.009* 0.089 

Supervisor support 0.273 0.092 2.98 0.003* 0.135 

Workplace incentives 0.384 0.055 6.98 0.000* 0.410 

Physical work environment 0.556 0.042 13.19 0.000* 0.949 

Performance feedback 0.419 0.081 5.17 0.000* 0.501 

Constant 2.022 0.388 5.21 0.291 - 

Note: * indicates the regression coefficient significant at 1% level of significance 

Source: (SPSS output of the questionnaire survey, 2021) 

The model for the relationship between Job aid, Supervisor support, workplace incentives, Physical work 

environment, performance feedback and Employee Performance can be seen as:        

            Yi = α +β1x1 + β2X2 + β3x3+ β4X4 +β5x5 +εi 

     Y=2.022+ 0.131x1 + 0.273X2 + 0.384X3 + 0.556X4 + 0.419X5  

Therefore, Employee Performance (Y) in PS  in MLMW would be: 

Y=2.022+( 0.131JA)+( 0.273SS)+ (0.384WI) + (0.556PWE) +( 0.419FPf) . 

  From the table 18 shown, we can easily compare the relative contribution of each of the different 

variables by taking the beta value under the unstandardized coefficients. The higher the beta value, the 

strongest its contribution becomes.  

          As output of the model shown in table 18 reveals, the most influential factor that significantly affect the 

employee performance is Physical work environment with a beta value (beta = 0.556), at 99% 

confidence level (p < 0.01), The Beta-value of 0.556 indicates that one unit increase or positive change 

in Physical work environment would lead to a 0.556 unit increase the level of employees‟ job 

performance.  
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The results of regression, as presented in table 4.15 above, shows that Supervisor support has a positive 

and significant effect on employee performance with a beta value (beta = 0.273), at 99% confidence 

level (p < 0.01), The Beta-value of 0.273 indicates that one unit increase or positive change in 

Supervisor support would lead to a Supervisor support unit increase the level of employees‟ job 

performance.  

The results of regression, as presented in table 18 above, shows that workplace incentives has a positive 

and significant affect on employee performance with a beta value (beta = 0.384), at 99% confidence 

level (p < 0.01), The Beta-value of 0.384 indicates that one unit increase or positive change in workplace 

incentives would lead to a 0.384 unit increase the level of employees‟ job performance.  

The findings of regression, as presented in table18 above, reveals that performance feedback has a 

positive and significant effect on employee performance with a beta value (beta = 0.419), at 99% 

confidence level (p < 0.01), The Beta-value of 0.419 indicates that one unit increase or positive change in 

performance feedback would lead to a 0.419 unit increase the level of employees‟ job performance.  

 

The findings of regression, as presented in table18 above, reveals that Job aid has a positive and 

significant effect on employee performance with a beta value (beta = 0.131), at 99% confidence level (p 

< 0.01), The Beta-value of 0.131 indicates that one unit increase or positive change in Job aid would lead 

to a 0.273 unit increase the level of employees‟ job performance.  

 

 

 

 

 

 

 

 



  

 
48 

 

 

                               CHAPTER FIVE  

 SUMMARY, CONCLUSION AND RECOMMENDATIONS  

5.1 Introduction  

   The purpose of this study was to investigate the relationship between the independent variables 

working environment (i.e. job aid, supervisor support, workplace incentives, physical work environment, 

performance feedback and the dependent variable (employee performance) in MLMWPS. To achieve 

this purpose, a general objective, specific objectives and research questions were formulated. 

Additionally, six hypotheses with a combination of null hypotheses and alternative hypotheses were 

formulated in line with the research questions. For data analysis, descriptive statistics and inferential 

statistics were used. In this section the main findings of the research is summarized and conclusions on 

major findings are presented. Recommendations are given based on the research findings and the 

limitation of the study is mentioned. Finally, the study forwarded some suggestions for further 

investigations. 

5.2.1. Summary of Findings 

To test Hypothesis multiple regression analysis was performed the overall model statistics box of 

dependent variable employee performance revealed R value of R =0.7734 which indicates strong 

correlation between employee performance and the set of five independent variables (working 

environmental factors). The R square value of 0.6729 that all independent variables included in the model 

explained 67.29% of variance in dependent variable (employee performance). Hence, the overall 

multiple regression statistic of Employee performance (R
2 

= 0.6729), is supported the view that 

working environmental factors have a positive influence on employees‟ performance. This means that the 

independent variables (Job aid, Supervisor support, workplace incentives, Physical work environment, 

performance feedback) predict the dependent variable (employee performance) by 67.29%, thus, leaving 

out 32.71% unexplained variables in this research. 

From the Pearson correlation coefficient table 4.9 of dependent variable (employee performance) 
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positive and  significance relationship between five independent variables; job aid (β = 0.2169, p= 

0 .0047), supervisor support (β = 0.4161 p= .0000), workplace incentives(β =0.5050, p= .0000), 

physical work environment(β = 0.7355, p= .0000), performance feedback (β = 0.5764, p= .0000), 

physical work environment makes the strongest contribution to explaining the dependent variable 

employee performance followed by performance feedback, and workplace incentives. Hence, a change in 

the above mentioned variables will result in a substantial change on the dependent variable employee 

performance. 

To test significance of this model ANOVA (F- test) was performed. It can be revealed above the 

ANOVA table 17 that the model as a whole is significant (F (5, 159) = 53.95, P=.000). Hence, it is 

concluded that the proposed hypothesis which states that there is positive and significant relationship 

between working environmental factors and employee performance (P<0.01, F>1) which indicates that 

the proposed hypothesis which states that there is positive and significant relationship between working 

environment and employee performance is accepted. 

  5.3. Conclusion 

  According to Christabella P. B (2014), working environment plays a vital role in motivating employees to 

perform their assigned job. Since money is not a sufficient motivator in encouraging the workplace 

performance required in today‟s competitive business environment. The ability to attract, keep and motivate 

high-performance is becoming increasingly important in today‟s competitive organizational environments. 

    The study aims to investigate the impact of working environment on employees‟ performance in 

MLMWPS. To address the proposed objectives, 165 employees from 8 working unit of the public sector 

were included in the study. This study has employed quantitative data in order to conduct the study. 

Responses were collected by adopting questionnaire to measure employees‟ performance towards 

independent factors. The quantitative data have been analyzed by descriptive statistics and multiple liner 

regression analysis method was used. Main working environment and employees performance factors are 

investigated in the literature. After an extensive literature review, the survey was conducted and SPSS 

software (24.0 versions) program was utilized for analysis of data.  

Accordingly, the researcher comes to a conclusion based on the interpreted results and discussions of 

findings.  
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After making the analysis of collected data researcher find out following conclusions  

1. For the present study, 68 female and 94 male employees were responded.  

2. 46.3% employees were from the age group of between 25 to 35years.  

3. In this study sample of 162 workers were in public sector.  

4. In present research 46.3% employees were experienced and they have more than 6 year 

With regard to the Pearson correlation analysis, it can be clearly seen as that the four relationship 

Working environment factor namely Job -aid, Supervisor support, Workplace incentives, and Physical 

work environment and performance feedback are positively related to employee performance in public 

sector. 

 The relationship looks like the following. 

 Working environment and employee performance have high relationship 

 Job -aid and employee performance have moderate relationship. 

 Supervisor support and employee performance have moderate relationship 

 Workplace incentives and employee performance have moderate relationship. 

 Physical work environment and employee performance have high relationship. 

 performance feedback and employee performance moderate relationship 

On the regression analysis part, it is clearly shown that working environment explains employee 

performance. The regression analysis indicated that 55.10% employee performance is explained by 

working environment. Each independent variable is also regressed against employee performance and the 

result shows that all the independent variables can explain the dependent variable i.e. employee 

performance.  

       5.4. Recommendation 

Considering the findings of this study, several recommendations can be suggested for managing the work 

environment and getting maximum employee performance of public sector of MLMW. 

  From the finding of this study working environmenta l  factor was considered as one of the most 

essential factors that influence employees‟ performance of MLMWPS. Therefore the managers should 

make the conducive working environment by providing sufficient facilities and equipment (computers, 
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printers, machines, tables, chairs, and clean office), avoiding employees
,
 workload and encouraging 

social interaction program in order to raise their relation so that to achieve the goal of an organization. 

 This study also focuses that if there is good physical environment in the organization it reflects the 

performance of employee.  

  Physical environment includes light, ventilation at workplace, setting arrangement, flooring, colour 

scheme at workplace etc. All these factors affect satisfaction level of employees. Movement and  motion 

of employees also affected by these amenities which ultimately contribute to performance level of 

employee. 

 Public sector organization should try as much as possible to build a work environment that attracts, retain 

and motivate its employees so that to help them work comfortable and increase organization productivity. 

 Employers should make available adjustable and flexible furniture to all workers in order to make them 

more comfortable. This in the long run keeps the employees healthy. 

 Employers should have in place a good working condition for their employees in order to boost their 

morale and made them more efficient. An example is making their benefit programs to suit employees. 

5.5. Future research 

 The researcher was limited to five working environment factors which affect employees, performance but 

the future researchers may focus on different working environment variables. 

  The study was conducted in the service providing public sectors limiting its scope. The future researches 

may examine the determinant factors on employees, performance on other sectors. 

 The current study focused only on the quantitative measure, so future approach should also include a 

qualitative inquiry for a better understanding of the issue under study. 
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                                                                         Appendix: 

Questionnaire 

         DEBRE BIRHAN UNIVERSITY COLLEGE OF BUSINESS AND ECONOMICS DEPARTMENT 

OF MANAGEMENT (MBA PROGRAM) 

Introduction 

Dear Sir/Madam, 

Greetings, 

            My name is zenebe Bizuneh I am a postgraduate student in the Department of Management, College of 

Business and Economics, Debre Birhan University. As part of the course requirement for the award of 

MA degree in Business Administration, I am conducting a research work on „The Impact of work 

environment on Employees „Performance in public sector. As part of my project I would like to gather 

some information from you which will help me in an in depth study of the project. I will be indebted if 

you co-operate with me in filling the questionnaire. Since the questionnaire is being used for academic 

purpose only, the information gathered will be strictly confidential.  

           Here I kindly request you to attempt all the questions in the questionnaire to meet the aim of the study. 

Whatever information is provided will be treated with utmost confidentiality and strictly will be used for 

academic purpose only. This questionnaire is contains two pages and the cover page. The question has 

three sections; section-one contains demographic information with four questions, section-two contains 

working environmental factor with eighteen questions, and section-three contains employee performance 

with three questions. Section-four one multiple choice question totally it contains twenty two questions. 

          For further information fell free to contact me through E-mail zenebebizuneh2012@gmail.com or Mobile 

number 0921951356/0945458142.I would like to thank you in advance for your cooperation. 

                Sincerely Yours 

          Zenebe Bizuneh 

mailto:zenebebizuneh2012@gmail.com
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           SECTION-ONE:  DEMOGRAPHIC INFORMATION  

          Instruction: Please select and circle the letter which contains the characteristics that express you. 

1. Employee Gender:      i) Male ( )           ii) Female ( ) 

2. Employee Age (Years):  i) <25 ( )    ii) 25-35 ( )       iii) 36-45 ( )        iv) >45 ( ) 

3. Employee education level: i) Diploma ( )   ii) Degree ( )   iii) Postgraduate ( )  iv) Others ( ) 

4. Marital status:  1) Single            2) Married               3) Divorced              4) Widowed 

5. Employee work experience: i) 0-5 year ( ) ii) 6-10 years ( ) iii) 11-15 years ( ) iv) > 15 years ( )  

   SECTION -TWO: Working environment Factor 

         Please indicate the level of your agreement or disagreement with the following statement where number 1 

will represent strongly disagree, Number 2- disagree, number 3, Neutral, Number 4- agree and Number 

5- strongly agree. 

1 Job-aid 1 2 3 4 5 

1  Tasks are properly delegated to me  .     

2 My job requirements are clear.       

3     

    

3 

 My organization has a strategic plan it bases to guide the organization to 

allocate resources properly  

     

4 Does the organization clearly communicate its goals and strategies to me?      
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2 
                          Supervisor support 

1  1      2         3      4     5 

1 Supervisors motivate employees/team members by giving clear work 

instruction or guidance  

     

2      The level of feedback that you receive from your supervisor is high.       

3 My supervisor contribute positively to my performance      

4 I receive fair performance appraisal from my supervisor      

3 Workplace incentives 1   1 2   2 3      3 4   4 5    5 

1 Our organization has incentive scheme for employees       

2 My organization provides incentives that generally support my work.       

3  

Does work incentive from the organization helps you in job performance?  

     

4 Physical work environment 1    1 2   2 3    3 4  4 5  5 

1 Necessary equipment is available in my office       

2 My workplace has many noise distractions.      

3 A better work environment (spacious office, enough lighting etc.) will make 

me perform better at my job.  

     

4 
The furniture here is unsuitable and not comfortable  
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5 Performance feedback 1     1 2    2           3     3 4    4 5          5 

1 I always get feedback on my performance       

2 My organization provides feedback after performance evaluation.       

3 Does performance feedback applied in this organization to help in performance 

maintenance?  

     

                SECTION –THREE EMPLOYEE PERFORMANCE 

          Please indicate the level of your agreement or disagreement with the following statement where number 1 

will represent strongly disagree, Number 2- disagree, number 3, Neutral, Number 4- agree and Number 

5- strongly agree. 

          Employee performance measurement questions 

       6 Employee performance 1 2 3 4 5 

      1 My performance is better than that of my colleagues with similar 

qualifications. 

     

      2 I am satisfied with my performance because it‟s mostly good      

      3 My performance is better than that of the officer with similar qualification 

in other office. 

     

       SECTION FOUR:   

           1)   Working environment has a strong impact on employee performance. 

         (1) Strongly Disagree (2)    Disagree     (3) Neutral    (4) Agree     (5) Strongly agree 

                                                                         Thank you! God bless you! 
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AppendixB. 

                                                                                 ደብረ ብረሃን 

በቢዜነስ እና ኢኮኖሚክስ ኮሌጅ 

ቢዜነስ አድሚንስትሬሽን ትምህርት ክፍል 

መጠይቅ 

     ደብረ ብረሃን ዩኒቨረስቲ በንግድ ስራ አስተዳደር በሁሇተኛ ድግሪ መረሃ ግብር እየተማርሁ ነው፡፡ 

በመሆኑም ሇመመረቂያ ማሟያ የሚሆን የጥናት ጽሁፍ ርእስ ‹‹የስራ አካባቢ በመንዜ ላሎ ምድር 

ወረዳ የመንግስት መስሪያቤት የመንግስት ሰራተኞች የስራ አፇጻጸም ላይ የሚያደረሰውን ተጽእኖ 

ጥናት››በሚል ርእስ እየሰራሁ እገኛሇሁ፡፡የሚሰበሰበው መረጃ ሇጥናቱ ጥልቀት ስሇሚረዳ መጠይቁን 

በትክክል መሙላትዎ ሇጥናቱ ውጤታማነት እጅግ በጣም ወሳኝ ነው፤መጠይቁን መሙላት 

በእርስዎ ላይ ምንም አይነት ጉዳት የማያመጣ ሚስትራዊነቱን የጠበቀ ከዙህ ጥናት ውጭ ሇሌላ 

ጉዳይ እንደማይውል ከወዲሁ እያረጋገጥሁ ግዛዎትዎን መሰዋትነት በማድረግ መጠይቁን 

በመሙላት ሇሚያደርጉልኝ ቀና ትብብር ከወዲሁ ልባዊ ምስጋና እያቀረብሁ ጥያቄው ሦስት ክፍል 

ያሇው የሚይዜ ሲሆን የመጀመሪያው ክፍል መረጃውን የሚሞላው/የምትሞላው የህይዎት ታሪክ 

5(አምስት) ጥያቄ  ሁሇተኛው ክፍል የስራ ቦታ ተጽእኖ 18 /አስራ ስምንት ፤ ሦስተኛው ክፍል 

የሠራተኞች የስራ አፇጻጸም 3 /ሦስት ጥያቄ/ አራተኛ ክፍል 1/አንድ/የምርጫ ጥያቄ ሲሆን 

በአጠቃላይ 23 /ሃያ ሶስት /ጥያቄዎች ያካትታል፡፡  

                ‹‹ስሇ ትብብርዎ በቅድሚያ አመሰግናሇሁ ››  
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                           ክፍል አንድ 

                   የመላሹ/ሿየግልታሪክ 

I. አንተን/ቺን በትክክል የሚገልጸውን  መልስ ምረጥ/ጭ 

 1) ፆታ   ሀ) ወንድ ሇ) ሴት 

 2) እድሜ  ሀ) 18-30 ሇ) 31-40 ሐ) 41-50  መ) 50-60 

 3) የጋብቻ ሁኔታ ሀ) ያገባ/ች ሇ) ያላገባ/ች ሐ) የፇታ/ች መ)ባሏ የሞተባት ሴት 

4) የሰራተኞች ትምህርት ደረጃ-1) ዲፕሎማ 2) ድግሪ 3) ድህረ ምረቃ  4) ሌሎች 

5) የሰራተኛ የስራ ልምድ:- 1) ከ 0-5 ዓመት 2) ከ6-10 ዓመት 3) ከ11-15 ዓመት 4)> 15 ዓመት  

 
   ክፍል-ሁሇት: የሥራ አካባቢ ተጽእኖ 

   ከዙህ በታች ያሇው አረፍተ ነገር የሚያሳየው የእርሰዎን መስማማትና አሇመስማማት 

የሚገልጽበት ሲሆን ከ1-5 የተሰጡ ቁጥሮች የሚያመሇክቱትን 1=በጣም አልስማማም 2 

=አልስማማም 3 =ምንም ሃሳብ የሇኝም 4=እስማማሇሁ 5=በጣም እስማማሇሁ ከመረጡት አንዱ 

ላይ ብቻ √ ምልክት ያድርጉ 

1                          የስራ-እገዚ 1 2 3 4 5 

1 የመ/ቤቱ ተግባራት በትክክል ሇእኔ ይሰጣለ፤ .     

2 የሥራ መስፇርቶቼ ግልጽ ናቸው፤      

4     

    

3 

መስሪያቤቴ ሀብቶችን በአግባቡ ሇመመደብና መ/ቤቱን ሇመምራት 

የሚያስችሇውን ስትራቴጂክ ዕቅድ አሇው፤ 

     

4 መ/ቤቱ ግቦቹን እና ስልቶቹን በግልፅ ሇእኔ ያስተላልፊል;      

 

2                  ቁጥጥርና ድጋፍ 
 

1  1      2         
3 

     4     5 

1 የመ/ቤቱ የሰራ ተቆጣጣሪዎች ግልጽ የሥራ መመሪያ  በመስጠት ሠራተኞችን / 
የቡድን አባላትን ሇስራ ያነሳሳለ፤ 

     

2      ከስራ ተቆጣጣሪዎች የሚቀበለት የአስተያየት ደረጃ ከፍ ያሇ ነው፤      

3 የእኔ ተቆጣጣሪ ሇአፇፃፀሜ አዎንታዊ አስተዋፅዖ አሇው፤      
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4 ከስራ ተቆጣጣሪዬ ትክክሇኛ የሥራ አፇፃፀም ምና እቀበላሇሁ፤      

3 የሥራ ቦታ ማበረታቻ 1   1 2   2 3      
3 
4   4 5    5 

1 መ/ቤታችን ሇሰራተኞች የማበረታቻ እቅድ አሇው፤      

2 መ/ቤቱ አጠቃላይ ሥራዬን የሚደግፈ ማበረታቻዎችን ይሰጣል፤       
3 ከመ/ቤቱ የሚሰጠው ማበረታቻ ሇሥራ አፇፃፀሜ  አዎነታዊ ተፅእኖ ይኖረዋል      
4                አካላዊ የሥራ አካባቢ 

 
1    1 2   2 3    3 4  4 5  5 

1 ሇስራ አስፇላጊ መሣሪያዎች በቢሮዬ ውስጥ ይገኛለ፤      
2 የሥራ ቦታዬ ብዘ የድምፅ ረብሾች አለት ፡፡      

3 የተሻሇ የሥራ አካባቢ (ሰፉ ቢሮ ፣ በቂ መብራት ወተ) በሥራዬ የተሻሇ 
እንድሠራ ያደርገኛል፤ 

     

4 በመ/ቤቱውስጥ ያለት የቢሮ ዕቃዎች ተስማሚ እና ምቹ አይደለም፤      

5                        የአፇፃፀም ግብረመልስ 1     1 2    2           3     3 4    4 5          
5 

1  በአፇፃፀሜ ላይ ሁል ጊዛ ግብረመልስ አገኛሇሁ፤      

2 መ/ቤቴ ከአፇፃፀም ግምገማ በኋላ ግብረመልስ ይሰጣል ፤      

3 የአፇፃፀም ግብረመልስ በዙህ መ/ቤት ውስጥ የአፇፃፀም ችግርን ሇማገዜ ይረዳል፤      

          ክፍል ሦስት፡ የሰራተኞች የስራ አፇጻጸም 

      ከዙህ በታች ያሇው አረፍተ ነገር የሚያሳየው የእርሰዎን መስማማትና አሇመስማማት የሚገልጽበት ሲሆን 

ከ1-5 የተሰጡ ቁጥሮች የሚያመሇክቱትን 1=በጣም አልስማማም 2 =አልስማማም 3 =ምንም ሃሳብ የሇኝም 

4=እስማማሇሁ 5=በጣም እስማማሇሁ ከመረጡት አንዱ ላይ ብቻ √ ምልክት ያድርጉ 

 

     6                የሰራተኞች አፇፃፀም 1 2 3 4 5 

    1 የእኔ አፇፃፀም ተመሳሳይ ብቃት ካላቸው ባልደረቦቼ አፇፃፀሜ የተሻሇ ነው      

    2 በአፇፃፀሜ ረክቻሇሁ ምክንያቱም በአብዚኛው ጥሩ ነው      

    3 የእኔ አፇፃፀም በሌላው መስሪያ ቤት ተመሳሳይ ብቃት ካላቸው ሰራተኞች 
አፇፃፀሜ የተሻሇ ነው ፡፡ 
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                   ክፍል 4፡   የምርጫ ጥያቄ 

       ከዙህ በታች ያሇው አረፍተ ነገር የሚያሳየው የእርሰዎን መስማማትና አሇመስማማት የሚገልጽበት 

ሲሆን ከ1-5 የተሰጡ ቁጥሮች የሚያመሇክቱትን 1=በጣም አልስማማም 2 =አልስማማም 3 =ምንም ሃሳብ 

የሇኝም 4=እስማማሇሁ 5=በጣም እስማማሇሁ ከመረጡት አንዱ ላይ ብቻ ይምረጡ:: 

      1)  የስራ አካባቢ  በሰራተኞች የስራ አፇጻጸም ላይ ከፍተኛ ተጽእኖ ያሳድራል፡፡ (1) =በጣም አልስማማም   

(2) አልስማማም (3)=ምንም ሃሳብ የሇኝም  (4) =እስማማሇሁ (5)=በጣም እስማማሇሁ 

             

 

                      ይህንን መጠይቅ በቀናነት ስሇሞለልኝ እግዛያብሔር ይስጥልኝᴉᴉᴉ 

 

 

 

 

 

 

 

 

 

  

 


