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ABSTRACT 

Motivating employees is critical in organizations in this period of competition due to the fact 

that. Organizations need to survive, grow and develop. Consequentially, motivation has become 

an issue of strategic importance. The present study was undertaken to examine the effect of 

selected motivational practices on Employee Performance in Commercial Bank of Ethiopia. 

Questionnaire was an instrument for the primary data collection. It is a quantitative study. 

Descriptive statistics based on frequency tables and charts were used to provide information on 

the variables. The results are investigated in terms of descriptive statistics followed by inferential 

statistics on the variables. A total of 26 questionnaires were distributed to the employees in the 

concerned CBE and all of 26 employees completed the questionnaire properly. Hypotheses were 

developed to see the effect of all the independent variables (pay/salary, benefit, promotion, 

recognition and working condition) on the dependent variable (Employee Performance). The 

findings indicated that motivational practices have a positive influence on employee 

performance. Furthermore, it provided suggestions to overcome the problems to improve 

employees’ performance. Like the CBE must clearly communicate its motivational strategy and 

procedure to its employees and the banks should include both financial and non-financial 

rewards with appropriate mix. In addition, timely offer and improvement of its motivational 

practices must be considered. 

 

Key words: Motivation, Extrinsic Motivation, Intrinsic Motivation, Pay/Salary, Benefit, 

Promotion, Recognition, Working condition, Employee Performance, Commercial Bank of 

Ethiopia. 
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CHAPTER ONE 

1.1 Introduction of the study 

Altogether, organizations are concerned with what should be done to achieve sustained high 

levels of performance through people. Managers are looking for the best way to manage so as to 

accomplish an objective or mission with the minimum inputs of materials and human resources 

available (Forson, 2012).  The success or failure of an organization mainly depends on the 

efficiency of human capital. This has made the human resource management function key in 

achievement of organizational goals. The Human resource management function is responsible 

for the maintenance of human relationships and managing the physical wellbeing of employees 

to enhance their productivity and efficiency at work (Appleby, 1994). It is claimed that a 

motivated employee is a productive employee. Motivation is the process through which people 

choose between forms of behavior in order to achieve goals (Cole, 2002). The guiding principle 

and force push individuals to focus on a particular path to achieve a set goal or desire. 

Motivation is a psychological concept concerned with the intrinsic forces operating within an 

individual, which impel him or her to act or not to act in a particular way. A motive is a personal 

and internal feeling. The process of motivation is dynamic and continuous as it deals with human 

beings who are ever changing modifying themselves from time to time. Due to their changing 

nature, people must be provided with the stimulus to work because the satisfaction of one need 

gives rise to another.  

Robbins (2001) defines motivation as the forces that energizes, direct and sustains a person‘s 

effort. Motivation is an important determination of human behavior. It is the one, which moves 

one towards the achievement of the goals and objectives. Motivation is an art targeted to getting 

people work willingly, and an art of inducing one to behave in a particular manner to achieve a 

task. Motivation is the reason why employees want to work hard and work effectively for the 

business. It is the desire to achieve a goal. Some people are self -motivated. This means that they 

have driven to achieve goals on their own. They do not need any encouragement. However, 

others need to be motivated. They need a push, a pressure, or incentives. The employee 

motivation is very important because, if a business has a well-motivated workforce, it will 

perform better. Labor productivity will be higher and therefore, profits are likely to be high. The 

main benefits of well-motivated employees are lower absenteeism, higher production, more 
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innovation, pleasant working environment, more co-operations, lower staff turnover (Jones, 

2011).  

Motivation strategy should aim to increase the effective contribution of members of the 

organization in achieving its objective. Motivation strategy will refer to the performance of 

management and reward systems and in particular, to the type and scale of financial incentives 

which are to be provided. However, it will also be concerned with other process, which should 

yield favorable attitudes including job design participation, joint objective setting career 

development, and any other processes relating to the individual need to achieve and maintain a 

sense of personal wealth and importance. Motivation is also affected by the quality of leadership 

in an organization therefore the selection, training and development of effective leaders should 

be part of the strategy (Armstrong, 1997).  

This chapter aims to introduce the background of the study by giving background information on 

the research topic and the study, statement of the problem to be addressed in the study, research 

question the study aims to answer, the general and specific objectives, significance, scope and 

limitations of the study, definition of key terms, methodology and organization of the research 

report.  

1.2 Background of the Study 

In the present competitive business situation, the constant changes going on in the world today, 

particularly about technology and innovation in new products and services call for organization 

to review the manner in which they handle their employees. The greatest interest of every 

organization is to achieve its goals. The achievement of organizational goals to a greatest extent 

is dependent on various resources and human resource is one major resource which is directly 

related to the accomplishment of an organizational goals. Therefore, the performance of 

employees is considered very important in the achievement of organizational goals. In order to 

achieve this organization need to organize the task at hand, design systems and processes, re-

evaluate and improve current management style (Harmon, 2007).  

 Employee performance is a function of ability, effort, skill, environment and motivation. 

Motivation is the process that taken together energizes, maintain and direct behavior of an 

individual towards goals of an organization. Motivation involves the processes that account for 
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an individual's intensity, direction and persistence of effort towards attaining a goal. To motivate 

is to create desire, willingness to performance in a manner in which managers want to get work 

done (Robbins & judge2007).   

The success of any business depends largely on the motivation of the employees. Human 

resources are essential to property productivity and performance of any company. Motivation is 

key to the creating an environment where the optimal performance is possible. Each employee 

needs to be motivated constantly throughout his stay in the organization. An employee needs to 

be encouraged to put his/her best for the organization. He/she needs improving employee 

engagement can increase productivity and profitability also reducing employee absenteeism and 

turnover. (Mcshane, 2004 & Kruse, 2011). 

 According to (Ran 2009), employers are handled with the task of motivating employees and 

creating high job satisfaction among their staff. When the employer understands the benefits of 

motivation in the workplace, then the investment in employee-related policies can be easily 

justified. If the employees are not satisfied with their jobs and not motivated to fulfill their tasks 

and achieve their goals, the organization cannot attain success. If the managers/ supervisors are 

able to understand, predict and control employee behavior, they should also know what the 

employees want from their jobs. For that reason, it is essential for a manager/supervisor to 

understand what really motivates.  

Normally, employee performance depends on a large number of factors, such as motivation, 

appraisals, job satisfaction, training and development and so on, but this paper focuses only on 

employee motivation. As (kalimullah, 2010) suggested, a motivated employee has his/her goals 

aligned with those of the organization and directs his/her efforts in that course. In addition, these 

organizations are more successful, as their employees continuously look for ways to improve 

their work. Getting the employees to reach their full potential at work under stressful conditions 

is a tough challenge but this can be achieved by motivating them (Santrock, 2009).   

Today organization can easily change their material, needs, goods and services to other 

organization, or to other countries. However, the only one resource, which is not easily 

exchangeable, is human resources. Therefore, we can say that human resource is the very 

important or most competitive assets of any organization that cannot be exchangeable. Human 
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resources or human assets mean the workers or the employee of any organization. Therefore, the 

motivation is main issue that affect the human resources of the organization. The organization 

should be motivating their employees for the best performance or for achieving the 

organizational goals. In fact, motivation is the best tool for greatest performance. Attractive 

salaries or pays also a valuable tool and play an important role to increase employee‗s 

performance and also increase the productivity of an organization (Muogbo, 2013). 

Employees play important role in the customer awareness about the company. Company spend 

massive amount of money to gain customer loyalty but they forget the employee‗s motivation. 

Customer interacts with the employees and carries out company image in their mind through the 

behavior and attitude. Therefore, company should be moving their attention toward the employee 

motivation. Now the period of globalization companies face competition in the market, if 

company could not successfully motivate their employee company didn‗t exist in competitive 

environment of business (Ahmad, 2012).  

The role of motivation on employees‘ performance is the major issue in the today‗s organizations 

(Khan, Farooq&Ullah, 2010). In this epoch of globalization and competition, employee 

motivation and performance are considered the key factors for organizations success (Sakovska, 

2012). The employees of an organization are vital for the organizational performance (Bennet, 

2002). Harvey and Brown (2006) who argues that people are the foundation of every 

organization also emphasize this. In addition, it is commonly said that people working for an 

organization, are the most valuable, the costliest, and the most volatile of all the resources that it 

can use to enhance the organizational performance. Organizations need motivated people to get 

things done (Bennet, 2002; Khan, Farooq&Ullah, 2010). 

Most of business Companies are trying to increase their performance in order to place their 

company ahead of the competitors (Sakovska, 2012). In this unstable business environment, 

there is need for high performing employees who are essential for the growth and survival of the 

organization (Pratheepkanth, 2011). It is believed that high performing employees can increase 

their innovation, high customer satisfaction, profitability, low employee turnover, positive work 

attitudes, individual health, extra-role behaviors and performance (Khan, Farooq&Ullah, 2010). 

This indicates that high-motivated employees who are contented with their work experience are a 
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good formula for organization success. This is because motivated employees want to stay with a 

company, contribute to the workforce stability and performance.    

High performing employees develop new knowledge to the achievement of organization goals. 

The employees respond to market opportunities, go an extra mile, are satisfied with their jobs, 

committed to the organization; meet challenging goals with an urge to be successful (Sakovska, 

2012). High performing employees also have more energy, which they willingly apply in their 

work. The employees go beyond job description, energetically change and arrange their jobs in a 

way that best fits the changing work environment (Pınar Gungor, 2011). As compared to low 

performing employees, they understand no meaningfulness in their job; they detach from work, 

become less committed and motivated at work (Berman, Bowman, West & Wart, 2010). 

However, high performing employees influence the quality of work that leads to high growth and 

productivity in the organization (Sakovska, 2012).   

The commercial banks play important roles in worldwide economies and their employees are the 

best sources of delivering good services to their customers. Excellent services provided and 

offered by employees can create a positive perception and ever-lasting image in the eyes of 

banks customers. The motivation of a bank‗s employee plays a major role in achieving high level 

of satisfaction among its customers (Petcharak, 2004).   

Therefore, financial institutions still need to recruit and recall some level of qualified and self-

motivated staff in order to be competitive in the current globalized and turbulent financial 

services industry. In case of using human beings to provide services, it is not enough to merely 

rely on the number of people engaged, their qualification and experience or their ability but 

remunerating them appropriately is also paramount of importance. The personnel engaged must 

be motivated in order to get the best output from them. Many captains of industries believe that 

the key to improve staff performance and productivity in any area is motivation rather than 

ability. A highly motivated person will work hard towards the achievement of organizational 

goal, given the ability and adequate understanding of the job. Therefore, the challenge for 

today‗s management is to administer motivational programs which will encourage employees to 

improve their work performance and productivity. To this end modern day managers of 

companies in the financial services industries are therefore adopting various kind of motivational 

packages to not only retain employees but also help them to achieve competitive advantage in 
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the market.  like other business organizations, the Commercial Bank of Ethiopia has been doing 

different motivational practices for its employee‗s to improve their work performance, 

achievement of organizational goal and productivity. Thus, this study was assessing effect of 

motivation on employee‗s performance granted by the Commercial Bank of Ethiopia. Moreover, 

this research was examined the extent to which the effect of motivation on employee‗s 

performance of the Bank are effective, responsive to the needs and expectation of its staff, and 

how this affects staff performance. By doing this, the study seeks to fill the information gap and 

to show if there is anything done by the bank to make adjustments on how and in what areas 

motivational practices could be offered.   

1.3. Statement of the problem 

In spite of the fact that an organization has sufficient number of personnel or even excess, it may 

not be successful. This can be attributed to a number of reasons; one among the most important 

is the absence of motivational structure in the organization that will lead employees‘ 

unwillingness to work towards the achievement of the organizational goal. However, if 

employees are motivated, their work performance in terms of effectiveness and efficiency 

increases. (Sheila, 2004, 71). 

Motivation for any one is an engine to be fruitful for the job he/she is assigned. The need to 

increase productivity and efficiency in the work place or any organization has led to increasing 

academic interest in the area of motivation over the years. People are an organization‗s most 

critical asset because outstanding people give an organization a competitive advantage (Kaye & 

Jordan, 2005). Satisfied employees are believed to be an effective labor force and become an 

important asset for the organization's effectiveness (Masri,2009). Employee retention has 

therefore become a practical guide for managers in order to retain their talented employees and 

avoid increase costs that are usually associated with turnover.   

(Chew and Chan 2008) argued that managers face two significant ongoing organizational issues, 

namely, eliciting the commitment of employees and retention. If employees are committed to an  

Organization, they are less likely to leave or be absent and may also display other behaviors 

which are valuable to the organization (Maurer &Lippstreu 2008). Even a single de-motivated 

core employee in an organization can lead to low productivity in the organization (Ghandhi, 

2010). To be effective, managers need to understand what motivates employees within the 
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context of the roles they perform (Lindner, 1998). (Kaye and Jordan 2005) indicate that 

managers must stop guessing what it is that keeps their stars home and happy -managers must 

not assume all employees want the same thing, such as pay or promotion. A variety of factors 

motivates people at work, some are motivated with tangible, such as money, and others are 

motivated with intangible, such as a sense of achievement, recognition (Specter, 2003). 

According to  (Ponn-kekana et al. 2005), some of the reasons for employee turnover include a 

lack of promotion, insufficient pay, work overload, and some other motivation related issues 

such as opportunities for training and development, job insecurity and a lack of recognition of 

good performance. (Dess and Shaw 2001) argue that turnover incurs significant cost, both in 

terms of direct costs (replacement, recruitment and selection, temporary staff, management time) 

and indirect costs (morale, pressure on remaining employees, costs of learning, product/service 

quality, organizational memory and the loss of social capital).   

Lack of proper motivation may result in to resignation of good performer; increase absenteeism; 

Employee dedication to accomplishment of goals become less; quality of work and productivity 

declined; and companies unable to gain competitive advantage over other firms through 

motivated workforce. (Mullins 2005) effectively motivating employee is one of the most 

important functions of a manager. The loss of employees represents a loss of skills, knowledge 

and experiences, which can create a significant economic impact and cost to corporations as well 

as affecting the needs of customers. Managers who can motivate employees assist the 

organization by improving employee retention. Commercial Bank of Ethiopia faces the 

challenges of employee retention, high cost of recruitment, high cost of training and 

development, increased competition. Including commercial bank of Ethiopia, other banks in 

Ethiopia have problems stated below while undertaking a preliminary concerning motivation 

system:   

According to (Selamawit, 2015) there is no employee involvement on motivation design; 

employees are not invited to discuss what they feel about motivation scheme or what their 

attitude is toward the same. Motivation scheme is not modified with employee need. As she 

mentioned, the companies are not emphasizing to motivate and retain employee through the 

implementation of motivation scheme that meets employee need. It is in the light of the study 
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intends to look into the effects of motivation on the employee‗s performance at Commercial 

Bank of Ethiopia.   

The banking industry had grown in numbers with a lot of multi-national banks opening more 

branches in Ethiopia. Since the banking industry in Ethiopia had both increased in numbers and 

capital based.  

According to Michael Porters five forces strategy model, free entry and exit of new firms into a  

competitive industry or market comes with its associated opportunities and treats. The level of 

motivations to determine whether the employees of CBE are well motivated to stay in the bank 

or are leaving the bank and joining the new banks is of greater concern. This element of easy 

entry and exit of new firms, as in Michael Porters Model, brings some challenges to the exiting 

banks in the banking industry. These challenges can be categorized into operational and human 

resource.   

1. Operational Challenges 

These are associated with products innovation, waiver of some restrictive policies on some 

service deliveries, customers-oriented banking rather than task oriented, liberal lending processes 

or fast tracking of loans/advance disbursement, improved technological system, reduction in the 

profitability and new promotional strategy, increased internal rivalry/competition among the 

banks, and loss of customers and deposits leading to unstable liquidity of the banks.   

2. Human Resource challenges 

Threats in these areas include volatile loyalty and commitment, Potential defective morale, 

employees taste for different motivational packages and increase in the cost of recruitment and 

placing.  Any of these can affect the performance of the banks in the banking industry. The 

likelihood of potential and experience staff moving from existing banks to these new banks is a 

source of worry because they need to be replaced at a higher cost to fill the gap. Alternatively, 

the residual staff would have to be appropriately remunerated to work extra hard to sustain the 

service demand on their bank.  

The concerns this research addresses are the various motivations that can push employees of a 

human resource challenged bank to out-perform and raise the service delivery standard of their 
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bank. In other words, how can CBE push the existing employees so that performance targets can 

be achieved? These issues have necessitated the study to assess the effect of motivational 

packages on employees‘ performance. The question then is what must top management do to 

ensure that employees perform well in the bank?  

Many studies have been conducted on employee motivation by different researchers, like 

(Owusu, 2012) conducted research on the effects of motivation on employee performance of 

commercial bank in Ghana and the researcher used salary, fringed benefits, promotion, and loans 

as motivational factors.( Pessaran& Tavakoli,2011) conducted research on identifying the 

employees‗ motivation of Parsian hotels in Tehran and the study used salary, security, working 

condition, status, achievement, recognition, growth and advancement, work itself and 

responsibility as motivational factors. (Michael,2008) conducted study on using motivational 

strategy as panacea for employee retention and turnover in both public and private sector 

organizations in South Africa and the researchers used training and development, recognition, 

reward, a competitive salary package and job security as motivational factors.   

As the study conducted in Oromiya Cooperative Bank by TameneHmariam (2015), he found that 

there is positive and significant relationship between rewards (payment, recognition, work 

content, working condition, supervision, personal feelings, general feelings and work motivation 

except in the case of benefit as one of the reward element having insignificant relationship. 

Similarly, the study conducted by Behailuchala,(2012) in Awash International Bank, The study‗s 

result has showed that employees of the bank are not motivated by the bank‗s reward system 

(salary, bonus, housing loan, medical expense, conducive work environment and career 

development opportunity).And  BirukAbera (June, 2017)the effect of Reward practices on 

Employee Motivation in Dashen Bank S.C. The overall perception of the result showed towards 

the reward practice of the bank in terms of (Payment, benefits, Promotion, Work Condition, 

Recognition, Work content) has not satisfied the employee‗s.  

 However, this study will conduct on effect of motivation on employee‗s performance in 

commercial bank of Ethiopia particularly emphasis is given to Salary, Benefit, Promotion, 

Recognition and Working Condition as these factors are found to be the major factors used by 

CBE as a motivational factor. So what I want to study this research is because of the information 

what I have gotten from my friends, they are currently working in CBE at different positions 
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there  is  not adequate or sufficient motivational practices applied by commercial bank of 

Ethiopia for its employees to improve their work performance, achievement of organizational 

goal and productivity.   

1.4 Research questions 

The research will address the following specific questions:   

I. What are the factors used that motivates employees to improve the performance of CBE 

Employees in case of Mehalmeda branch? 

II. To what extent do both extrinsic Motivation (salary, benefit, promotion & working 

condition) and intrinsic Motivations (recognition) affect employee‗s performance in CBE 

in Mehalmeda branch?  

III. Is there any significant relationship between motivation and employees performance in 

CBE?   

IV.  How do employees perceive the existing motivational practices of the company?  

1.5 Objective of the Study 

The general objective of the study is to assess the types of motivation provided by CBE (in 

Mehalmeda branch ) staffs and their effect on the performance of employee. 

1.5.1 Specific objective 

The specific objectives are as follows:  

 To identify the motivational factors that directly influences employee‗s performance of 

CBE 

 To determine the effect of salary, Benefit, Promotion & working Condition (extrinsic  

Motivation) on the performance of CBE employees  

 To determine the significant relationship between motivation and employees performance 

in CBE 

 To determine the effect of Recognition (intrinsic Motivation) on the performance of CBE  

Employees 

1.6 Hypothesis 

Hypothesis were also developed in order to see the association of the independent variables  
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(pay/salary, benefit, promotion, recognition and the working condition) and the dependent 

variable I.e. employee performance. 

 Ho: - there is no any relationship between salary and employee performance.  

 Ho: - there is no any relationship between benefit and employee performance. 

 Ho: - there is no any relationship between promotion and employee performance.  

 Ho: - there is no any relationship between recognition and employee performance.  

 Ho: -There is no any relationship between working condition and employee    

performance 

1.7 Significance of the study 

Based on the research findings, the study provides to the banks with possible recommendation to 

solve problems on the existing motivation activities in the bank that improves employees‘ 

performance other performance determinant factors remain constant. 

The final result of this study may instigate other researchers to do further works in large scale on 

the topic in the future in the organization under study or other similar organizations. That mean, 

the study examines the effect of motivation on employees Performance at the commercial bank 

of Ethiopia.  

The findings of the study have therefore provided fundamental information to policy makers and 

human resource managers of the bank to implement and enhance programs that can motivate 

their employees and improve performance. It has also helped future scholars who will attempt to 

undertake a study on motivation and performance. The results of the study were also added to the 

existing body of knowledge on the issue of motivation and productivity in the bank sector.   

1.8 Scope of the Study 

The population of this study encompass as earlier indicated, full time workers and has worked 

with the bank for one year and above. In terms of content, the study was focused on effect of 

motivation on employee performance. Respondents were asked questions on issues related to 

forms of motivation, individual needs, and their perception on factors that increase performance 

and their general view on the relevance of motivation.   

Demographic factors such as age and gender has included in the study in order to understand the 

effect they may have on motivation and performance. This study has assessed only the 
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performance of staffs employed in the CBE in Mehalmeda branches found in Mehalmeda Town 

in Amhara region. 

1.9 .Limitations of the Study  

Research being the field of review, research like many other fields of study is liable to a number 

of factors. The limitation of the study concerns the instruments employed in undertaking the 

research.  

This study was limited to questionnaire administration methods with the hope of clarifying or  

explaining issues that collect during administration of questionnaires. 

The following are the obstacles anticipated to crop up during the study:  

 Lack of awareness and willingness of the employees regarding, filling out the 

questionnaires Or providing the required data with care and being unable to return the 

questionnaire on time.  

 To generalize-to make suggestions regarding the banking sector in general is not possible  

Because it only covers the CBE and specifically to branches located in Mehalmeda Town 

 Difficulty to contact all the individual employee of the population once a time. 

 Due to small number of population in the selected banks to my study it may difficult to 

show the necessary step of sample selection methods and data analyzation. 

1.10. Description of study area 

The specific study area of this research is commercial bank of Ethiopia in mehalmeda 

branch in mehalmeda town administration, which is one of the 28 woredas of North 

Shewa zone which is found in Amhara National regional state. Mehalmeda town 

administration is located at distance of 282 km north of Addis Ababa. It is 152 km away 

from the capital city of North Shewa zone, DebreBrhane and 846 km from away from the 

capital city region 3, Bahir Dar. 

1.11 Definition of Terms 

Motivation: The willingness to exert high levels of effort toward organizational goals, 

conditioned by the effort‗s ability to satisfy some individual need (Robbins, 1998).  
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Intrinsic motivation: is derived from the content of the job. It can be described as the process of 

motivation by the work itself in so far as it satisfies people‗s needs (Herzberg, 1957). 

Extrinsic motivation: arises when management provides such rewards as increased pay, praise, 

or Promotion (Herzberg, 1957).  

Performance: performance is defined as individual outcomes based on the size and behavioral 

Standards for the related job, and which led to an outcome, especially behavior that can change 

the environment in certain ways (Chaplin, 2005).  
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CHAPTER TWO 

REVIEW OF RELATED LITRATURE 

2.1 INTRODUCTION 

This chapter reviews related empirical literature on the subject matter. The relevant literature has 

been reviewed under the following outline: Development of modern banking, motivation and 

corporate performance in the banking sector, effects of motivation on employees ‗performance, 

Factors affecting Employees ‗Motivation, Impact of Employee Motivation on Employee 

performance, performance measurement and chapter summary.   

2.2. Background of the company 

Commercial Bank of Ethiopia (CBE) is the leading bank in Ethiopia, established in 1942. CBE is 

pioneer to introduce modern banking to the country. It has more than 1160 branches stretched 

across the country.  

CBE plays a catalytic role in the economic progress & development of the country and it is the 

first bank in Ethiopia to introduce ATM service for local users. Currently CBE has more than 

13.3 million account holders and the number of Mobile and Internet Banking users also reached 

more than 1,352,000 as of September 30th 2016 (68% active users). Active ATM cardholders 

reached more than 3 million (61% active users). IT has a SWIFT bilateral arrangement with 

more than 700 others banks across the world.  

CBE combines a wide capital base with more than 30,000 talented and committed employees. It 

has reliable and long-standing relationships with many internationally acclaimed banks 

throughout the world.  

VISION: To become a world-class commercial bank by the year 2025.   

MISSION: We are committed to best realize stakeholders' value through enhanced financial  

Intermediation globally and supporting national development priorities, by deploying highly  

Motivated, skilled and disciplined employees as well as state-of-the-art technology. We strongly  

believe that winning the public confidence is the basis of our success.   
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VALUES: Corporate Citizenship, Customer Satisfaction, Quality Service, Innovation, 

Teamwork, Integrity, Employees Public Confidence. 

2.3. History of the Banking Industry 

According to (Badu 1994), modern banking system operating originated from Mediterranean 

Europe and later spread to Northern Europe. In England for instance, the goldsmith was very 

influential in the evolution of modern banking in the country during the mid-seventh century. 

Similarly, in Asia-Iran, modern banking began to emerge in the mid-nineteenth century. Banking 

was introduced to Africa by the early European traders in the last three Centuries. Modern 

banking in African countries started with the achievement independence by these countries; for 

example, Commercial Bank of Ethiopia (CBE) is the leading bank in Ethiopia, established in 

1942. CBE is pioneer to introduce modern banking to the country. Soon after independence in 

1957, Ghana established its Central Bank. This was followed by the establishment of state-

owned commercial, development and investment banks in the country.  

Nigeria also established its Central Bank in 1960 after its independence. The banking system 

performs two vital functions in addition to the provision of credit. These are maturity 

transformation, and risk transformation (Badu, 1994).   

(Enew et al. 2007), contend that commercial banking started developing significantly from the 

19th Century onwards. Banks grew in response to the need for services such as loans, safe 

deposit and financing of consignments of exported and imported goods. The services rendered by 

banks can be grouped into two broad headings: (i) lending and credit, and (ii) saving and 

investing.   

2.4 .Motivation and Corporate Performance in the Banking Sector 

2.4.1 The Concept of Motivation 

(Rajput 2011) contends that the word motivation is derived from a Latin word ―Movere‖ which 

literally means ―to move‖. They defined motivation as ―the individual‗s desire to demonstrate 

the behavior and reflects willingness to expend effort‖. According to (Butkus& Green, 1999), 

motivation is derived from the word ―motivate‖, means to move, push or influence to proceed 

for fulfilling a want (Kalimullah et al, 2010).   



16 | P a g e  
 

Motivation is a procedure that initiates through a physiological or psychological that stimulates a 

performance that is intended at an objective. It symbolizes those psychological procedures that 

foundations the stimulation, route and determination of deliberate actions that are target oriented  

(Farhad et al, 2011). Also motivation is a progression of moving and supporting goal-directed 

behavior (Chowdhury.M.S, 2007). It is an internal strength that drives individuals to pull off 

personal and organizational goals (Reena et al, 2009).  Motivation is a set of courses concerned 

with a kid of strength that boosts performance and directs towards accomplishing some definite 

targets (Kalimullah, et al; 2010).   

Motivation is so central to management since it explains why people behave the way they do in 

an organization. According to (Ajang, 2006) motivation deals with all the conditions that are 

responsible for variation in the intensity, quality and direction of behavior. A study explains that 

the key to understanding the process of motivation lies in the meaning of and the relationship 

between needs, drives and incentives (Ali, Abrar, &Haider, 2012) However, motivating 

employee for better performance can sometimes be particularly problematic for many 

organizations, if the right motivational factors or policies are not in place. Hence, organizations 

should be mindful of such pitfalls for the effects of low employee motivation on productivity can 

be devastating (Shenkel& Gardner, 2004). This often includes poor performance, poor 

commitment, and inadequate satisfaction, declining morale, absenteeism, high labor turnover and 

widespread discouragement.    

(Halepota 2005, p.16) defines motivation as ―a person‗s active participation and commitment to 

achieve the prescribed results‖. Halepota further presents that the concept of motivation is 

abstract because different strategies produce different results at different times and there is no 

single strategy that can produce guaranteed favorable results all the times.   

Motivated workforce is an important predictor of an organization‗s competitiveness, which is 

why managers and corporate leaders persistently concerned about their employee motivation. 

When employees become de-motivated or not excited about their jobs they may put their time 

but not their energy and passion into their work. Thus, for an organization to be effective it must 

tackle the motivational challenges involved in arousing individuals‗ needs to be productive 

members of the organization (Lotta, L. 2012).   
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According to (Don, H., John, W., and Slocum. 2011) motivation is either internal or external 

force that influences the person to behave or act in a specific goal-oriented manner. This force 

affects productivity of employee so managers must be certain that they channel employee 

motivation effectively toward organizational goal achievement. (Torrington et al 2009). 

Another related definition of motivation stated by (Robbins, Stephen, P.R., Mary, C. 2012), 

Motivation is the process by which a person‗s efforts are energized, directed and sustained 

toward attaining a goal. 

Now a day‗s motivating employee has become very challenging. Globalization, information 

technology and corporate restructuring and other organizational changes are thought to be one 

factor responsible for the increasing challenge. These changes dramatically affect employment 

relationship and undermine the level of trust and commitment necessary to make employee to put 

much effort beyond the minimum standards. The other factor is the flattening of organizational 

structure in order to reduce cost and because today‗s professional workforce reject the old 

command- and- control approach to performance management. (Steven, L., McShane. And Mary 

Ann Von, G.2008). 

The entire success of an organization is based on how an organization keeps its employees 

motivated and in what way they evaluate the performance of employees for job compensation. 

The perceptions that employees have with regards to their reward climate influences their 

attitude towards their work effort. In addition, the commitment of managers towards their 

organization is also shown by how the manager rewards his/her employees. The effectiveness of 

skilled employees is likely to be limited if they are not motivated to perform. One of the means 

that organizations can use to enhance employee motivation and performance is to provide 

performance- related compensation (Serena, A., Muhammad, K. S., and Md. Emran, A. 2012).    

Motivation begins from Individuals need and their underlying drives. Need is defined as 

deficiency that energize or trigger behavior into satisfying the needs. The tougher the needs the 

motivation become stronger. Unsatisfied needs pressure an individual to search for a way to 

satisfy those needs. Drive is tendency of an individual to pursue goal or maintain internal 

stability and it is more of intrinsic or innate. Need is produced by drives yet can be strengthened 

through reinforcement and social forces (Steven, L., McShane. &Mary Ann Von, G.2008).    



18 | P a g e  
 

(Armstrong 2009) defines motivation as the strength and direction of behavior and the factors 

that influence performance behave in certain ways. The term ‗motivation‗ can refer variously to 

the goals individuals have the ways in which individuals chose their goals and the ways in which 

others try to change their behavior action. Armstrong went on explain that motivation is goal 

directed behavior or people are motivated when they expect that the course of action is likely to 

lead to the attainment of a goal and valued reward –one that satisfies their needs and wants. Also 

(2009:317 Armstrong) believe that motivation aimed to direct man power to achieve personal 

goal and what the organization want to  meet there for motivation is linked to influence working 

performance in production or provision of services.  

 (Steers et al 2010:293) define motivation as stimulus which energizes, direct, and sustain, 

human behavior in the work place moreover they recognize the mutual relationship between the 

motivation and good performance of employee by saying ―without a highly motivated 

workforce that uses its brains and just its backs competitive advantage become highly 

problematic.   

(Mboya, 2013) defines motivation as the amount of energy (physical and mental) an individual 

use in performing a task. Moreover, he went on saying that individual employee may be 

motivated either based on individual factors (e.g. recognition, driving need) or organization 

factors (e.g. enabling culture, feedback environment existence of an effective performance 

management system, leadership support and encouragement) etc.   

Motivation is one of the key ingredients in employee performance and productivity. Even when 

people have clear work objectives, the right skills and a supportive work environment they 

would not get the job done without sufficient motivation to achieve those work objectives 

(Mullins, 2006).    

Motivation is the most important factors influential organizational performance. Employee 

motivation is one of the policies of managers to increase effectual job management amongst 

employees in organizations (Shadare et al., 2009). A motivated employee is responsive of the 

definite goals and objectives individuals must achieve therefore individuals direct its efforts in 

that direction. Organizational facilities will go waste if it lacks motivated people to utilize these 

facilities efficiently.  
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Employee motivation and performance are key factors in moving a business forward. Owners, 

managers and supervisors know positive motivation leads to better performance and higher 

productivity but may rely on the wrong tools that will create dissatisfaction among employees 

and leads to poor performance. Motivation increases the willingness of the workers to work thus 

increasing effectiveness of the organization. Organization goal is to develop motivated 

employees and support their morale regarding their respective works for better performance 

(Shadare et al., 2009), (Kalimullah et al, 2010).    

Many scholars had tried to define motivation and it‗s a well-studied field which has roots in 

many academic disciplines such as psychology, sociology, education, political science and 

economics.  

Definition of motivation according to Society for Human Resource Management (2010), 

motivation is generally defined as the psychological forces that determine the direction of a 

person‗s level of effort, as well as a person‗s persistence in the face of obstacles.    (Bratton et al. 

2007:248) defined it as a cognitive decision-making process that influences the persistence and 

direction of goal directed behavior. Work motivation can also be defining as the psychological 

forces within a person that determines the direction of that person‗s behavior in an organization 

(George and Jones, 2008:183). Element in the above definitions are: effort - a measure of 

intensity that maximizes employee‗s potential capacity to work in a way that is appropriate to the 

job; persistence - the application of effort work-related tasks employees display over a time 

period; and direction - emphasizes that persistent high level of work-related effort should be 

channeled in a way that benefits the work environment. (Denhardt et al. 2008) further stated that 

motivation is not the same as satisfaction. Satisfaction is past oriented whereas motivation is 

future oriented. Motivation may also be defined as the internal process leading to behavior to 

satisfy needs.  The process people go through to satisfy their needs is need - motive - behavior - 

satisfaction or dissatisfaction (Lussier, 2005).   

According to Herzberg two factor theory of motivation, employee‗s motivational factors can 

categorize into two groups namely intrinsic factors (intrinsic rewards) such as challenge, 

authority, achievement, responsibility, job satisfaction, personal growth and development and 

extrinsic factors (extrinsic rewards) such as   salary, job security, subordinate-superior (s) 

relationship and work environment.  
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Besides, From (Mahaney&Lederer 2006) study the researcher adopted three intrinsic reward 

variables such as participation in decision, freedom and independence in addition to this the 

researcher also adopted four extrinsic reward variables of fringe benefits, promotion, recognition 

and training. Regardless of whether people are intrinsically or extrinsically motivated, they join 

and are motivated to work in organizations to obtain certain outcomes.  An outcome is anything 

a person gets from a job or Organization. Some outcomes such as autonomy, responsibility, 

feeling of accomplishment and the pleasure of doing interesting or enjoyable work, result in 

intrinsically motivated behavior.  Other outcomes such as pay, job security, benefits and vacation 

time result in extrinsically motivated behavior.    

2.4.2 .Theoretical Framework 

Theories of motivation are can be classified in to two they are Content theory and process theory  

2.4.2.1 .Content Theories of Motivation 

 According to (Bear dwell and Claydon2007) content motivations are based on the needs of 

individuals.  

This theory tries to explain why the needs of individuals keep changing overtime and therefore 

focus on the specific factors that motivate them. In general, these theories explain motivation as 

the product of internal drives that encourage an individual to move towards the satisfaction of 

individual needs. Major content theories of motivation are the need hierarchy theory of Maslow, 

Alderfer‗s ERG theory of motivation, Herzberg Two Factor Theory and Acquired needs theory 

of motivation.  (Malik et al 2011), the organization can satisfy its employees various needs. In 

the long run physiological needs may be satisfied by the person‗s pay check but it is important to 

remember that pay may satisfy other needs such as safety and esteem as well. Providing 

generous benefits that include health insurance and company-sponsored retirement plans as well 

as offering a measure of job security will help satisfy safety needs. Social needs may be satisfied 

by having a friendly environment and providing a workplace conducive to collaboration and 

communication with others. Providing promotion opportunities at work recognizing person‗s 

accomplishments verbally or through more formal reward systems and job titles are ways of 

satisfying esteem needs. Finally, self-actualization need may be satisfied by the provision of 

development and growth opportunities on or off the job as well as by work that is interesting and 
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challenging. By making the effort to satisfy the different needs of each employee organizations 

may ensure a highly motivated workforce.    

 A) The Need Hierarchy Theory of Maslow   

This theory is the most widely recognized motivational theory developed by psychologist 

Abraham H. Maslow in 1940s. Maslow stated that individual have exceptionally strong needs, 

that can be arranged in hierarchy. As the most known theorist of motivation, Maslow assumes 

that people are motivated to satisfy needs and these needs can be arranged in a hierarchy of 

importance. According to Maslow people continually wish better situation: they always want 

what they do not yet have and Maslow people are motivated to satisfy the lower needs before 

they try to satisfy the higher need.  

Maslow hierarchy of needs is a theory of personality that identifies five basic needs categories:   

1. Physiological needs    

Those needs are food, air, water, and shelter. They are called the lowest order needs according to  

Maslow need hierarchy. Individuals focus on fulfilling these needs before jumping to the higher 

order needs or the higher order needs become primary motivator. Maslow said when a person 

fulfills the basic, physiological or biological needs him move up the next level. (Don, H., John, 

W., &Slocum. 2011).According to (Beard well and Clay don 2007) are basic human needs that 

are vital for survival. The organization provides a financial reward by paying a salary and this 

way to satisfy employees‗ physiological needs.   (Chintalloo&Mahadeo 2013) also explain 

physiological needs, According to them physiological needs basically is satisfied the basic need 

of human. Physiological needs or basic needs also called biological needs.   

2. Safety needs   

Security Needs: are the need for safety, stability, and the absence of pain, threat or illness. 

Unsatisfied security need cause an individual to be preoccupied with satisfying them. Individual 

at these need level concerned or value their jobs to keep their lowest order need safe or secured 

(Don, H., and John, W., Slocum. 2011). (Roshan, 2005) A desire for security and stability, 
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examples of these needs include desire for steady employment, health insurance and safe 

neighborhoods.    

3. Social needs  

Affiliation Needs: are the desire for friendship, love, and a feeling of belonging. When 

Physiological and security needs have been satisfied, affiliation needs emerge. Individual that 

pass the above two need level (Don, H., and John, W., Slocum. 2011). This need level is primary 

source of motivation. Individual value their job and use it as an opportunity to satisfy their need 

of friendship, love and feeling of belongingness. Supervisor whose employee are motivated to 

fulfill these needs are likely to act supportively and organize activities that is out of regular daily 

routines.  

4. Esteem needs   

(Don, H., John, &W. & Slocum. 2011) the desires for feelings of achievement, self-worth and  

recognition or respect are Individuals with esteem needs want others to accept them for what 

they are and to perceive them as competent and able. Leaders who focus on esteem needs try to 

motivate employees with public rewards and recognition for achievements, (Roshan, 2005). 

5. Self-actualization needs    

Self-Actualization Needs: involve individuals realizing their full potential and becoming all that 

they can become. Individuals who strive for self-actualization seek to increase their problem-

solving abilities (Don, H., John,& W. & Slocum. 2011). An individual moves up the needs 

hierarchy from one level to the next. In addition, Maslow separated the five needs into higher 

and lower levels. Physiological and safety needs were considered lower-order needs; social, 

esteem, and self-actualization needs were considered higher-order needs. Lower-order needs are 

predominantly satisfied externally while higher-order needs are satisfied internally (Stephen, 

P.R., Mary, C. 2012). Physiological, security, and affiliation (social) needs are also known as 

deficiency needs. According to Maslow an individual‗s appearance as a healthy person both 

physically and psychologically attain only through the satisfaction those needs. In contrast, 

esteem and self-actualization needs are known as growth needs (Don, H., John, and W. 

&Slocum. 2011).   
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B) Alderfer‘s ERG Theory of Motivation  

ERG theory developed by Clayton Alderfer is a modification of Maslow‗s hierarchy of needs. 

Instead of the five needs that are hierarchically organized; Alderfer proposed that basic human 

needs may be grouped under three categories - Existence, Relatedness and Growth. The theory's 

name is based on the first letter of each need.   

I. Existence needs   

Existence refers to our concern with basic materials such as hunger, thirst and safe condition.  

According to (Schultz, 1982) organizations can satisfy these needs through salary, fringe 

benefits, a safe working environment and some measure of job security. It related to tangible 

goals such as being able to buy food and pay for shelter (Armstrong (1991).   

II. Relatedness  

Relatedness on the other hand refers to the motivation we have for maintaining interpersonal 

relationships like involvement with family, friends, co-workers and employers. (Armstrong 

1991) concluded that it is concerned with the interactions and social contracts with other people 

which satisfy the need for belonging acknowledgement. Acceptance, confirmation, 

understanding and influence are elements of the relatedness process. 

III. Growth needs   

Growth is the intrinsic desire for personal development for example, the desire to be creative,  

productive and to complete meaningful tasks. The implication of this theory is that we need to  

recognize the multiple needs that may be driving individuals at a given point to understand their  

behavior and properly motivate them. (Schultz 1982) showed that focus on the self and include 

the need for personal growth and development. It is the counterpart to the esteem and self-

actualization needs of Maslow.   
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C) Herzberg‘s two factor theory    

( Armstrong 1991) showed that in terms of Herzberg‗s two factor theory of motivation 

employees needs can be divided into two groups: namely, satisfier or motivators, because they 

are seen to be effective in motivating the individual to superior performance and effort. The other 

consists of dissatisfies, which mainly describe the environment and serve primarily to prevent 

job dissatisfaction while having little effect on positive job attitudes. These are called hygiene 

factors, implying that they are preventive and environment (Robbins 1993).    

Psychologist (Frederick Herzberg 1966) investigated the question ―what do people want from 

their jobs?‖ Through this question Herzberg identified the factors that lead to extreme satisfaction  

(motivators) and extreme dissatisfaction (hygiene). Factors leading to satisfaction such as 

achievement, recognition, responsibility, the work itself, advancement and growth are also called 

intrinsic factors, whereas those leading to dissatisfaction when not present, such as company 

policy and administration, supervision, interpersonal relations and working conditions are called 

extrinsic factors.   

(i) Hygiene Factors   

A series of hygiene factors create dissatisfaction if individual perceive them inadequate or 

inequitable yet individuals will not be significantly motivated if these factors are viewed as 

adequate or good.  

Hygiene factors are extrinsic and include actors such as salary or remuneration, job security,  

interpersonal relations, working conditions, technical supervision and company policies and  

administration. Herzberg maintains that adding more hygiene factors to the job is a very bad way 

to motivate because lower order needs are quickly satisfied. 

(ii) Motivators  Motivator factors are based on individual‗s needs for personal growth. When 

they exist motivator factors actively create job satisfaction. If they are effective then can 

motivate an individual to achieve above – average performance and effort. These motivators are 

intrinsic factors such as a sense of achievement, recognition, responsibility, personal, status, 

growth and the work itself.  (Herzberg1954) further contends that the core of motivator is the 
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nature of job or task. Motivators will not be readily present unless the job itself is interesting, 

challenging and meaningful. Herzberg sees the solution to the motivation problem is the design 

of the job itself, so that motivator factors can take effect. He suggests three ways in which this 

could be done especially through job enrichment, job rotation and job enlargement.  D) 

Acquired-Needs Theory of David McClelland‘s   Acquired Needs Theory is also known as the 

Three-Need Theory or Learned Need Theory. According to acquired-needs theory individuals 

acquire three types of needs as a result of their life experiences.  

These are need for achievement, need for affiliation and need for power. (Heller, J., Goulet, L., 

Mohr, E., 2004).    

I) Need for Achievement   

People with a high need for achievement strive for success is highly motivated to accomplish a  

challenging task or goal. Prefer tasks that have a reasonable chance for success and avoid tasks 

that are either too easy or too difficult. There is a strong need for feedback as to achievement and 

progress and a need for a sense of accomplishment. The people who have a high achievement 

need likes to take personal responsibility (David, 1961).   

II) Need for Affiliation   

A person who has a high need for affiliation needs harmonious relationship with people and 

needs to be accepted by other people. McClelland further contend that people with a strong need 

for affiliation are highly motivated to maintain strong and warm relationships.   

III) Need for Power   

A person who has need for power wants to direct and command other people. McClelland 

maintains that people with high need for power enjoy roles requiring persuasion. Most managers 

have high need for power. According to (David McClelland 1961), individual can have a need to 

get ahead to attain success, and to reach objectives. 

2.4.2.2 Process Theories of Motivation 

Process theories of motivation try to explain how behavior change occurs and individuals act in  
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different ways. In other words, they focus on how the workers needs influence their own 

behavior.  

Process theories originate from early cognitive theories which state that behavior is the result of  

conscious decision-making process. The most famous process theories are expectancy theory,  

reinforcement theory, goal setting theory and Equity Theory.   

A) Expectancy Theory   

This is the most comprehensive and widely accepted explanation of employee motivation to date.  

Expectancy theory is developed by Victor Vroom (Stephen P. Robbins, 2002). This model is not 

only explaining how employees are motivated but also it explains how those drives and needs 

translated into specific effort and behavior (Steven, L., McShane., Mary Ann Von, G. 2008). The 

foundation of this model is the assumption that human beings are rational. The model states that 

individuals are motivated to work when they believe that they can achieve their goal through 

their job (Don, H., John, W., Slocum. 2011). An individual tends to act/behave in a certain way 

based on the expectation that the act will be followed by a given outcome and on the 

attractiveness of that outcome to the individual (Stephen, P.R. 2002). As Steven, L., McShane., 

Mary Ann Von, G. (2008) the key variable of interest in these model is effort- individual‗s actual 

exertion of energy. Individual‗s effort depends on three factors effort-to-performance (E-to-P) 

expectancy, performance-to-outcome (P-to-O) expectancy, and outcome valences (V). Those 

factors are the three pillars of expectancy model.   

B) Goal Setting Theory   

Goal setting is a motivational technique used extensively in organizations as a method of 

directing individuals' efforts at work and providing a standard against which performance can be 

assessed (Lunen berg, 2011). Since it was first researched five decades ago, goal-setting theory 

has been the most researched, utilized, and established theory of work motivation in the field of 

industrial and organizational psychology (Buchanan, 2012).   

Goal-setting theory was developed inductively within industrial/organizational (I/O) psychology 

over a 25-year period, based on some 400 laboratory and field studies (Locke and Latham, 2002; 
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2006). The theory started with the initial work on levels of aspiration developed by Kurt Lewin 

and has since been primarily developed by Dr. Edwin Locke, who began goal setting research in 

the 1960s (Redmond,2015). Kurt Lewins‗ early work on ―level of aspiration‖ provided the 

foundation for the most researched and well-established theory of work motivation- goal-setting 

theory (Levy, 2013). Goal- setting theory emphasizes the role of specific, challenging 

performance goals and workers‗ commitment to those goals as key determinants of motivation 

(Newstrom, 2011).   

According to(Lunen berg 2011), goal setting is the underlying explanation for all major theories 

of work motivation—whether that is Vroom‗s VIE theories, Maslow‗s Hierarchy of Needs 

theory, Herzberg‗s motivation theory or Bandura‗s social cognitive theory. Goal setting has also 

been identified as one of the most effective methods of changing behavior in the workplace 

(Skinner, 2010).  

Goal setting theory is a framework for understanding the relationships among motivation, 

behavior, and performance (Kurose, 2013). Managers generally accept goal setting as a means to 

enhance and sustain performance (Dubrin, 2012).   

Goal-setting theory states that for employees to be motivated, goals must be clear, specific, and  

attainable and whenever possible, quantified (Riggio, 2014). Evidence suggests that if workers  

participate in goal setting, as opposed to having supervisors set the goals, there is increased 

motivation (Gomez-Mejia, Balkin, and Cardy, 2015).  

As (Don, H., John, W., Slocum. 2011) describes goal setting is the process of motivating 

employees and clarifying their role perceptions by establishing performance objectives. It 

potentially improves employee performance in two ways: (1) by stretching the intensity and 

persistence of effort and (2) by giving employees clearer role perceptions.  

C) Reinforcement theory   

 (Baron et al 2002) concluded that reinforcement theory, which assume that people‗s behavior is 

determined by its perceived positive or negative consequences are based on ‗law of effect ‗idea, 

which was first postulated by (Thorndike 1911) and further developed by (Woodworth 1918 
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&Hull 1943). (Spector 2003) analyzed that the consequences of behavior may be tangible such 

as money or intangible such as praise. In this regard, reinforcement theory is highly influential in 

firmly establishing the ideas relating to incentive and reward system that are applied in most 

organizations today.  

According to (Noe et al 2003) the law of effect states that a response followed by a reward is 

more likely to recur in the future.  The implication of this theory to compensation management is 

that high employee performance followed by a monetary reward or otherwise will make future 

high performances possible. 

In spite of other theories reinforcement theory ignores goals, expectation or need it only focused 

on what happens to a person when he/she act in a particular way. It states behavior is a function 

of its consequence. Any consequence that immediately follow a particular behavior and that 

increase the probability that the behavior will be repeated are called reinforces. People will most 

likely continue in desired behaviors if they are rewarded for doing so. These rewards are most 

effective if they immediately provided after desired behavior and behavior that isn‗t rewarded or 

is punished is less likely to be repeated (Stephen, P.R., Mary, &C. 2012.). According to 

(Stephen, P.R. 2002,) various researches has shown that reinforcement is undoubtedly an 

important influence on individual‗s work behavior. 

 Behaviorist B.F. Skinner derived the Reinforcement Theory, one of the oldest theories of 

motivation as way to explain behavior and why we do what we do. The theory may also be 

known as behaviorism or operant conditioning which is still commonly taught in psychology 

today (Management Study Guide 2013).   

D) Equity Theory   

Equity theory is one of contemporary theory along with expectancy, goal-setting and 

reinforcement theory; equity theory is developed by J. Stacy Adams. The term equity is related 

to the concept of fairness and equitable treatment compared with others who behave in similar 

way.  This theory proposes that employee first compare what they get from a job (outcomes) in 

relation to what they put into it (inputs), then they compare their inputs-outcome ratio with the 

inputs- outcomes ratio of relevant others. If an employee perceives his/her ratio is fair/equitable 

compared to relevant others, then there is no problem. If the ratio is unfair/inequitable, he/she 
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views herself as under rewarded or over rewarded this may result lower or higher productivity, 

improved or reduced quality of work, increased absenteeism or voluntary resignation (Stephen, 

P.R., and Mary, C. 2012).   

As (Don, H., John, W., Slocum. 2011) described the theory is based on the belief that individuals 

are persistently motivated to maintain a fair/equitable relationship between themselves and 

others and to avoid relationships that are unfair/inequitable. It also has two major assumptions: - 

the first is individuals evaluate their interpersonal relationship as their contribution (input) and 

their expectation of result (outcome). Second assumption is individuals determine fairness by 

comparing of their situation with those of others in the organization or their situation importance 

is measured through comparison of themselves with relevant others. 

2.5 .Factors that Influence Employee Motivation 

2.5.1 Extrinsic Factors that Influence Employee Motivation 

Extrinsic motivation refers to someone doing something because it leads to a separable outcome 

(Mullin, 2010). Extrinsic rewards may play an important role in enhance the employee‗s 

performance as (Pierce and Gardner 2004) point out that an individual‗s self-esteem, formed 

around work and organizational experiences, plays a significant role in determining employee 

motivation.   

Extrinsic motivation on the other hand refers to tangible rewards and cannot only be satisfied by 

the work itself. That means pleasure comes from something the task leads to, such as money. As 

according to (Kalimullah et al, 2010) the effects of work, as well as its contributing factors are 

also of importance for the need satisfaction. As a result, work is seen as a means to pursue other 

motives there are various components of extrinsic motivational factors such as.   

1. Monetary Compensation/ Salaries    

No one works for free, nor should they. Employees want to earn reasonable salary/payment and  

employees desire their employers to feel that is what they are getting. Money is the basic 

encouragement; no other incentive or motivational technique comes even close to it with respect 

to its influential value. It has the domination to magnetize, retain and motivate individuals 

towards higher performance. Frederick Taylor and his scientific management associate described 
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money as the most basic factor in motivating the industrial workers to attain greater productivity 

(Abadi, et al., 2011).   

Research has suggested that reward causes motivation of the employee which directly influences  

Performance of the employee (Kalimullah, et al., 2010). Rewards are management tools that 

hopefully contribute to firm‗s effectiveness by influencing individual or group behavior. All 

businesses use pay, promotion, bonuses or other types of rewards to motivate and encourage high 

level performances of employees. To use salaries as a motivator   effectively, managers must 

consider salary structures which should include the importance organization attach to each job, 

payment according to performance,  It is significant not only because of what they can buy but 

also a highly tangible method of recognizing their worth, thus, improving their self-esteem and 

gaining esteem of others (Khan, Farooq&Ullah, 2010). 

2. Bonus Programs  

 Bonus programs are usually rewards provided to individuals for their accomplishment in a 

particular task (Mullin, 2010). Bonuses are frequently used in sales organizations to encourage 

salespersons to generate additional business or higher profits. They can also be used, however, to 

recognize group accomplishments. Indeed, increasing numbers of businesses have switched from 

individual bonus programs to one which rewards contributions to corporate performance at 

group, departmental, or company-wide levels (Odell, 2005).    

According to Yin and Yang (2012), small businesses interested in long-term benefits should 

probably consider another type of reward. Bonuses are generally short-term motivators. By 

rewarding an employee's performance for the previous year, they encourage a short-term 

perspective rather than future-oriented accomplishments.   

3. Leadership    

Leadership is about influencing people to do things the right way. To achieve that you need 

people to follow and to have them trust you. And if you want them to trust you and do things for 

you and the organization, they need to be motivated. Theories imply that leader and followers 

raise one another to higher levels of morality and motivation. Motivation is purely and simply a 
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leadership behavior. It stems from wanting to do what is right for people as well as for the 

organization. Leadership and motivation are active processes in management (Rukhman, 2010).  

Leadership is defined as an individual who has the ability to bring about change by looking for  

potential motives in followers, by seeking to satisfy higher need and fully engage the followers 

through a mutual relationship to inspire the followers towards the achievement of the group goals 

(Ma, Lee, Yang and Change, 2009). In most focus groups, the leader‗s capabilities, motives, and 

relationship with the employees affected the employee‗s performance (Tourangeau et al., 2010).    

4. Job Enrichment   

Job enrichment is a job redesign technique that allows employees to have autonomy on how they  

Perform their own tasks, giving them more responsibility. As an alternative to job specialization,  

Companies/organizations using job enrichment may experience positive outcomes such as 

increased motivation, reduced turnover, increased productivity, and reduced absences. One more 

thing to remember is that job enrichment may not be suitable for all employees. Not all 

employees desire to have control over how they work, and if they do not have this desire, they 

may feel dissatisfied in an enriched job (Whittaker, 2008). 

5. Communication   

Communication can be defined as the process of exchanging ideas or opinions between 

individuals in any setting (Lockwood, 2013). (Adkins, 2006) notes that communication is very 

essential to keeping employees motivated and helps in maintaining a high performance in the 

workforce. Regular communication on the staff appraisals and performance are crucial in 

articulating the objectives of the business. By so doing, employees can get a clear sense of what 

is expected of them  Motivation level here can also be increased by moving towards less rather 

than more control (Stevenin, 2007). Staff should be open in their appearance and behavior.   

6. Work Environment    

Employee level of motivation is also influenced by the quality of the working environment both 

its physical attributes and the degree to which it provides meaningful work. While a comfortable 
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physical environment is correlated with employee motivation, the relationship is not merely as 

strong as the relationship between motivation and managerial behavior (Yazdani et al, 2011).   

Work environment plays an essential role since it influences employee motivation. Employees 

are concerned with a comfortable physical work environment that will ultimately provide extra 

optimistic level of motivation. Lack of favorable working conditions, amongst other things, can 

affect badly on the employee's mental and physical well-being. Negative performance will be 

provoked by poor working conditions since employee‗s job demand mentally and physically 

tranquility (Irons and Buskist, 2008).   

7. Good Managerial Relations    

A good managerial relation is an important factor in fostering employee motivation. Those who 

act to maintain good relations with their employees exhibit the following behaviors: help with 

job related problems, awareness of employee difficulties, good communication, and regular feed-

back about the performance so that employees always know where they stand. Employees want 

to have input into decisions that affect them, to feel important and appreciated. They want to be 

informed and involved at work place. When a job brings recognition and respect, employees are 

motivated with it. This is an easy condition to create with feedback (Tella, 2007) & (Yazdani et 

al, 2011).  

8. Promotion Opportunities 

Promotional opportunities affect employee motivation considerably. The desire for promotion is  

Generally strong among employees as it involves change in job content, pay, responsibility, 

independence and status among others. If an organization provides employees the necessary 

factors for promotion such as facilities, ability and skills, then employees will be automatically 

motivated and satisfied. Promotion and satisfaction have a direct relationship (Turkyilmaz et al, 

2011). (Naveed and Bushra, 2011) indicated that Maslow‗s hierarchy of need theory also 

described that when esteem needs (autonomy, power, recognition and status) of people are 

fulfilled, they will be more satisfied with their job. People will be more satisfied and motivated 

when their needs are fulfilled (Ramasodi, 2010).  
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9. Job Security  

Job security is the probability that an individual will keep his or her job; a job with a high level 

of job security is such that a person with the job would have a small chance of becoming 

unemployed (Panagiotakopoulos, 2013).    

Job security is one of the most influential means of motivating and enhancing employee 

performance particularly in times of economic downturn. Employees‗ belief that they will not 

lose their jobs or they will be employed in the same organization as long as they want is a 

significant reason for motivation (Senol, 2011). Therefore, job security is one of the most 

significant variables of employee performance which expresses the general attitude of the 

employee towards their job (Bakan and Buyukbeşe, 2014).  

Job security also plays an important role in both social and working life because it helps 

individuals do not worry about their future, contributes to maintaining labor peace, increasing 

organizations‗ productivity and protecting social balance and values. Employees‗ confidence in 

future and the stability that comes with earning a livelihood are among the most essential rights 

provided by job security (Ulucan, 2012).   

2.5.2 Intrinsic Factors that Influence Employee Motivation 

Intrinsic motivation is the desire of an individual to perform his/her work well, in order to 

achieve the satisfaction of intrinsic needs. In other words, an individual performs a task in order 

to achieve certain types of internal states, which he/she experiences as intrinsic motivation 

relates to psychological rewards such as the recognition of a task completed. External rewards 

such as food, money, praise, and so on, are not the main reason for a person to engage in 

activities. Intrinsic motives can be satisfied by the work itself. Intrinsically motivated behavior is 

the one that is determined by an individual's need for feeling competent and self-determining. On 

the one hand, a person will seek out challenges that allow him/her to behave in ways that provide 

him/her with a sense of competence and self-determination (Matthew et al 2009). 

Intrinsic Motivation and Employees‗ Performance Intrinsic motivation refers to doing something  

because it is inherently interesting or enjoyable (Yin and Yang, 2012). Intrinsically motivated 

agents do not only care about extrinsic rewards (like monetary payments), but their motivation to 
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worker harder depends also on factors such as their self-esteem or self confidence in succeeding 

in a task (Pierce and Gardner, 2004). There are various components of intrinsic motivational 

factors (Yin & Yang, 2012). 

1. Recognition and Employee Motivation    

According to Maurer (Kalimullah et al, 2010) rewards and recognition are essential factors in  

Enhancing employee job satisfaction and work motivation that is directly associated to 

organizational achievement (Jun et al., 2006). 

A study was conducted in Pakistan to examine the job satisfaction among bank employees in 

Punjab. A structured questionnaire survey was used and data was gathered from four banks 

employees. The value of correlation coefficient for recognition was (0.251) which shows that its 

relationship with job satisfaction is positive. Job satisfaction is directly associated with internal 

work motivation of employees that enhances as the satisfaction of employees increases (Salman 

et al, 2010). That is why a study says that deficiency of appropriate recognition and rewarding 

reduces employees work motivation and job satisfaction. Hence, administration of organizations 

and institutions should build up the arrangement for giving that rewards and recognition to 

enhance employee job satisfaction and motivational level (Turkyilmaz et al, 2011).     

2. Skill Variety   

This is the extent to which a particular job requires a variety of employee competencies to carry 

it out (Jackson, 2011). For example, lower skill selection exists when an assembly-line employee 

performs the same two tasks over and over again. The more skill involved, the more meaningful 

the work becomes for an employee. (Döckel, Basson& Coetzee, 2006) suggest that one way that 

employees may develop a sense of competency is by working in a job with high skill diversity. 

Skill variety relates to feelings of belonging, as well as a sense of attachment to the organization. 

(Mathis and Jackson, 2011), however, warn that skill variety should not to be confused with 

multitasking, which is doing several tasks at the same time, for instance, with computers, 

telephones, other devices, and personal organizers. 
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3. Trust    

Trust is defined as the perception of one about others, decision to act based on communication,  

behavior and their decision. If an organization wants to improve and be successful, trust plays a  

significant role so it should always be preserved to ensure an organizations existence and to 

enhance employees‟ motivation. It can make intrapersonal and interpersonal effects and 

influence on the relations inside and out the organization (Annamalai, Abdullah &Alasidiyeen, 

2010).   

4. Fairness of Treatment   

(Kalpana, 2013) claimed that in evaluating fairness, individuals first assess the ratio of their  

contribution (input) to the resulting economic or social compensation (output) and then compare 

the ratio with that of referent others. Receiving comparatively both too much (over- 

compensation) and too little (under-compensation) is evaluated as unfair, according to equity 

theory. Accordingly, individuals try to reduce the unfairness by altering input (e.g. working less) 

or output (e.g. stealing from the company). The main drawback for organizational behavior 

researchers was that equity theory does not provide specific predictions about people's reactions 

to inequity. This limitation of equity theory promoted the shift of prominence in organizational 

justice research towards procedural justice (Kalpana, 2013).   

5 Total Life Space   

The idea of ―total life space‖ is a new concept for human resource managers, growing in 

importance as the number of employees grow. Employees want to be able to balance the 

demands of work and home. To do this, they want their managers to expect a reasonable amount 

of work, but not so much that the job interferes with personal life (Kalimullah et al, 2010).     

6. Meaningful Works  

Meaningful work is considered as a very important factor when it comes to intrinsic employee  

motivation. Employees want their work to be meaningful to them. Meaningful work is an 

emerging Factor for valued outcomes of organizations. Meaningful work is an important issue 
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and is valuable for both employee and employer. There are some other factors rather than money 

which an employee may want to share with their community and home members. Such factors 

include sense of achievement and feeling of accomplishment of some tasks. This meaningful 

work is considered as a dividend to the employee (Pocock, 2006).    

Outcomes, task distinctiveness and meaningful work are important for such people who have the 

desire for achievement. Employee motivation cannot be separate from demand of meaningful 

work. It is the duty of managers to make work meaningful for their employees so that they can 

be motivated with their job and due to this, employees will show a positive response in the 

organization. Success, achievement and status are included in the meaningful work experiences 

(Yaseen, 2013). 

7. Training and Development   

Training provides chances to employee‗s growth and enhances their knowledge and skills for 

effective development (Kabir, 2011). Trained workers are more motivated with their job as 

compared to untrained employees (Abdullah and Djebavni, 2011). These training programs 

positively raise employee‗s advancement that is good for competencies (Hunjra et al., 2010). By 

getting these training programs employees are able to get self-assured, evolution of career, and 

have positive thought for their organizations/companies (Kabir, 2011). The aim of these training 

and management programs is to amend employee‗s skills and organization potentialities (Hunjra, 

Chani, Aslam, Azam and Rehman, 2010).   

8. Responsibility    

According to (Lai, 2011), employee participation may enhance motivation and job satisfaction 

through power sharing, and increased responsibility. Employee participation can provide 

individuals an opportunity to make key managerial decisions that have an impact on other 

employees, thus increasing job satisfaction and performance. Hertzberg‗s two-factor theory 

suggests that intrinsic work factors such as responsibility held by employee and skills 

development may increase job satisfaction. Work Responsibilities refer to a clear definition and 

understanding of job role, function and responsibilities among individual and teams in the 

workplace (Lockwood, 2013).    
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9. Empowerment and Employee Motivation    

Employee empowerment and participation consists of contribution of employees in management 

and decision making associated to policies, objectives and strategies of the organization. 

Empowerment results in motivating employees that leads to constant expansion and 

organizational growth (Mani, V, 2010).   

(Amin, 2010) believed that empowerment creates motivation and energy in workforce to do their 

work efficiently and effectively. Employee participation and empowerment not only direct to 

efficiency, effectiveness and innovation but they also boost employee fulfillment, work 

motivation and trust in the organization. John Baldoni in his book „Great motivation Secrets of 

Great Leaders‟, has discussed that empowerment and recognition encourages and motivates 

people to work. Also he wrote that it's fundamental to our humanity that everyone needs to be 

recognized about how and what work they have done and next time they do it more efficiently 

for the sake of more recognition (Khan, 2010).    

2.6 Impact of Motivation on Employee Performance 

1. Employee Motivation and Absenteeism    

Various studies have attempted to examine the relationship between employee motivation and  

absenteeism. Absenteeism as absence is commonly viewed as one of the means of withdrawal 

from stressful work situations. According to( Luthans ,1995), research has generally revealed a 

consistent inverse relationship between motivation and absenteeism, for instance when 

motivation is high, absenteeism tends to be low and when motivation is low, absenteeism tends 

to be high. Even though this correlation has been found to be rather moderate, the underlying 

assumption is that absence is at least in part, the result of dissatisfaction on the job (Anderson, 

2004 &Obasan, 2011).  

In conjunction with this, (George and Jones,2002) maintain that many researchers have studied 

the relationship between absenteeism and motivation in an attempt to discover ways to reduce 

absenteeism.‖ Early motivation research has emphasized the underlying assumption that lack of  
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employee motivation represents the primary cause of absenteeism (Vlosky& Aguilar, 2009). 

(Kalpana, 2013) proposes that employee attendance is based on an employee‗s motivation to 

attend as well as their ability to attend.     

2. Employee Motivations and Productivity   

According (Wentzel&Wigfield, 2009), the relationship between employee motivation and  

productivity is not definitely established. The consensus, however, is that in the long-run 

motivation leads to increased productivity.   

There are some conditions under which high productivity more clearly leads to motivation. One  

condition is that the employees perceive that intrinsic and extrinsic rewards are contingent upon 

their productivity. The second condition is that the extrinsic rewards (pay for example) be 

distributed equitably. Inequitable distribution fails to convince the employees close correlations 

between hard works and rewards (Muhammad and Wajidi, 2013).    

3. Employee Motivations and Employee Turnover   

Turnover is process in which employees leave the organization and have to be replaced. Like  

absenteeism, turnover is related to employee motivation. Turnover occurs when employees leave 

an organization and have to be replaced. Excessive turnover can be a very costly problem, one 

with a major impact on productivity. But cost is not the only reason turnover is important. 

Lengthy training times, interrupted schedules, additional overtime, mistakes and not having 

knowledgeable employees in place are some of the frustrations associated with excessive 

turnover (Westover, 2010).   

4. Job Satisfactions and Safety   

Poor safety practices are a negative consequence of low motivation level. When people are 

discouraged about their jobs, organizations and supervisors, they are more predisposed to 

experience accidents. An underlying reason for such accidents is that discouragement may take 

one's attention away from the task at hand. Inattention leads directly to accidents. For example, 
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many hand injuries from power tools can be attributed to the operator not paying cautious 

concentration (Wentzel and Wig field, 2009).   

5. Employee Motivations and Job Stress  

 According to (Van and Adonis 2008) Job stress is the body‗s response to any job-related factor 

that threatens to disturb the person‗s equilibrium. In the process of experiencing stress, the 

employee's inner state changes thus prolonged stress can cause the employee serious ailments 

such as heart disease, ulcer, blurred vision, lower back pain, dermatitis, and muscle aches. 

Persistent job-dissatisfaction is powerful source of job stress. The employee may see no 

satisfactory short-term solution to evading this type of stress. (Westover 2010) suggests that an 

employee trapped in a de motivating job may withdraw by such means as high absenteeism and 

tardiness; or the employee may quit. Employees under prolonged stress stemming from lack of 

motivation often consume too much alcohol, tobacco, and drugs. These employees are costly to 

the management in terms of time lost due to frequent absences and increased payments towards 

medical compensation (Westover, 2010).   

6. Employee Motivations and Unionization   

It is proved that lack of employee motivation is a major cause for unionization. De motivation 

and dissatisfaction with wages, job security, fringe benefits, chances for promotion and treatment 

by supervisors are reasons, which make employees, join unions. Another aspect is that job- 

dissatisfaction and lack of motivation can have an impact on the tendency to take action within 

the union, such as filing grievances or striking (Muhammad and Wajidi, 2013).  

2.7. Importance of Motivation 

  (Robert 2005), reported that the manager‗s job is to ensure the work done through employees 

are satisfied and the employees are self-motivated towards their work rather than just being 

directed. The managers‟ involvement is not so much important in the motivation of employees. 

The employees should motivate themselves to work hard.   

The major issue in all services organizations is the motivation of employees whether they are   

skilled or unskilled or professionals. Employee motivation is also a major issue for the 

commercial banks. It is a today‗s challenge for the management in this competitive world to 
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motivate employees to offer efficient and good services that customers expect so for. The 

employees‟ motivation, their enthusiastic and energetic behavior towards task fulfillment play 

key role in successes of an organization to benefit (Cheng, 1995).   

According to (Petcharak, 2002), one of the functions of human resource manager is related to 

ensure employees workplace motivation. The human resource manager‗s function should be to 

assist the general manager in keeping the employees satisfied with their jobs. Another goal in 

organizations the goal for the services manager is to develop motivated employees and 

encourage their morale regarding their respective works. The employee work morale, such as 

supervisors, peers, organization, and work environment can be defined in a sense that the 

employee has the feeling and be conscious about all aspects of the job. The performance is poor 

if the employee is not satisfied and happy. Workplace dissatisfaction often leads organization 

and its employees ―poor performance.    

2.8. Techniques of Motivation 

According to (Gupta, 2005), he mentioned two main approaches to motivation as explained 

below.   

A) Carrot and stick Approach to Motivation   

This approach is based upon the old belief that the best way to get work from a person is to put a  

Reward (carrot) before him or to hold out the threat of punishment (stick). Carrot is the reward 

for working and stick is the punishment for not working. Under carrot and stick approach, 

employees who perform the task well are given rewards in the form of bonus, pay raise and 

promotion. While employees avoiding work (showing undesired behavior) are given punishment 

in the form of demotion, termination from service, transfer and to an unpleasant job.  

Carrot and stick approach is, therefore a reward and punishment system for motivating 

employees.  

Steps which may be taken to make the carrot and stick approach more effective:   
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(a) Reward (carrot) is more effective motivator when it is directly linked with performance. 

Accurate and unbiased appraisal of performance consistent (equitable) reward structure and 

prompt payment of reward are also helpful in improving the effect of reward.   

(b) Punishment (stick) is more effective if applied at the time when the undesirable behavior 

actually occurs.   

(c) Punishment should be administered with extreme case so that it does not become a reward for 

undesirable behavior.  

(d) Punishment should be used to modify the behavior and to force person to adopt desirable 

behavior, which is rewarded.   

(e) The mixture of reward and punishment should be judiciously applied to reinforce desirable 

behavior patterns.    

B) Motivation through Job Enrichment  Job enrichment is a non-financial technique of 

motivation. It is an outgrowth of Herzberg‗s‗ two factor theory of motivation. It is based on the 

assumption that factors surrounding the work are not effective motivators of behavior. Job 

enrichment is an attempt to design job in such a way as to build in the opportunity for 

achievement, recognition, responsibility and personal growth. It provides a worker greater 

autonomy and responsibility in carrying out a complete task and with timely feedback on his 

performance (Gupta, 2005).   

Job enrichment involves designing jobs with variety of work content that requires a high level of  

knowledge and skill. It provides a meaningful work experience and greater responsibility for 

planning and controlling his/her own performance. It requires decentralization of decision 

making authority to the worker. The task is redefined, restructured and broadened in scope and 

responsibility. The worker gets the freedom and discretion in scheduling his work. Job 

enrichment is said to be a key to higher motivation and productivity. It removes the labor 

management distinction. It creates a self-managed job where the worker himself plans and 

controls his tasks. It offers job satisfaction in the whole man (Gupta, 2005).   
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2.9 Performance 

Performance is the dependent variable, which depends upon motivation of employees. The 

performance of employees always depends on the motivations given by employer if the 

employers or managers gives good motivations to their employees then the performance of 

employee will also increase the same is true if the Employer fail to provide good motivation to 

his /her employee the performance will be poor. The factors, which affect the performance of 

employee, are reward, salaries, appreciation, recognition, good working condition, employee 

participation, transport allowance. These factors may increase motivation of employee if they are 

properly given to employee but also, they may decrease the performance if they are not given to 

employee.   

(WFI, 2013) define job performance as a work-related activity expected of an employee and how 

well those activities well executed. Additionally, (Hose, 2013) advance a mining by analyzing 

aspect in job  performance which will be accounted are leadership skills time management 

organization skills and productivity. (Bullock ,2013) drawn ideas from (Motowidlo, Bormann & 

Schmidt ,1997) define job performance in evaluative way where he defines as the overall 

expected value from employee behavior carried out over the course of a set of time. (Mboya, 

2013) again define job performance is the net effect of an employee effort as modified by 

abilities and role or task perceptions.   

According to (Aguinis 2009), performance is about behavior or what employees do and not what  

employees produce or the outcomes of their work. Performance is an effort along with the ability 

to put efforts supported with the organizational policies in order to achieve certain objectives. 

(Cole and Kelly ,2011) describe performance as a continuous process for improving the 

performance of individuals by aligning actual performance with that desired (and with the 

strategic goals of the organization) through a variety of means such as standard-setting, appraisal 

and evaluation both informally, day-to-day, and formally/systematically through appraisal 

interviews and goal-setting. Job performance is defined as the value of the set of employee 

behaviors that contribute, either positively or negatively to organizational goal accomplishment 

while task performance are employee behaviors that are directly involved in the transformation 

of organizational resources into the goods or services that the organization produces (Colquitt, 

Lepine and Wesson, 2014).  
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2.10 Importance of Employee Performance 

The success of any business is directly affected by the performance of the employees within the  

organization, whether or not those employees are dealing directly with customers. Businesses 

that clearly understand the impact of their employees' performance are better able to manage 

employee output and productivity. Properly managing employee performance helps any business 

to increase profits and consistently meet sales goals. By (Gabriel Rodriguez 2001). 

2.11 Conceptual Framework 

A motivation system of an organization reflects what an organization sees as important. 

However, this study adopts the following framework. The model is constructed based on the 

adoption of constructive organizational culture that designs a reward system comprising both 

financial and nonfinancial rewards in order to reward high performers. The financial reward 

system is further subdivided in to direct (salary and bonus) and indirect rewards (housing loan 

and medical expense).  

Independent Variable 

   Dependent Variable 
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CHAPTER 3: RESEARCH METHODOLOGY 

3.1. Introduction 

The study has an aim to determine the effect of motivation on employees‗ performance using the 

case of Commercial Bank Ethiopia in Mehalmeda Branch. This chapter emphasized the various 

methods and procedures the researcher was adopted in conducting the study in order to address 

and answer the research objectives raised in the first chapter. This chapter is organized in the 

following structure: the research design, population and sample, data collection methods, 

sampling design and sample size, research procedures, data analysis methods and lastly the 

chapter summary.   

3.2. Methodology 

The research design for this study is a descriptive study of branches in North shoa zone under 

CBE in Mehalmeda branch in Mehalmeda Town. This has helped the researcher to suggest 

solutions to the problems identified in the organizations. Descriptive research design was used in 

order to understand and systematically describe the motivational practice of the case 

organizations since it is used to obtain information concerning the current status of the 

phenomena and to describe "what exists" with respect to variables or conditions in a situation. 

This type of research design helps to portray accurately the characteristics of a particular 

individual, situation or a group (Creswel, 2003).  

For the purpose of this research, quantitative research design was utilized. Data was collected 

through questionnaires include close ended questions. Questionnaires were undertaken as a 

source of primary data.  The publication of the bank annual reports and companies‗ website has 

been used as a secondary data source. 

3.3 Research Design 

The research design is the conceptual structure with in which research is conducted.it constitutes 

the blue print for the collection, measurement and analysis of data (Kothari,2004). 

This research adopted a descriptive research design. A descriptive research design is a scientific 

method, which involves observing and describing the behavior of a subject without influencing it 
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in any way (Malhotra, 2007). In addition, a descriptive study attempts to describe a subject, often 

by creating a profile of a group of problem, people or events, through collections of data and the 

tabulation of frequencies on research variables and the research reveals who, what, when, where 

or how much (Cooper and Schindler, 2011).   

Descriptive research design has been used in this study. Descriptive research involves 

gathering data, describes phenomenon and then organizes, tabulates, shows and describes data 

collection, in the form of graphs and charts, in order to help the reader, understand the 

distribution of data (Cooper and Schindler, 2011).  

The descriptive research design was used to address the stated objectives and to answers, the 

formulated research questions. 

3.4 Research Approach 

Research approach shows the direction of research design procedure clearly. Quantitative- 

approach involves the generation of data in quantitative form or numerical data which can be 

subjected to rigorous quantitative analysis in a formal and rigid fashion whereas qualitative 

approach is concerned with subjective assessment of attitudes, opinions and behavior and mixed 

multi method combines both subjective  and objectives assessment that describes in both 

approaches of research(Kothari,2004). 

The strategies and the method all contribute to a research approach that tends to be quantitative, 

qualitative or mixed (Creswell, 2004).   

Quantitative research involves studies that make use of statistical analyses to obtain their 

findings. Key features include formal and systematic measurement and the use of statistics 

(Marczyk, Dematteo&Frestinger, 2005).   

Therefore, the study used quantitative research approach because it used structural questionnaire 

data collection method and statically data analysis techniques.  

3.5 Population and Sampling Design 

3.5.1 Population 

The study population refers to the total collection of elements which one would like to study or 

make inferences (Cohen, Manion& Morrison, 2013). The population aspect however refers to the 
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individual participant or object on which the measurement is taken; it is the unit of study (Cooper 

and Schindler, 2011).  

Cooper and Schindler (2003) describe a population as the total collection of elements whereby 

References save to be made. In this study, the target population comprised of 26 Commercial 

Bank of Ethiopia employees(in Mehal meda brach). 

3.5.2 Sampling Design and Sample Size  

3.5.2.1 Sampling Frame 

A sampling frame is the list or effective list of elements from which a probability sample is 

selected (Denscombe, 2014). A research-sampling frame is that part of the research plan that 

indicates how cases are to be selected for observation. The design therefore maps out the 

procedure to be followed to draw the study‗s sample. A sampling frame is a list of elements from 

which the sample is actually drawn and is closely related to the population under study (Cooper 

& Schindler, 2011).  

The sampling frame is the list of all sampling units or elements that consists of a list of items 

from which the sample is to be drawn(Kothari,2004).In this study, the sampling frame constitutes 

of a list of 24 bank employees and 2 managers that was obtain from Commercial Bank of 

Ethiopia in Mehalmeda branch.  

3.5.2.2 Sampling Techniques 

In this study, the chosen group must be employees with Commercial Bank Ethiopia. Census 

sampling technique has also been employed to ensure fair representation of individual member 

for the study. Because the population in my selected bank for the study is very small so I have 

been taken the total number of the population as the whole. 

3.5.2.3 Sampling Size 

 Determining sample size is a very important issue for collecting an accurate result within a 

quantitative survey design. This refers to the number of elements selected from a given 

population (Denscombe, 2014). 

Sample size determination is the act of choosing the number of observations or replicates to 

include in a statistical sample (Singh, 2008). The sample size is a smaller set of the larger 

population (Cooper & Schindler, 2003). Cooper and Schindler argue that the sample must be 
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carefully selected to be representative of the population and the need for the researcher to ensure 

that the subdivisions entailed in the analysis are accurately catered for. To obtain the minimum 

sample, the study relied on a census.  

But in my study the sample size (n) is taken for all of the target population of 26 because, the 

study is done by census due to small number of population in that selected Bank. 

So there is no need of sample size(n) determination. 

3.6.Data Collection Method 

The source of data for this study is primary and secondary data. This study was used a questioner 

data collection method. Cooper and Schindler (2011) state that data collection methods refer to 

the process of gathering data after the researcher has identified the types of information needed 

which is; the investigative questions the researcher must answer, and has also identified the 

desired data type (nominal, ordinal, interval or ratio) for each of these questions and also 

ascertained the characteristics of the sample unit that is, whether a participant can articulate his 

or her ideas, thoughts and experiences. The first part of the questionnaire collected demographic 

data of the respondents such as age group, gender and department. The second part was 

concerned with the effect of goal setting on motivation. There are five multiple choice options 

representing five levels of preference, that is; Strongly disagree, Disagree, Neither Agree or 

Disagree, Agree, Strongly Agree. The third part of the questionnaire looks at rewards and 

recognition and their effect on employee motivation with five preferences indicated, that is; 

strongly disagree, Disagree, Neither Agree or Disagree, Agree, Strongly Agree. The fourth part 

looks at the effect of financial incentives on employee motivation and performance and offers 

multiple choice options representing five levels of preference, that is; strongly disagree, 

Disagree, Neither Agree or Disagree, Agree, Strongly Agree. 

3.7 Research Procedures 

The formulated questionnaire was submitted to the manager for clarity and content . 

Validity. This was preceded by seeking the approval of the management in data collection. After 

the approval and before the actual data collection the questionnaire was pretested for reliability 

among some respondents who were not part of the study. This enables the researcher to fine 

harmony the questionnaire for its validity and reliability.  
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 According to (Mugenda, 2009), this ensures the reliability of the data collected for the purposes 

of the research. A letter of introduction was attached to the questionnaire explaining the purpose 

of the study.  

The questionnaires were administered with the aid of a research helper using drop and pick 

method from the respondents during week days. Follow up reminders, phone calls was used to 

achieve high response rate. Each questionnaire was estimated to take sufficient minutes/times/ to 

complete and the respondents ‗confidentiality was maintained.   

3.8 Data Analysis Methods 

The purpose of data analysis is to reduce accumulated data to a manageable size, developing 

summaries, looking for patterns, and applying statistical techniques (Cooper and Schindler, 

2011). To ensure easy analysis, the questionnaires have coded according to each variable of the 

study. This study has been used descriptive statistics. According to  (Mugenda,2009), descriptive 

analysis involves a process of transforming a mass of raw data into tables, charts, with frequency 

distribution and percentages, which are a vital part of making sense of the data. Inferential 

statistics such as correlation and regression were used to determine the relationship between the 

independent (extrinsic: - salary, benefit & promotion& working condition, intrinsic: - 

recognition) and dependent variables (employees ‗performance). Data was analyze using 

Statistical Package for Social Sciences (SPSS) program and presented using tables, charts and 

figures to give a clear picture of the research findings and easier analysis and interpretation.  

3.9. Reliability and Validity 

Before going to apply the data collection instrument, the researcher has to ensure that the tools 

particularly the questionnaires are either valid or reliable. The validity of measurement tools 

realizes the extent to which they can measure the desired study area. The experts who are 

currently live and the main participant‘s utilization were included in the study to minimize 

sampling bias. The researcher used an in-depth interview and document analysis to increase the 

quality and reliability of the data by cross checking each other.When the researcher collected 

data through the interview, all respondents would be scheduled in appropriate time and place 

with them. each interview took 20minuts.in general, to enhance reliability and validity of 

research, the researcher was selecting source of data and the method of data generation carefully 
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and also designing the interview and closed-ended questions in order to avoid subjectivity and 

bias. 

3.9.1 Reliability 

Reliability refers to the consistency with which repeated measures produce the same result across 

time and across observers (Patton, 1990; 2002). In order to ensure reliability of the data, all the  

Questionnaires have been used in the research are uniform to all respondents. To ensure 

reliability, this study has employed one methods of data collection i.e. questionnaires.  

 The reliability of questionnaires was carried out through pre-testing with selected respondents 

from the target population. At the same time all data collected about the research is uniformly 

processes to ensure consistency and stability of research results. 

3.9.2 Validity 

Validity is used to make more accurate and meaningful results. According to (Shadish, Cook & 

Campbell, 2002), the term validity refers to the approximate truth of an inference. When we say  

Something is valid, we make a judgment about the extent to which relevant evidence supports 

that inference as being true or correct.  

To ensure validity (content& construct) the research tried to use express and the research adviser  

Opinion this has improved the validity of the questioners. 

3.11. Research Ethics 

Firstly, to conduct this research the necessary approval and permission were obtained from 

Debrebrhan university Department of Management in business and Economics College. 

According to (Creswell, 2003) as the researchers ‗anticipate data collectors, they need to respect 

the participants and sites for the research‖. Privacy and confidentiality are the major ethical 

considerations in any research study (Emory and Cooper 1995).  

The research intended to disclose in full the reasons for the study, the procedure in analyzing the 

results of the interview questionnaires and to obtain their consent for using the findings as part of 

this study and to clarify that all individual feedback was kept confidential. The researcher has 
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also maintained honesty, integrity, and objectivity throughout the process of this research study. 

In addition, was give acknowledged to all works that has been respond the questioners? 

3.12 Organization of the Research Report 

This study has five chapters   on the first chapter of the paper I have presented the introductory 

part, statement of the problem, objective of the study, significance of the study and limitation of 

the study. On the second chapter, I was review   related literature to discuss the theoretical frame 

work of the raised issue.  Chapter three focuses on the type of research design methodology I 

have been used, how I select the sample and what kind of data I have been used and presented 

Chapter four data presentation analysis and interpretation. And Chapter five is the summery; 

conclusion and recommendation parts were included and discussed.  

Chapter Summary   

This chapter presents the various methods and procedures the researcher adopted in conducting 

the study in order to answer the research questions raise in the first chapter. The chapter has 

organized in the following ways: the research design, population and sample, data collection 

methods, sampling design and sample size, research procedures and data analysis.  
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CHAPTER 4: DATA PRESENTATION, ANALYSIS AND INTERPRETATION 

4.1 Introduction 

 The previous chapters of the study addressed the contextual, theoretical and descriptive aspects 

of the study. The focus of this chapter is to analyze and present the collected data from CBE‗sin 

Mehalmeda branches using questionnaire and examine the findings in the light of the objectives 

of the study. The quantitative data collected under the survey/census/means the total number of 

the employee is taken for the analysis. This section of the study deals with the statistical testing 

of hypothesis and interpretation of the result making use of SPSS version 16 software.  SPSS is 

used to analyze the quantitative data. The qualitative data is also thoroughly discussed in relation 

to the objectives of the study.   

Moreover, Methodology part of this thesis explained, from 26 populations all 26 sample size was 

taken and questionnaire was designed and distributed to a total of 26 employees of the targeted 

CBE ( in Mehalmeda branch).  

All 26 questionnaires distributed were collected.   

4.2 Respondents profile 

The first part of the questionnaire consists of six items about the demographic information of the  

Respondents. It covers the personal data of respondents, such as gender, age, marital status, 

educational qualification, work experience in the Bank, Current position and salary ranges of 

employee‗s. The following tables reveal the total demographic characteristics of the respondents 
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Figure 4.1: Demographic profile of respondents  

 Gender of respondents 

  

Source: filled questionnaires, 2021  

As shown in the above figure 4.1, of the respondents 61.5% (16) were male and the remaining 

38.5% (10) were females. Thus, the findings indicate that majority of the respondents were male 

employees. 

Table 4.1 Respondent of Age Category 

Variable Categories Frequency Percent 

 

Age 

Under 25 years 12 46.2 

25-30 11 42.3 

31-35 3 11.5 

Total 26 100 

Source: Filled questionnaire (Primary data) 

61.5% 

38.5% 

Percent 

Male

Female
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The respondents were asked to indicate the age group the belonged to and the results are as 

shown. Table4.1 shows that 12 (46.2%) of the respondents are below 25 years of age, 11(42.3%) 

are between 25-30 years and3(11.5%) are between 31-35 years. 

This shows that majority of the respondents are aged under 25 and between 25 and 30 years. We 

can also see that out of the total respondents that (88.5%) were young. As a result, it is possible 

to say that most of employees of the bank are young generation, so that, the Bank may acquire 

the best out of energetic employees. 

Figure 4.2: Educational status of the participants 

 

The above figure4.2 shows educational background of the respondents. Accordingly, 23  (88.5%) 

of the total respondents were owners of first degree followed by MA/MSC owners 

3(11.5%).Thus, the findings indicate that majority of the respondents were first-degree holders 

and the bank has well educated employees. 
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Table4. 2: Participants Employment Characteristics 

Variable Category Frequency Percent 

 

Year of Service of 

respondent in the 

Bank 

1-5 years 20 76.9 

6-10 5 19.2 

11-15 1 3.8 

Total 26 100 

As shown in the above table 4.2, the first item in shows the tenure of respondents. Accordingly, 

20(76.9%) of the respondents have year of service from 1-5 years, followed by 5(19.2%) 

respondents with having length of service from 6-10 years and the other 1 (3.8 %) fall under the 

category of having year of service from 11-15years. 

Thus, the findings indicate that majority of the respondents were fall under the service year of 1-

5 and the bank has well service giver employees and it gives a chance for recurring fresh 

graduates.  

Table4. 3: The Current position of the respondents 

Current position Number Percent 

Manager 2 7.7 

Non-manager 24 92.3 

Total 26 100 

Regarding the position of respondents 2(7.7%) of them were working in the managerial position 

and the remaining 24 (92.3%) fall under the category of non-managerial position. Thus, the 

findings indicate that majority of the respondents were non-managerial positions and the bank 

has more officers to give a service for the customers. 
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Figure 4.3: The salary range of the respondents 

 

With respect to respondents` salary range, out of 26 respondents 16(61.5%) of them earn a salary 

between the range of 8500-12000 and 8(30.8%) fall under the salary range of 12001-15000. The 

remaining 2 (7.7%) of the respondents earn a salary above 22500.Thus, the findings indicate that 

majority of the respondents were found a salary between 8500-12000 means (61.5%) of the 

respondents. 
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4.3 The effects of motivational practice  

Table 4.4: Employees response on the effects of reward practices 

Item  Strongly 

Disagree 

Disagree Neutral Agree Strongly 

agree 

Total 

The motivational practice at the bank 

focuses on the real needs of employees 

NO. 0 9 0 14 3 26 

% 0 34.61 0 53.85 11.54 100 

Employees are motivated in the 

organization immediately when they 

perform best 

NO. 0 7 2 13 4 26 

% 0 26.9 7.7 50 15.4 100 

Therewards/motivation distributed at the 

organization have a positive effect on the 

work atmosphere/ environment 

NO. 1 4 1 13 7 26 

% 3.85 15.38 3.85 50 26.92 100 

The motivation/ rewards at the 

organization are distributed fairly 

NO. 1 13 2 7 3 26 

% 3.85 50 7.69 26.92 11.54 100 

The rewards distributed matches my 

work effort 

NO. 1 10 1 13 1 26 

% 3.85 38.45 3.85 50 3.85 100 

Immediate motivation of employees for 

achieving best performance will help to 

repeat that performance in the future 

NO. 1 7 1 14 3 26 

% 3.85 26.92 3.85 53.84 11.54  

I am  satisfied with the quality 

(appropriateness, distributive and procedural 

justice) of the motivational practice 

 

 

NO. 0 7 2 17 0 26 

% 0 26.92 7.69 65.39 0 100 

Source: Filled questionnaire (Primary data) 
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The above table 4.4 demonstrates the respondents of employees regarding the effects of 

motivational practices in their organization. Item no. 1, indicates that 0(0%) of the respondents 

strongly disagree, 9(34.61%) of the respondents are disagree, 0(0%) of the respondents are 

Neutral (Neither agree nor disagree), 14(53.85%) 0f the respondents are agree and the rest 

3(11.54%) respondents are strongly agree. this indicate that the motivational practice of the bank 

17(65.39%) focuses on the real needs of employees.   

In addition, for the second item 0(0%) the respondents are strongly disagree, 7(26.92%) of the 

Respondents disagree, 2(7.69%) respondents are Neutral (Neither agree nor disagree), 

while13(50%) and 4(15.39%) of the respondents agrees and strongly agree respectively this 

indicates that 17(65.39%) of employees are motivated in the organization immediately when 

they perform best.  

 The third item is about whether the rewards/ motivation distributed at the organization have a 

positive effect on the work atmosphere/ environment is 1(3.85%) of the respondents 

and,4(15.3.30%)of the respondents are strongly disagree and disagree respectively about the 

positive effect of motivation have on the work atmosphere/environment,1(3.85%)of the 

respondents are Neutral (Neither agree nor disagree),  as the result 13(50%) of the respondents 

agreed about the positive effect and 7(2.92%) are strongly agree. This indicates that majority of 

the employees have good attitude towards the motivational practice and its effect on the work 

environment in which they have to perform.  

 Item 4 indicates that the majority respondents i.e. 1(3.85%) are strongly disagree, 13(50%) of 

the respondents are disagree, 2(7.69%) are neutral (Neither agree nor disagree) suggestions, 

followed by 7(26.92%) who agrees and 3(11.54%) of the respondents strongly agree. This 

indicates that most numbers of employees have no a positive attitude that they are not motivated 

fairly in the Commercial Banks of Ethiopia.  

In the fifth item the majority respondents i.e. 1(3.85%) of the respondents are strongly disagree, 

10(38.46%) are disagree, 1(3.85%) Neutral (Neither agree nor disagree, 13(50%) of the 

respondents agrees and 1(3.85%) are strongly Agree. This implies that most numbers of 

employees have a positive attitude that the motivation provided in the CBE does match the work 

effort of the employees.  
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For the sixth item 1(3.85%) of the respondents are strongly disagree, 7(26.92%) are disagree, 

1(3.85%) are Neutral (Neither agree nor disagree, 14(53.84%) are agrees and 3(11.54%) strongly 

agree. This shows that motivating employees immediately after achieving best performance will 

be helpful in order to encourage them to repeat that performance in the future.  

In item seven 0 (0%) of the respondent is strongly disagree, 7(26.92%) of the respondent are 

disagree, 2(7.69%) are Neutral (Neither agree nor disagree), 17(65.39%) of the respondents are 

agree and 0(0%) are strongly. This implies that they have  good attitude towards the quality of 

the motivational practices being provided to them and they are satisfied. 

4.4 The influence of each motivational practices in employees‘ performance  

The following tables are demonstrates employees ‗perception towards the influence of each 

existing motivational practices. The first table discussed about financial i.e. pay/salary and 

employees response to the items raised related to their organizations pay/salary practice 

provided.  
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4.4.1 Pay/Salary  

Table 4.5: Employees response on pay/salary 

                     Items  Strongly 

disagree 

Disagree neutral Agree Strongly 

agree 

Total 

My salary is satisfactory in 

relation to what I do 

No 0 7 4 13 2 26 

% 0 26.92 15.39 50 7.69 100 

The amount of basic pay I receive 

is fair relative to the industry‗s 

average 

No 2 12 4 6 2 26 

% 7.69 46.15 15.39 23.08 7.69 100 

The basis of payment, for example 

overtime payment is reasonable 

No 3 11 3 8 1 26 

% 11.54 42.31 11.54 30.76 3.85 100 

Salary adjustment/increment is 

made within a reasonable / logical 

time period  

 

No 1 12 6 6 1 26 

% 3.8 46.2 23.1 23.1 3.8 100 

Salary increments are made based 

on the performance results of 

workers 

No 4 12 4 5 1 26 

% 15.4 46.2 15.4 19.2 3.8 100 

Salary increment made for high 

performers will encourage others 

to perform more 

No 2 8 3 13 0 26 

% 7.69 30.77 11.54 50 0 100 

Total conclusion on pay/salary No 74 24 58 156 

 % 47.44 15.38 38.18 100 

Source: Filled questionnaire (Primary data) 2021 
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For the question whether the salary is satisfactory in relation to what they do, large number of 

Respondents showed their agreement with the idea. 0(0%) of respondents are strongly disagree, 

7(26.92%) are disagree, 4(15.39%) are neutral (Neither agree nor disagree), 13(50%) of 

respondents are agree and 2(7.69%) are strongly agree. Their response shows the almost majority 

of the employees‗ are satisfied with the salary provided to them by their organization.   

For the second item 2(7.69%) are strongly disagree, 12(46.15%) of respondents are disagree, 

4(15.39%) are neutral (Neither agree nor disagree), 6(23.08%) are Agree and 2(7.69%) are 

strongly agree. This implies that the amounts of basic pay provided by the organization are 

believed to be not fair relative to the industries average.  

On the third item, when the respondents were asked about the reasonability of the basis of 

payment 3(11.54%) of the respondents are strongly disagree, 11(42.31%) are disagree, 

3(11.54%) are neutral (Neither agree nor disagree), 8(30.76%) are Agree and 1(3.85%) are 

strongly agree. This implies that the commercial bank don‗t have a well-designed and reasonable 

basis of payment which is suitable for all members of the organization that may have an 

influence job performance of employees.  

For the fourth item, 1(3.85%) of the respondents are strongly disagree, 12(46.15%) are disagree, 

6(23.08%) are neutral (Neither agree nor disagree), 23(23.08%) are agree and 1(3.85%) strongly 

agree. the majority of the respondents showed their disagreement, this shows that salary 

increment/ adjustments are not made within a logical period of time.  

Correspondingly for item five 4(15.39) of the respondents are strongly disagree, 12(46.15%) are 

Disagree, 4(15.39%) are neutral (Neither agree nor disagree), 5(19.23%) are agree and 1(3.85%) 

strongly agree. This also shows that the salary increments made are not based on the workers 

performance result.  

The last item is whether the salary increment made for high performers will encourage others to 

perform more. The response shows 2(7.69%) are strongly disagree, 8(30.77%) are Disagree, 

3(11.54%) are neutral (Neither agree nor disagree) and 13(50%) agrees. This implies that 

increments made on salary will encourage others towards higher performance. 
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4.4.2 Benefits packages  

Table4. 6: Employees response on benefit 

                     Items  Strongly 

disagree 

Disagree neutral Agree Strongly 

agree 

Total 

The medical and insurance 

schemes are attractive 

No 0 0 1 14 11 26 

% 0 0 3.85 53.85 42.30 100 

The organization‗s housing loan 

policy is attractive 

No 1 4 1 18 2 26 

% 3.8 15.4 3.8 69.2 7.7 100 

Provision of attractive housing 

loan policy will help to retain high 

performers 

No 0 9 1 12 4 26 

% 0 34.62 3.85 46.15 15.38 100 

Benefit packages are modified as 

necessary to ensure organization‗s 

competitiveness 

No 0 1 2 19 4 26 

% 0 3.85 7.69 73.08 15.38 100 

Source: Filled questionnaire (Primary data) 

Item 1 indicates that 1(3.85) are neutral (Neither agree nor disagree), 14(53.85%) are agree and 

11(42.30%) are strongly agree. The majority respondents are agrees on the attractiveness of their 

medical and insurance schemes. This shows that employees are satisfied with the medical and 

insurance benefit schemes provided by their organization.   

 For item 2 indicates that 1 (3.85%) of the respondents are strongly disagree, 4(15.38%) are 

disagree, 1(3.85%) are neutral (Neither agree nor disagree), 18(69.23%) are agree and 2(7.69%) 

are also strongly agree on the attractiveness of the organizations housing loan policy. This 

indicates the loan polices of CBE is almost sufficient for the employees.  

In items 3 indicates 9(34.62%) are disagree, 1(3.85%) are neutral (Neither agree nor disagree), 

12(46.15%) of the respondents are agree and 4(15.38%) are strongly agree. This also indicates 
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the attractive housing loan policy helping to retain high performers and whether the benefit 

packages are modified as necessary to organizations competitiveness.   

 For item 4 showed 1(3.85%) are disagree, 2(7.69%) are neutral (Neither agree nor disagree),   

19(73.08%) are agree and 4(15.08%) are strongly agree. This shows that majority of the 

employees are satisfied with the benefit packages provided by the commercial bank of Ethiopia 

and also they are aware that in order to retain high performers the provision of attractive housing 

policy will play a vital role.  

4.4.3 Promotion  

Table 4. 7: Employees response on promotion  

                     Items  Strongly 

disagree 

Disagree neutral Agree Strongly 

agree 

Total 

Everyone has an equal chance to 

be promoted 

No 4 14 2 5 1 26 

% 15.38 53.85 7.69 19.23 3.85 100 

The existence of promotion has no 

effect on the level of performance 

of my work 

No 12 10 0 2 2 26 

% 46.15 38.46 0 7.69 7.69 100 

The organization‗s promotion 

policy is clearly communicated to 

all employees 

No 5 15 3 2 1 26 

% 19.23 57.69 11.54 7.69 3.85 100 

Source: Filled questionnaire (Primary data) 

Item 1- shows 4(15.38%) of the respondents are strongly disagree, 14(53.85%) are disagree, 

2(7.69%) are neutral (Neither agree nor disagree), 5(19.23%) are agree, 1(3.85%) are strongly 

agree. This indicates everyone has not an equal chance to be promoted.  

Item 2-indicates that 12(46.15%) are strongly disagree, 10(38.46%) are disagree.2 (7.69%) are 

agree and 2(7.69%) are strongly agree. This also shows the existence of promotion has an effect 

on the level of performance of employees work. 
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Item 3- also shows 5(19.23%) are strongly disagree, 15(57.69%) are disagree, 3(11.54%) neutral 

(Neither agree nor disagree), 2(7.69%) are agree and 1(3.85%) are strongly agree. This also 

indicates that the organization‗s promotion policy is not clearly communicated to all employees.  

4.4.4 Recognition  

Table 4.8: Employees response on recognition 

                     Items of Recognition  Strongly 

disagree 

Disagree neutral Agree Strongly 

agree 

Total 

I get credit for what I do No 5 12 3 3 3 26 

% 19.23 46.15 11.54 11.54 11.54 100 

I receive constructive criticism 

(positive feedback) about my work  

 

No 4 3 1 17 1 26 

% 15.38 11.54 3.85 65.38 3.85 100 

The existence of recognition for 

good work, has given me an 

opportunity to work beyond the 

requirements of my job. 

No 2 2 0 21 1 26 

% 7.69 7.69 0 80.77 3.85 100 

Proper recognition of high 

performers will encourage low 

performers to work hard 

No 0 4 0 20 2 26 

% 0 15.4 0 76.9 7.7 100 

Source: Filled questionnaire (Primary data) 2021 

For the first item 5(19.23%) of the respondents are strongly disagree, 12(46.15%) are disagree, 

3(11.54%) are neutral (Neither agree nor disagree), 3(11.54%) are Agree and 3(11.54%) are 

strongly agree. the majority respondents are disagree &strongly disagree. They claim that they 

don‗t get credit when they do their task successfully. This indicates that most of the employees 

don‗t get credit for the work they have performed in the organization. 

Item 2 indicates 4 (15.38%) of the respondents are strongly disagree, 3(11.54%) are disagree, 

1(3.85%) are neutral (Neither agree nor disagree), 17(65.38%) are agree and 1(3.85%) are 

strongly Agree that the majority respondents i.e. (65.38%) agrees on receiving positive criticism 
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regarding their work performance and (3.85%) agrees on that, which implies that employees are 

getting any positive criticism or feedback regarding their performance.    

And when the respondents are asked, in item 3 shows 2(7.69%) of the respondents are strongly 

disagree, 2(7.69%) are disagree,21(80.77%) are Agree and 1(3.85%) are strongly agree for the 

existence of recognition of good work has encouraged them to work beyond the job requirement 

the majority of the respondents showed their agreement to the item. This shows that now a time 

employees in the Commercial Banks of Ethiopia are being provided with the opportunity to work 

beyond the job requirement in relation to the existence of recognition for good work.  

The response for the fourth item 4(18.38%) are disagree, 20(76.92%) are Agree and 2(7.69%) 

are strongly agree indicates that employees will be encouraged to work hard if there is a proper 

recognition for high performance, since the majority of the respondents are agreed on the 

positive effect recognition have on performance of employees.  

4.4.5 Working Condition  

Table 4.9 Employees response on working condition 

                     Items  Strongly 

disagree 

Disagree neutral Agree Strongly 

agree 

Total 

My working hours are reasonable No 3 4 1 13 5 26 
% 11.54 15.38 3.85 50 19.23 100 

I am never overworked No 15 11 0 0 0 26 

% 57.69 42.31 0 0 0 100 

Creation of conducive work 

environment will encourage high 

performers to improve their 

performance more 

No 0 6 4 13 3 26 

% 0 23.08 15.38 50 11.54 100 

The existence of safe working 

conditions has encouraged me to 

give sustained high performance at 

work.  

 

No 0 3 0 18 5 26 

% 0 11.54 0 69.23 19.23 100 

Source: Filled questionnaire (Primary data)2021 
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Item 1 in the above table demonstrates that 3 (11.54%) of the respondents are strongly disagree, 

4(15.38%) are disagree, 1(3.85%) are neutral (Neither agree nor disagree), 13(50%) are agrees 

and (19.23%) are strongly agree on the reasonability of their working hours. This indicates that 

the majority do not have complained with regard to the number of hours they stay in the work 

place. 

Item 2 shows 15(57.69%) are strongly disagree, 11(42.31%) are disagree. It implies thatall of 

respondents, 15(57.69%) are strongly disagrees and 11(42.31%) on the existence of fair amount 

of work volume or workload. This indicates that the employees in the CBE‗s are overworked or 

stressed with too much work to perform or customers to handle.  

Item 3 also shows 0(%) are strongly disagree, 6(3.08%) are disagree, 4(15.38%) are neutral  

(Neither agree nor disagree), 13(50%) are Agree and 3(11.54%) are strongly agree. It indicates 

that the majority of respondents are agrees on the encouragement that the availability of 

conducive work environment could have on employees to perform higher. This implies that 

creating conducive work environment in the organization is appropriate in order to encourage 

employees to improve their performance level.  

 In the same way for item 4 shows 0(0%) are strongly disagree, 3(11.54) are disagree, 0(0%) are 

neutral (Neither agree nor disagree), 18(69.23%) are agree and 5(19.23%) are Strongly agree. 

The majority of the respondents are showed their agreement for the regarding the Existence of 

safe working conditions. This shows that employees will have constant or continuous 

performance if they are provided with a safe working condition in the organization they perform.  

Generally for the working condition of the employees CBE makes a comfortable working 

Condition for the employees 
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4.4.6 Employees performance  

Table4. 10 Responses on Employee performance 

                     Items  Strongly 

disagree 

Disagree neutral Agree Strongly 

agree 

Total 

Employeesarerewarded/ motivated 

based on his/her individual 

performance. 

No. 3 11 2 9 1 26 

% 11.54 42.31 7.69 34.61 3.85 100 

The existing benefit package 

(medical cost coverage..) are 

helping employees for higher 

levels of performance 

No. 2 2 4 16 2 26 

% 7.69 7.69 15.39 61.54 7.69 100 

The banking work  environment is 

good for young employees in 

enabling them to optimally utilize 

their skills, knowledge and strong 

potential  

No. 1 8 0 15 2 26 

% 3.85 30.77 0 57.69 7.69 100 

The organization has a good 

culture of recognizing employees 

for successful completion of tasks 

No 0 8 1 15 2 26 

% 0 30.77 3.85 57.69 7.69 100 

Performance standards in my 

organization are clear and easily 

understandable  

No. 1 12 1 9 3 26 

% 3.85 46.15 3.85 34.61 11.54 100 

The motivational practices have a 

positive effect on the employees‗ 

job performance 

No. 0 2 0 19 5 26 

% 0 7.69 0 73.08 19.23 100 

Source: Filled questionnaire (Primary data) 
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As clearly shown on the above table Item No. 1 is3 (11.54%) of the respondents are strongly 

Disagree, 11(42.31%) are disagree, 2(7. 69%) are neutral (Neither agree nor disagree, 9(34.61%) 

are agree and 1(3.85%) strongly agree. The majority employees disagree on the points that they 

are rewarded based on their performance.  

Item No. 2 is 2(7.69%) of the respondents are strongly disagree, 2(7.69%) are disagree, 

4(15.54%) are neutral (Neither agree nor disagree), 16(61.54%) are agree and 2(7.69%) strongly 

agree. The majority employees are agree on the points that the existing benefit packages are 

helpful for their performance,  

Item No. 3 is 1 (3.85%) of the respondents are strongly disagree, 8(30.77%) are disagree, 

1(3.85%) are neutral (Neither agree nor disagree), 15(57.69%) are agree and 2(7.69%) strongly 

agree. The majority employees are agree on the points that the work environment in the CBE is 

good to optimally utilize the skill and knowledge of young employees and they have clear and 

easily understandable performance standards. This implies that almost all employees do have a 

good attitude towards the positive effect of the motivational practices have on their job 

performance.   

Item No. 4 is 0 (0%) of the respondents are strongly disagree, 8(30.77%) are disagree, 1(3.85%) 

are neutral (Neither agree nor disagree), 15(57.69%) are agree and 2(7.69%) strongly  

Agree. The majority of the respondents showed their agreement, which implies that the 

organization have a good experience of recognizing employees for successful completion of a 

task. Item No. 5 is 1 (3.85%) of the respondents are strongly disagree, 12(46.15%) are disagree, 

1(3.85%) are neutral (Neither agree nor disagree), 9(34.61%) are agree and 3(11.54%) strongly  

Agree. The majority respondents are disagree on the points that Performance standards in CBE 

are clear and easily understandable. This means performance standards in CBE are not clear and 

easily understandable for the employee.  

Item No. 6 is 0 (0%) of the respondents are strongly disagree, 2(7.69%) are disagree, 0(0%) are 

neutral (Neither agree nor disagree), 19(73.08%) are agree and 5(19.23%) strongly agree. The 

majority respondents are agree on the points that motivational practices have a positive effect on 
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the employees‘ job performance. This implies that motivational practices have highly positive 

effect on the employee job performance and achieving the goal/objective of the organization.  

4.5. Descriptive Statistics of Motivation and Employees performance 

When some concepts are measured by several items (questions), the items can be summarized to  

Calculate the mean values. This is called calculating total scale scores. To conduct the analysis 

and to test the hypothesis, total scale scores is calculated for each variables of the study as 

depicted in the below table.  

Table 4. 11: Descriptive Statistic 

Variables No. of  

Observation 

Mean     Std. Deviation 

Pay/salary 26 2.8654 0.6549 

Benefit 26 3.8558 .5664 

Promotion 26 2.1731 .7992 

Recognition 26 3.2885 .5553 

Working condition 26 3.0865 .5145 

Employee performance 26 3.077 .5114 

Source: Filled questionnaire (Primary data)2021 

The above table shows the mean and standard deviation of selected motivational practices and  

Employee performance given by respondents of the study, when the researcher observe the mean 

value for salary, it is 2.865, which makes it possible to conclude that the mean value of salary is 

less than average of mean and the majority of respondents do not have a good attitude or not 

satisfied towards the pay/salary offered by the Commercial Bank of Ethiopia.   
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The second variable is about the benefit packages of the organization; here the mean value is 

3.8558, which indicates that majority of the respondents are not satisfied or agree on the 

attractiveness of the benefit package provided to them.  

The third variable is about the promotional opportunities available for employees; here the mean 

value is 2.1731, which indicates that the respondents are not satisfied with the existing 

promotional opportunities in CBE‗s.  

With respect to the fourth variable i.e. Recognition, the mean value 3.2885which implies that 

majority of the respondents are not agree on the raised questions regarding the recognition 

practice of the CBE‗s.   

When coming to the next variable i.e. Working Conditions, the mean value is 3.0865, which 

indicates that the majority of the respondents are not agrees about the attractiveness of the 

working condition available in the organization they perform their work.  

The last variable on the above table is the dependent variable of the study i.e. Employee 

performance and its mean value is 3.077, which is close to the mid-point however, this can be 

understood in a way that a majority of the respondents not agrees to the items raised under the 

employee performance section. And this indicates that most of the employees have not a positive 

opinion regarding the issues of motivational practices in relation to employee performance.  

When we compare the overall mean values for all variables of the study pay/salary ,Benefit, 

Promotion, recognition and working condition scores are the least; this indicates that pay/salary 

,Benefit, Promotion, recognition and working condition and being recognized for performing a 

successful job are not well managed and suitable in the Commercial Banks of Ethiopia. 

Therefore, the Commercial Banks of Ethiopia needs to work on that in order to improve the 

performance level of employees.  

 

 

 

 



70 | P a g e  
 

Table 4. 12.Test Statistics 

 95%confidence interval 

Variable T Df Siq.(2-tailed Mean Lower bound Lower bound 

Salary/pay 22.309 25 .000 2.8653 2.6009 3.1299 

Benefit 34.709 25 .000 3.8557 3.6270 4.0846 

Promotion 13.683 25 .000 2.1730 1.8502 2.4959 

Recognition 30.191 25 .000 3.2884 3.0641 3.5128 

Work 

condition 

30.589 25 .000 3.0865 2.8787 3.2944 

Employee 

performance 

32.979 25 .000 3.3076 3.1011 3.5143 

Test statistics are significant at0.01(2-tailed) 

4.6.1. Pay/Salary and Employee Performance  

H1:- pay/salary is positively related to Employee Performance.  

Ho: - there is no positive relationship between pay/salary and employee performance. 

The result on the above table shows that pay/salary (t=22.309 p<0.01) is positively and 

significantly related with employee performance. This means an increase or decrease in 

pay/salary will bring corresponding change in performance of employee. Thus, the null 

hypothesis is rejected.   

4.6.2. Benefit and Employee Performance 

H2:- benefit is positively related to Employee Performance.  

Ho: - there is no positive relationship between benefit and employee performance.  
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From the above table it can be seen that benefit (t=34.709, p<0.01) is positively and significantly 

related with employee performance. Implying that a change in the benefit packages provided will 

have a corresponding change on employee performance. Thus, the null hypothesis is rejected.  

4.6.3  Promotion and Employee Performance 

H3:- promotion is positively related to Employee Performance.  

Ho: - there is no positive relationship between promotion and employee performance.  

From the above table it can be observed that promotion (t=13.683, p<0.01) is positively and 

significantly related with employee performance. This means that providing or withholding 

promotional opportunities will have a corresponding change on the performance of employee. 

Thus, the null hypothesis is rejected.  

4.6.4. Recognition and Employee Performance 

H4:- recognition is positively related to Employee Performance.  

Ho: - there is no positive relationship between recognition and employee performance.  

The above table reports that recognition (r=30.191, p<0.01) is positively related with employee  

performance. Implying that change in recognition given to employees for a successful job they 

perform  

has a corresponding effect on performance of employees. Thus, the null hypothesis is rejected.   

4.6.5. Working condition and Employée Performance 

H5:- working condition is positively related to Employee Performance 

Ho: - There is no positive relationship between working condition and employee performance.  

From the above table it can be seen that working conditions (t=30.589, p<0.01) is positively 

correlated with employee performance. This means that a change in the working conditions will 

bring corresponding change on the performance of employees. Thus, the null hypothesis is 

rejected 
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In another cases all of the independent variables(Pay/salary, benefit ,promotion, recognition and 

work condition )
c
alculated value>

t
abulated value. Therefore, in all cases the null hypothesis 

should be rejected. 

4.7 Regression analysis 

Regression is a technique that can be used to investigate the effect of one or more predictor 

variables on an outcome variable. That is, it allows us to make statements about how well one or 

more independent variables will predict the value of a dependent variable. The variables under 

extrinsic and intrinsic types of motivation were entered into regression analysis to determine 

their relative importance in contributing to the overall performance level of workers. Regression 

Analysis is used to ascertain the extent of motivational practices (pay/salary, benefit, promotion, 

recognition and working condition) explains the dependent variable (employee performance). 

Table 4.13: Régression Analysais 

Coefficients 

Mode Unstandardized  

Coefficients 

standardized  

coefficients 

T Sig. 95% confidence 

Interval for B 

B Std. error Beta   Lowe 

bound 

Upper 

bound 

Constant 1.341 0.855 .00 1.568 .133   

Pay/salary 0.45 .24 .577 1.88 .076   

Benefit 0.08 0.197 0.089 0.608 .688   

Promotion -0.054 .131 0.085 .414 .683   

Recognition .240 .203 .260 1.180 .252   

Working 

condition 

-0.008 .199 0.008 -

0.039 

.970   
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R=.649 

R squarre=.421 

Adjusted R quare=.538 

Std.Error of the estimate= .446 

 Dependent variable: Employee performance 

As illustrated in table 4.13 above the value of adjusted R square is .538 which indicated 53.5% of 

changes in employee performance can be accounted for by reward but the remaining change in 

employees‗ performance may be accounted for variables other than the variables included in this 

study.   

The above table also depicts the extent to which each independent variables influence the 

dependent variable. The relative importance of motivation types (independent variables) in 

contributing to the variance of the employees‗ job performance (dependent variable) was 

explained by the standardized Beta coefficient. The beta values of the independent variables i.e. 

pay/salary, benefit, promotion, recognition and working condition are.577,.089,.0.085, .260 

and0.008 respectively. The result obtained from the regression analysis showed that Salary is 

more significant and statistically meaningful when compared with the other variables in terms of 

enhancing employee performance. This can be understood as a certain improvement on the 

salary/pay will increase employee‗s performance by .577 which is significant. Thus, the null 

hypothesis is rejected.  
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CHAPTER 5: SUMMARY OF FINDINGS, CONCLUSIONS AND 

RECOMMENDATIONS 

This chapter deals with summary of major findings of the study, conclusions and 

recommendations and possible solutions for the problems identified.  

5.1 Summary of Major findings 

By investigating the relationships between motivational practices and its effect on employee 

performance and also by quantitatively testing the effect of variables such as pay/salary, benefit, 

promotion, recognition and working condition on performance of the employee, the following 

findings were reached.  

1.The demographic result of the study indicates that16(61.5%)  were male and the remaining 

(38.5%) were females .Regarding the respondents` age category, 12(46.2%) are under 25 years 

,11(42.3%) between age categories of 25-30 and 3 (11.5%) fall under the age category between 

31-35, around 88.5% of the respondents are under the age categories of below 31 years this 

indicates that CBE has more youngest, energetic and productive employees.   

2. The study also indicates the educational background of the respondents. Accordingly, 23 

(88.5%) of the total respondents were holders of first degree followed by MA/MSC holders 3 

(11.5%), masters  holders were found from the total respondents. this shows more than 88% of 

the respondents are first degree  holders, and it indicates CBE has well educated persons and 

gives a better service for its customers. Additionally it has also been observed that 16(61.5%) 

respondents fall under the salary range between 8500-12000Birr, 8 (30.8%) and2 (7.7%) above 

22500. 

3.The other result observed from the study shows the tenure of the respondents and 20 (76.9%) 

of the participants have year of service from 1-5 years, followed by 5(19.2%) respondents with 

having length of service from 6-10 years and 1(3.8%)have the year of service 11-15years.this 

shows around 86% of the respondents are below 10 year of serves this indicates employees of 

CBE have young experience, willingness to give a better service for its customers and make 

profitable for the bank. Regarding the position of respondents 2 (7.7%) of them were working in 

the managerial position and the remaining 24 (92.3%) fall under the category of non-managerial 

position. 
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4. The respondents were also asked to indicate their opinion about the current provision of the 

selected motivational practices in the Commercial Bank of Ethiopia. Accordingly the pay/salary, 

benefit packages, recognition and working condition the majority of the respondents were in 

favor of the practices implemented in the CBE. This implies that the pay/salary, benefit 

packages, Promotion, recognition and working condition provided to the employees are not 

found to be attractive. However, the majority of the respondents indicated that pay/salary, benefit 

packages, Promotion, recognition and the working condition were poor. This shows that the CBE 

don‗t provide for pay/salary, benefit packages, Promotion, recognition and working condition in 

an effective way. So as employees would get motivated to improve their performance level.  

5. Descriptive statistics was used to indicate that the means for pay/salary, benefit, promotion,  

Recognition and working condition. These are pay/salary (2.8654), benefit (3.8558),promotion 

(2.1731), recognition (3.2885) and working condition (3.0865).the result has shown that 

employees of the CBE were not more motivated or initiated by the pay/salary, benefit packages, 

Promotion, recognition and working condition available in their work place. The lowest mean 

was observed from all motivational practices (pay/salary, benefit packages, Promotion, 

recognition and working condition) which implies the CBE have a poor practice of providing for 

pay/salary, benefit packages, an opportunity Promotion, recognition and working condition and 

employees don‗t get for a job well done.  

6. Test statistics was computed for determining the relationship between the independent 

variables and the dependent variable i.e. employee performance. There was a positive and 

statistically significant relationship between the variables mentioned above. For pay/salary 

(t=22.309, p<0.01), benefit (t=34.709,p<0.01), promotion (t=13.683,p<0.01), recognition 

(t=30.191,p<0.01) and working condition (t=30.589, p<0.01).all variables show positive and 

significant relationship with employee performance. 

In other explanation all 
t
calculatedvalueof independent variables(pay/salary, benefit, promotion, 

recognition and working condition) is >the 
t
tabulatedvalues.this implies that in all hypothesis Ho 

rejected. 
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7. The regression analysis was done to ascertain the extent to which the variables mentioned 

explain the variance in employee performance. The value of Adjusted Rsquare=.538 which 

indicates 53.8% of variance in employee performance is explained by the variables pay/salary, 

benefit, promotion, recognition and working condition. It supported the hypothesis that the 

motivational practices in CBE have a significant effect on employee performance. 

5.2 Conclusion 

Commercial Banks of Ethiopia are expected to make an effort to fulfill the demands of their 

customers.  

The purpose of this study was to examine the role of motivation in the process of improving the  

Performance of employees to deliver the service required from them for the purpose of meeting 

the organizational goal. Based on the study and the analysis made, the following conclusions can 

be made.  

Human resources are generally regarded as the most important asset in an organization. It is 

people who provide experience, talent, skills and knowledge necessary to achieve the 

organizational goals. The survival or progress of an organization depends on its ability to 

identify, select, train and retain the right people. The researcher addresses the research questions 

raised based on the findings from the study and the following points states the conclusions made 

on the basis of the results.  

1. What are the factors used that motivates employees to improve the performance of CBE 

employee?  

The study finding indicated that from the factors used that motivates employees to improve the  

Performance of CBE employees of the motivational practices are pay/salary, benefit package,  

Recognition and working conditions were found to be attractive. Briefly, the pay/salary scheme 

was considered significant in motivating employee‗s performance level and similarly employees 

are in favor of the CBE benefit packages, recognition and working condition. Generally, it can be 

concluded that there is no an attractive motivational practices in relation to the, pay/salary, 

benefit packages, promotion, Recognition and working condition.  
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On the other hand the promotion is poorer than the other motivational practice that means less 

than the average mean value of the variables and it needs to be carried out in a way that is 

favorable for the employees in order to improve their performance level. Moreover, the chance 

of employees being pay/salary for a job well done is low since the findings from the study 

showed that the practice of pay/salary, benefit, promotion, recognition and working condition for 

a successful job performance in the CBE‗s is poor, specially promotional practice is more weak 

than from the others.   

2. To what extent do both extrinsic Motivation (salary, benefit, promotion & working condition) 

and intrinsic Motivations (recognition) affect employee‗s performance in CBE?   

The research findings clearly shows that motivation has a direct influence on the employee‗s  

Performance and it tends to increase the actual performance of employee, given that there is a 

positive and significant relationship between the independent and the dependent variables. 

Motivation improves the initiation of employees to perform their job at a higher level.  The study 

also demonstrates that motivation affects employees‗ job performance level. In other words, 

improved employees‗ job performance is to a large extent influenced by the implementation of  

appropriate and suitable motivational practices and or reward package.  And also it has been 

observed that employees consider not only monetary motivation types but also non-monetary 

ones in order to be motivated by them and exhibit better performance level. However, it is 

important to note that only intrinsic or extrinsic reward types are not sufficient to initiate 

employees to attain best perform level.  

Rather, employers should implement a combination of both types of motivation and or reward 

systems to get the best out of their employees.  

3. Is there any significant relationship between motivation and employees performance in CBE?  

The finding from the study showed that the correlation between the variables pay/salary, benefit,  

promotion, recognition, working condition and employee performance. And the result also 

showed that pay/salary, benefit, promotion, recognition and working condition have a significant 

and positive relationship with the employee performance.  
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While observing the extent to which each independent variables influence the dependent variable 

i.e. Employee performance, the result obtained demonstrates that the salary/pay is recently  more 

significant in terms of enhancing the performance level of employees. And this helps to conclude 

that the CBE‗S has created a favorable pay/salary for their employees started in few years ago 

since the beta value of the salary/pay is .577, since, The larger value of Beta coefficient that an 

independent variable has, brings the more support to the independent variable as the more 

important determinant in predicting the dependent variable.  

Furthermore this shows that adjusting the pay/salary can provide a superior performance 

outcome than the other selected motivational practices  

4. How do employees perceive the existing motivational practices of the company? The findings 

from the study shows that the employees are indifferent whether the CBE‗s motivational 

practices considers their educational status and whether the motivational practices provided are 

equivalent with the level of their contribution. This perception might be occurred due to the lack 

of awareness or information regarding the CBE‗s reward policies and how it is implemented or 

due to the problem arise while providing the motivation.  

However, employees also have not positive attitude towards the all the motivational practices in 

the organization. In addition, it can be concluded that it is not fairly provided to employees with 

similar experience. In addition the motivational practices in the CBE not favors employees with 

higher job performance level that the average performer. This indicates that the banks consider 

not enough the performance level of employees while providing the rewards. 

5.3 Recommendations 

From the findings of this study, it was observed that there is a direct and positive relationship 

between motivation practices and employee performance, which means that the motivation 

practices are directly proportional to employee performance. This indicates that the change in 

motivation necessarily results a change in the level of employee performance. This shows that 

management in the Commercial Bank of Ethiopia can make use of different tactics, strategies 

and policies to improve the level of performance of employees in the organization. Based on the 

finding and analysis of the study, the following recommendations are proposed:-  
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As indicated in the study the gap or the problem identified was that motivation provided to 

employees are mostly focused on cash related (monetary) types of motivation/ reward and there 

is a time gap between good performance and the motivation/ rewards provided.  And the findings 

as well as showed that there is no decent and attractive practice of the pay/salary; benefit 

packages, promotion, recognition and working condition from this study.   

Therefore, it is recommended that in order to attract and retain competent employees, the 

organization must maintain its pay/salary scale to the highest level within the industry and must 

continuously upgrade its salary scale in response to internal and external conditions and the 

salary increment/ adjustments must be made within a logical period of time because from result 

payment is found to be best predictors and most contribution factors of employee motivation. 

And also alternative forms of reinforcement should be introduced and used frequently, including 

verbal reinforcement, letters of recognition for tasks performed well and creating an environment 

where the employees feel initiated to perform.  

With regard to the benefit package, it can be said that even though there is no an attractive 

benefit package in the banks a periodic revision is necessary to initiate the employees for higher 

performance.  In CBE employees have not a positive attitude towards the working condition; this 

doesn‗t mean the banks must keep the current practice as it is, however the banks must still work 

on the creation of conducive working environment, since it will encourage high performers to 

improve their performance more.  

And regarding promotion opportunity and recognition the findings indicated that there is no good  

practice. Therefore, it is recommended that the banks should continuously recognize more for 

good performance and administer the promotional opportunities in a fair and transparent way 

which considers all employees. Moreover, through different channels, the banks must clearly and 

repeatedly communicate its promotion and recognition policy and procedure or its motivation 

system in general to its employees. For instance, for new employees, this has to be 

communicated at the induction program. Since communication plays a vital role to increase 

employees‗ awareness about what is expected of them and motivates them to work hard.  

As much as possible, the organizations should include both financial and non-financial rewards 

and or motivation with appropriate mix. Because in today‗s competitive and challenging 
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business environment the management must try to acquire or retain a well-educated, motivated 

and experienced workers by combining the financial and non-financial motivation provided so as 

to be competitive in that market and to make the organization profitable.  

The other point that the banks must consider is that the timely offer and improvement of its  

motivational practices in general. Even if the organizations have a good practice in providing 

selected types of motivation, if it doesn‗t get improved from time to time, it cannot address the 

timely needs of employees.   

Lastly, motivation is vital in the day-to-day performance of employees‗ duties, especially those  

motivations that are granted to workers for the job they have done. Sequentially, employee 

performance of any type is improved by designing, implementing, reviewing and adjusting the 

motivational system that is appropriate and satisfying.   

In general, the effectiveness of reasonable payment & benefits, opportunity for promotion and 

recognition, convenient work place, relatively variety of work content & quality of supervision 

are directly affects employee motivation. Therefore, the proper implementation of all these 

aspects leads to high employee motivation because of without employee motivation, organization 

cannot achieve its objectives .as study investigated demotivated employee have no commitment, 

belongings, loyalty, responsibility and luck the value of work done. 

 

 

 

 

 

 

 



81 | P a g e  
 

References 

 Ahmad, M. B., Wasay, E., & Malik, S. U. (2012). Impact of Employee Motivation on 

Customer Satisfaction: Study of Airline Industry in Pakistan. Interdisciplinary Journal of 

Contemporary Research in Business, 4(6), 531-539. 

 Ali, R., & Ahmad, M. S., (2009). The Impact of Reward and Recognition Programs on 

Employee‗s Motivation and Satisfaction: An Empirical Study. International Review of 

Business Research Papers, 5 (4), 270-279 

 Armstrong, M. (2006). Blending formal and informal approaches to management 

learning. New York: McGraw Hill Book Co. 

 Armstrong, M. (2010). Handbook of Reward Management Practices: improving 

performance through reward, 3rd ed. London New Delhi: Kogan page ltd. 

 Armstrong, M., (2006). A Handbook of Human Resource Management Practice, London: 

Kogan Page Limited.   

 Armstrong, M., (2006). A Handbook of Human Resource Management Practice, London: 

Kogan Page Limited.   

 Bennet, T. (2002). The unfolding impacts of organizational commitment and anticipated 

job satisfaction on voluntary employee turnover. Motivation and Emotion, 15, 99-121.  

 Berman, D., Bowman, F., West, B. & Wart, W. (2010). The effects of perceived external 

prestige, ethical organizational climate, and leader - member exchange (LMX) quality on 

employees‘ commitments and their subsequent attitudes. Personnel Review, 40(6), 761-

784. 

 Buchanan, L. (2012). How to achieve Big, Hairy, And Audacious Goals. Retrieved 

December 21, 2016, from www.inc.com/leigh-buchanan/big-ideas/jim-collins-big-hairy- 

audacious-goals.html  

 Chen, H.-C., Chu, C.-I., Wang, Y.-H., & Lin, L.-C. (2008). Turnover Factors Revisited: 

A Longitudinal Study of Taiwan-Based Staff Nurses. International Journal of Nursing 

Studies, 45(2), 277-285. doi: 10.1016/j.ijnurstu.2006.08.010  

 Chen, J. and Silverthorne, C. (2008). The impact of locus of control on job stress, job 

performance and job satisfaction in Taiwan, Leadership and Organization Development 

Journal Vol. 29 No. 7, 2008, Emerald Group Publishing Limited pp. 572-582.  



82 | P a g e  
 

 Chintaloo, J. &Mahadeo D. (2013) Effect of Motivation on Employees‟ Work 

Performance at Ireland Blyth Limited. Proceedings of 8th Annual London Busin8ess 

Research Conference Imperial College, London, UK, 8 - 9 July ISBN: 978-1-922069-28-

3 

 Cohen, L. Manion, L. & Morrison, K. (2011). Research methods in education. London, 

UK: Routledge.  

 Cole, G. A. & Kelly, P. (2011). Management Theory and Practice. London, UK: 

Improving Performance and Commitment in the Workplace. New York, NY: McGraw-

, P. S. (2001).Business Research Methods.7th ed. 

McGraw Hill International Edition. USA.  

 Cooper, D. R. & Schindler, P. S. (2011). Business Research Methods, 11th ed., USA: 

McGraw-Hill Irwin International Edition 

 Denscombe, M. (2014). The good research guide for small-scale research projects. New 

York, NY: McGraw-Hill.  

 Don, H., John, W., Slocum. 2011. Organizational Behavior. 13th edition. United States of 

America: South-Western Cengage Learning.  

 Gomez- Mejia, L. R., Balkin, D. B. &Cardy, R. L.  (2015) Managing Human Resource 

Sussex, NJ: Prentice Hall.  

 Halepota, H. A. (2005). Motivational Theories and Their Application in Construction. 

London Cost Engineering Journal, Vol.47, No.3.pp, 14-35.  

 Harmon, P., (2007). Business process changes: (Second Edition) A guide for business 

managers and BPM and six sigma professionals, Business Process Trends, the MK/OMK 

Press.  20.Herzberg F. (1959). The Motivation to Work.2nd Edition. John Wiley‗s. 

London. 

 Herzberg F. (1974). Work and the Nature of Man. Granada Publishing.New Jersey USA. 

 Kalimullah A. R., Yaghoubi N. M., Moloudi J., European Journal of Economics, Finance 

and Administrative Sciences24 (2010) 165-

between Rewards and Employee Motivation in Commercial Banks of Pakistan. Research 

Journal of International Studies, 14, 37-52. 



83 | P a g e  
 

 Khan, K. U., Farooq, S. U., &Ullah, M. I. (2010). The Relationship between Rewards and 

Employee Motivation in Commercial Banks of Pakistan. Journal of International Studies, 

1 (14), 37-54.  

 Kurose, C. (2013). Motivation, behavior and performance in the workplace. Washington 

D.C., WA: George Washington University.  

 Levy, P. (2013). Industrial/Organizational Psychology: Understanding the Workplace. 

Boston, MA: Houghton Mifflin.  

 Lotta, L. 2012. Case Study: The Impact of Financial and Non-Financial Rewards on 

Employee Motivation, DBL Thesis, turku university of applied sciences. 

 Lunenburg, F. C. (2011). Goal-Setting Theory of Motivation. International Journal of 

Management, Business and Administration, Vol. 15, Issue 1, pg. 203- 211.   

 McClelland, D. C. (1988). Human Motivation.Cambridge University Press. 

 McShane S. and Glinow M. A. Von (2004). Organizational behaviors 3rd edition, Florida 

international university (FLU). 

 Muhammad R. A &Wajidi. F.A (2013) Factors influencing jog satisfaction in public 

health sector of Pakistan. Double Blind Peer Reviewed International Research Journal 

Publisher: Global Journals Inc. (USA).  

 .Muogbo, U. (2013). ―The Impact of Employee Motivation on Organizational 

Performance‖ (A Study of Some Selected Firms in Anambra State Nigeria  

 Newstrom, J. W. (2011). Human Behavior at Work. New York, NY: McGraw-

Ovidiu-IliutaDobre ,2013, Employee motivation and organizational performance, Review 

of Applied Socio- Economic Research, Volume 5, pp54  

 Petcharak, P. (2004). A Comparative Analysis of factors determining motivational level 

of employees working in commercial banks in Kohat, www.ccsenet.org/ijbm 

international journal of business and management vol.5 no. 12; Dec.2010 pg. 180 ISSN 

1833-3850. 

 Pratheepkanth, P. (2011). Reward System and Its Impact on Employee Motivation in 

Commercial Bank of Sri Lanka Plc., In Jaffna District. Global Journal of Management 

and Business Research 11 (4), 86-92.  



84 | P a g e  
 

 Rajput, A., Bakar, A. H. A., and Ahmad, M. S. (March, 2011). ―Motivators Used by 

Foreign and Local Banks in Pakistan, A Comparative Analysis‖ Journal of Academic 

Research Vol. 3, No. 2. 

 Ran, B. (2009). Motivation. In C. Wankel (Ed.), Encyclopedia of business in today‘s 

Research in Personality,42(4), 1109-1115.  

  Redmond, B. F. (2015). Goal-setting theory, job feedback and OCB lessons form a 

longitudinal study. Basic and Applied Psychology, Vol. 29, Issue 2, pg. 119-131.  

 Riggio, R. E. (2014). Introduction to Industrial/ Organizational Psychology. Upper 

Saddle River, NJ: Prentice Hall.   

 Roberts, R. (2005). Relationship between Rewards, Recognition and Motivation at 

Insurance Company in the Western Cape: University of the Western Cape. 

 Robison, J. (2010) ―Disengagement can be really depressing, Gallup Management 

Journal‖ depressing   

  Rukhmani, K., Ramesh, M., &Jayakrishnan, J., (2010). Effect of Leadership Styles on 

Organizational Effectiveness. European Journal of Social Sciences, 15 (3), 365-369.  

 Santrock, J. (2009). (4th Ed.)Educational Psychology. New York, NY: McGraw hill  

 Selamawit M., (2015). Effect of financial and non-financial rewards on employee 

motivation: the case of dashin banks.  

 Simeneh, T. 2013. Prospects and Challenges of Private Commercial Banks in Ethiopia, 

DPL Thesis, Unity University. 

 Stephen, P.R., Mary, C. 2012. Management.Eleventh Edition. New Jersey: Prentice Hall.  

 Steven, L., McShane. Mary Ann Von, G. 2008. Organizational Behavior.4th edition. 

United States: McGraw-Hill.  

 Torrington, D., Hall, L., Taylor, S., & Atkinson, C. (2009). Human Resource 

Management(Eighth edition). New Jersey, NJ: Prentice Hall.   

 Tourangeau, A. E., Cummings, G., Cranley, L. A., Ferron, E. M., & Harvey, S. (2010). 

Determinants of Hospital Nurse Intention to Remain Employed: Broadening our 

Understanding. Journal of Advanced Nursing, 66(1), 22-32. doi:10.1111/j.1365-

2648.2009. 052000.x 

 Yaseen. A. (2013) Effect of compensation factors on employee satisfaction: International 

Journal of Human Resource Studies. ISSN 2162-3058 2013, Vol. 3, No.1   



85 | P a g e  
 

 Yazdani, B. O., Yaghoubi, N. M., &Giri, E. S., (2011). Factors affecting the 

Empowerment of Employees. European Journal of Social Sciences, 20 (2), 267-274. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



86 | P a g e  
 

                           Appendix  

                       DebreBerhan University  

                      College of Business and Economics  

                      Department of Management Program  

                      Masters in business administration 

This questionnaire is intended to collect primary data used for thesis entitled ―Effect of  

Motivation on Employees Performance: The Case of Commercial Bank of Ethiopia-North Shoa 

zone Mehalmedabranch. Therefore, your participation in giving reliable information is  

important for the success of this study. So, I respectfully request your kind cooperation in  

answering the questions as clearly as possible. I would like to assure you that the information  

you provide will be used for academic purpose only and all responses will be treated in strict  

confidentiality.  

 

Note  

 

 

objective and there is no need to write your name.  

 

Thank you very much, in advance, for your sincere cooperation.  

If you have any comment and questions you can contact me through the following address;  

Getnet Tegegn (0920255872) (getnettegegn2@gmail.com)  

Part one: Demographic information  
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Please fill in the section on demographic information  

 

1. Gender        Male                Female   

 

2. Age   

 

         Under 25                         25-30 

 

                 31-35                       36-40  

 

                41-45                        above 45  

3. What is your current educational status?  

          Diploma                                          Master‗s Degree               

       First Degree                                       Other, please specify ____________  

 

4. Years of service in the bank  

 

    1-5               6-10     11-15           16-20              21-25           above 26      

 

5. Current position:  Managerial                              Non-managerial 
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6. In which of the following salary ranges fall your salary?  

8500-12000                  12001-15,500  

 

15,501-22,500                  above 22,500  

  

Part two: Type of reward practices provided  

Please look at the following statements carefully and show the extent of your agreement by 

putting ‗√‘ in relation to your organization in accordance with the scale given alongside of the 

question below.  

The following questions are presented on a five point Likert scale.   

1. Strongly Disagree   2. Disagree 3. Neither agree nor disagree   4.   Agree 5. Strongly Agree 

A: The effects of reward practices 

N

o. 

Motivation 1  

Strongly 

Disagree 

2  

Disagree 

3  

Neither agree 

nor disagree 

4  

Agree 

5  

Strongly 

Agree 

1 The motivational practice of the bank 

focuses on the real needs of employees 

     

2 Employees are motivated in the organization 

immediately when they perform best 

     

3 The rewards/motivation distributed at the 

organization have a positive effect on the 

work atmosphere/ environment 
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4 Motivation/reward at the organization are 

distributed fairly 

     

5 The rewards distributed matches my work 

effort 

     

6 Immediate motivation of employees for 

achieving best performance will help to 

repeat that performance in the future 

     

7 I am  satisfied with the quality 

(appropriateness, distributive and procedural 

justice) of the motivational practice 

     

 

 

 

No

. 

 

                       Salary/pay 

1  

Strongly 

Disagree 

2  

Disagree 

3  

Neither agree 

nor disagree 

4  

Agree 

5  

Strongly 

Agree 

1 My salary is satisfactory in relation to what I 

do 

     

2 The amount of basic pay I receive is fair 

relative to the industry‘s average 

     

3 The basis of payment, for example overtime 

payment is reasonable 

     

4 Salary adjustment/increment is made within 

a reasonable / logical time period 
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5 Salary increments are made based on the 

performance results of workers 

     

6 Salary increment made for high performers 

will encourage others to perform more 

     

  

Benefit packages (medical, insurance, loan) 

1  

Strongly 

Disagree 

2  

Disagree 

3  

Neither agree 

nor disagree 

4  

Agree 

5  

Strongly 

Agree 

7 The medical and insurance schemes are 

attractive 

     

8 The organization‘s housing loan policy is 

attractive 

     

9 Provision of attractive housing loan policy 

will help to retain high performers 

     

10 Benefit packages are modified as necessary 

to ensure organization‘s  competitiveness 

     

                 Promotion 1  

Strongly 

Disagree 

2  

Disagree 

3  

Neither agree 

nor disagree 

4  

Agree 

5  

Strongly 

Agree 

11 Everyone has an equal chance to be 

promoted 

     

12 The existence of promotion has no effect on 

the level of performance of my work 

     

13 The organization‘s promotion policy is 

clearly communicated to all employees   
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                      Recognition 1  

Strongly 

Disagree 

2  

Disagree 

3  

Neither agree 

nor disagree 

4  

Agree 

5  

Strongly 

Agree 

14 I get credit for what I do      

15 I receive constructive criticism (positive 

feedback) about my work 

     

16 The existence of recognition for good work, 

has given me an opportunity to work beyond 

the requirements of my job. 

     

17 Proper recognition of high performers will 

encourage low performers to work hard 

     

  

        Working conditions 

1  

Strongly 

Disagree 

2  

Disagree 

3  

Neither agree 

nor disagree 

4  

Agree 

5  

Strongly 

Agree 

18 My working hours are reasonable      

19 I am never overworked      

20 Creation of conducive work environment 

will encourage high performers to improve 

their performance more 

     

21 The existence of safe working conditions has 

encouraged me to give sustained high 

performance at work. 

     

  1  2  3  4  5  
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     Employee performance Strongly 

Disagree 

Disagree Neither agree 

nor disagree 

Agree Strongly 

Agree 

1 Employees are rewarded based on his/her 

individual performance. 

     

2 The existing benefit package (medical cost 

coverage..) are helping employees for higher 

levels of performance 

     

3 The banking work  environment is good for 

young employees in enabling them to 

optimally utilize their skills, knowledge and 

strong potential 

     

4 The organization has a good culture of 

recognizing employees for successful 

completion of tasks 

     

5 Performance standards in my organization 

are clear and easily understandable 

     

6 The motivational practices have a positive 

effect on the employees‘ job  performance 

     

 


