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Abstract
Several factors do affect the job performance of employees in a given business undertaking. Of all these factors motivation of employees is mentionable. The manager of any business undertaking hence has the massive duty of sorting out the best motivators for the realization of organizational goals. The best motivated employee is expected to yield the best performance.  The main purpose of this research, thus, is to depict the effects of performance on employees of St. Mary’s University. This study applied a mixed research approach; that is, descriptive and explanatory research design. Primary data were collected via structured questionnaire from 222 employees of the University out of which 215 were returned. Employees were selected using stratified sampling method. Quantitative data were processed through SPSS and analyzed via descriptive and inferential statistics. Based on the finding of the research, employees are satisfied with motivational schemes namely Education & Training, financial motivators (like salary, financial reward and transportation allowance), recognition and a good working environment the University offered. The results of correlation analysis confirmed that the independent variables, namely, recognition, financial, promotion & personal development and work condition have a strong relationship with the dependent variable (employees’ job performance). The research also revealed there is a statistically positive relationship between each of the aforementioned independent variables (separately) with employee job performance though the degree varies. The study recommends, inter alia, that the University should capitalize on those motivating factors that help to satisfy and increase the performance of employees. Moreover, performance goals of the University should be clearly defined and regular performance review of the employees against performance target standards shall be made. 
Keywords: Motivational schemes, financial motivation, non-financial motivation, employee performance.
CHAPTER ONE
INTRODUCTION

1.1 Background of the Study

In all enterprises whether private or state owned, motivation plays a key role in driving employees towards achieving their goals, organizational goals and to a certain extent the dreams of their nations (Saif, 2012). Many contemporary authors have defined the concept of motivation in different ways.  It is what causes you to act, whether it is getting a glass of water to reduce thirst or reading a book to gain knowledge (Cherry, 2019). According to Paudyal, (2017), motivation is a word derived from “Motive”. The meaning of “motive”, to put it simply, is nothing but mean needs, wants, and the desire of the persons. Hence, “employees motivation”  mean  the  process  in  which an organization  inspires  employees  with  the  shape  of  rewards,  bonus  and the likes  for achieving  the  organizational  goals.  Motivation can also be defined as “the complexity of forces that inspires a person at work to intensify his desires and willingness to use his potential to perform in order to achieve organizational objectives” (Ekundayo, 2018). 
There are many discussions about motivation and the relationship of    employee’s efficiency and the organizational efficiencies. Motivation will lead to the fact  that  workers or employees  of  the  organization  will seriously  do  their  duties  and  responsibilities  (Azar, 2013). Attractive Salaries or pays are also a Valuable tool and play an important role to increase employee’s performance and also increase the productivity of an organization (Muogbo, 2013). Any business should   motivate its employees for the best performance or for achieving the organizational goals.  In fact motivation is the best tool for best performance. For any institution to achieve its organizational goal or objective, employees are one of the vital resources. Human asset in the 21st century is considered the most important asset of any company (Hafiza, 2011). Employees give their talents, knowledge, skills and experiences towards the achievement of organizational objectives or goals. The organization needs to have the necessary motivational scheme aimed at encouraging employees to get maximum performance from them.

The success of a business depends on the people (employee) who work for it. By working hard, exhibiting all their talents, the employees do play a critical role in keeping the customers satisfied. This is where employees’ motivation is seen to be imperative. Principally, it is the boss’s responsibility to motivate employees’ which in turn will give them an overall better outlook on their job and will help them strive to do their jobs to the best of their ability. One of the hardest and most important things that a boss can do is to keep the employees good not just to manage them (Hedges, 2014).
It is not quite an easy task for any business undertaking to apply this or that motivational tool. It needs a scrutiny as to the effects it may yield in and in turn leads to organizational achievement of its incepted goals. The kind of motivational tool any business undertaking puts in to effect to trigger or stimulate employees’ performance depends heavily on the behavior of the employees, organization itself and not the least, on the capacity of the organization. Motivation may range from a good conversation with the boss and the latter’s careful and humble understanding to promotion in job grade and financial rewards (Calarco, 2020). The problem ensued in this regard relates to the attitudinal differences between employees. A motivational factor which may highly stimulate one employee may doesn’t work for the other. This may be a setback in enforcing a given stimulant which is supposed to fuel employees with all the energy and stamina towards effective and efficient work.

As it is reiterated, good motivational system brings maximum benefits to the organization. So, proper care should be taken in creating a motivation system that best suits the organization’s effort of achieving its goals. A good employee performance is necessary for the organization, since an organization’s success is dependent upon the employee’s creativity, innovation and commitment. Good job performances are important in stabilizing our economy; by means of improved living standards, higher wages, an increase in goods available for consumption, etc” (Ojo, 2018). However, the motivational schemes observable in St. Mary’s University requires a great attention. Motivating employees as an engine to upscale performance, both quantity and quality wise, seems to be undermined in this organization. At least, the attention paid to it is less. St. Mary University’s motivational scheme, as it would be seen in the subsequent discussions, is far falling from the otherwise sound motivational system.
1.2  Background of St. Mary’s University  
St. Mary's University is one of the private higher education institutions in Ethiopia; its main campus is located at Addis Ababa.  St. Mary’s University (SMU) has evolved from St. Mary’s Language School, which started operation in 1991, and, as a college, it was established in 1998 with campuses in Addis Ababa and Hawassa. Upon establishment, the College had its Head Office in Hawassa, which moved to Addis Ababa in 1999.  Showing noticeable growth through time, it was awarded university status in 2014. Today, it runs accredited undergraduate and graduate programs in diverse fields. Currently, it runs graduate programs in distance learning in partnership with Indira Gandhi National Open University of India (IGNOU). 
SMU has a testing center, which is entrusted with administering admission tests, exit examinations, and recruitment tests for employers. In addition, it administers internet-based international proficiency tests including TOEFL- iBT and GRE. The Testing Center also engages in giving training to instructors on exam blueprint preparation and measurement and evaluation. The University has a Press which publishes books ranging from KG through higher education contents. 

Currently, the University has a total of 497 employees, out of which 277 are academic staff, 220 Administrative Staff members. 

Vision

The vision of St Mary’s university is to become among the leading higher education center of academic excellence in teaching learning research, publications and community service in east Africa and contribute to the development of Ethiopia.

Mission

The mission of St. Mary’s university is to offer conventional and distance education that is accessible to the larger society through reasonable tuition focusing on quality and standard focusing on quality and standard in teaching research and outreach services.
Values of the University are:-
	· Efficiency                         
	· Tolerance

	· Excellency
	· Excellence regard for students

	· Quality and standard
	· Tolerance

	· Self-initiative
	· Positive thinking

	· Team work and team sprit
	· Integrity.


1.3 Statement of the Problem
Effectively motivating employees is one of the most important functions of a manager (Switzer, 2005). The manager is hence left at times with the predicament of what tool of motivation to apply so as to arouse employees and extract best performance out of them. According to (Afful-Broni, 2012), managing good performance of employees to accomplish organizational goals is a difficult job for the managers. As it is pinpointed before, employees may differ in the kind of motivation they prefer to get energized. A variety of factors motivate people at work, some are motivated with tangible, such as money, and others are motivated with intangible, such as a sense of achievement, recognition (Ayub, 2011). 
The success of any business is influenced, substantially, by the effective or otherwise performance of the employees engaged. The performance of St. Mary’s University depends heavily in the quality of the employees’ service, organizational, financial and managerial capacities. In fact some other variables are also accounting for the organizational success like financial, a working plan, technological and other.
There are several factors that can affect employee performance like training and development opportunities, working conditions, worker-employer relationship, job security and company over all policies and procedures for rewarding employees (Hafiza, Shah, Jamsheed & Zaman, 2011). Since there is a wide variety of methods available for motivating staff, from recognizing the employee’s achievements by simply saying “thank you” to more complex schemes which combine and set targets with fixed rewards (Piirainen, 2014), it will however look ridiculous for the team responsible for motivation in the mining companies to attempt to motivate their employees when they don’t know what motivates the employees (Kuranchie-Mensah, 2016).Among the factors that affect employee performance, motivation that comes with rewards is of utmost importance (Buckley, 2008). 
A research conducted by Wube Belachew (2019) under the title effect of motivation on performance of employees of Addis Cardiac Centre, has revealed that financial and non-financial motivational packages of the organization like job security, employee friendly schedule, and good working environment are real engines as sensed by the employees; and inter alia, financial motivations like financial rewards for their marvelous or outstanding performances though not satisfactorily offered by the center are good motivators.
Another research conducted by Agar (2010) disclosed that as far as the employees’ level of satisfaction is concerned, motivational factors like salary, promotion, award, job satisfaction, company procedure, benefits, job security, insurance coverage and medical services did influence employees differently. The research showed it is not a facile task to apply motivational factors uniformly across. More, it indicated different surveys may yield different results as influenced by some other factors like location of a work place, position of the employee, and etc.
Different studies, as fairly indicated above, suggested what motivates employees is variant let alone between different organizations but between employees of same organization. So long as motivation is taken as a means to soar good performance of a business undertaking, the choice of what motivates employees to yield the desired result needs meticulous decision. Generally, different literatures suggest that managers and supervisors should and must understand what motivates individual employees, and not believe a one-size-fits-all approach (Leisring, 2013). Researches simply try to sort out what is best fitting into the interest of the employees of a given business entity the particular research dwells on. In other words it means the finding of a given research along with its recommendation works for that specific organization the study has dealt with. St. Mary’s University has been applying motivation as an engine to increase performance of its employees. From my own observation as an employee and from preliminary discussion made with HR personnel of the University the motivating engines supposed to stimulate employees doesn’t seem to have centered on the interests of the employees. A due research which was aiming to reveal the desire of the employees with regard to motivation should have been in place. Thus far, there is neither a single research nor survey made on the effects motivational factors on performance of employees of the University. Hence, the need to boost performance by applying pertinent working motivational scheme needs a separate research. The recommendations to follow from  research thus to be made itself, however, doesn’t warrant continuous application of one motivational factor over the other; as there are dynamisms within the organization, like employees turnover, that may change the base up on which the recommendation is forwarded. 

The findings and recommendations of past researches on similar issue, as this researcher has come to understand, are different from one another; which in turn leaves a gap. This gap is bridged only when a separate research is conducted on the relationship between motivation and performance at St. Mary’s University. This research is made to fill the gaps left unaddressed in the aforementioned manner. 
1.4 Research Questions 

In the course of doing this research, the Student Researcher tries to answer the following questions:

1) What motivation schemes are put in place by St. Mary’s University to motivate its employees? 

2) What is the level of employee motivation in St. Mary’s University?
3) What is the effect of motivational factors on the performance of St. Mary’s University employees?
1.5 Objectives of the Study
1.5.1 General Objectives
The general objective of this study is to explore motivation schemes and their effect on employee performance in St. Mary’s University.
1.5.2 Specific Objectives 
1) To explore the kind of motivational techniques which are put in place at St. Mary’s University;
2) To assess the level of employee motivation at St. Mary’s University;
3) To examine the relationship between motivational factors and employee job performance at St. Mary’s University; and 
4) To analyze the motivational factors which have strong effect on job performance.
1.6 Significance of the Study 
This study is supposed to yield so many significances. Among which the following are chief to mention.
· The first and for most beneficiary of this study is the institution upon which the research is conducted (made). St. Mary’s University may, in the process of formulating its success plan, make use of the recommended remarks. It will also give the institution a chance to evaluate its employees’ past and present performance based on the kind of motivational factors it has applied;
· In addition, it gives a good remark for other similar or otherwise institutions and their management body to look into their respective motivational schemes and enables to take measures of adjustment where ever they are found out to be important; and

· It can be used as a secondary data or springboard for researchers who want to indulge on and pursue further research in this area.
1.7 Scope and Limitation of the Study
The scope of the study can be discussed in terms of the issue under investigation, geographical area, and the methodology adopted. Theme wise, the study is aimed to test the effect of motivation schemes on employees’ performance of St. Mary’s University. In geographical terms, the research is delimited to a single higher academic institution called St. Mary’s University. Thus, workers of Administrative and Academic staff are part of this study. This doesn’t however mean all employees working under the University are included. Due to geographical barrier and hence inconvenience, the researcher opted to confine the work to employees of the University working at the main campus in Addis Ababa, dropping those at the distance centers scattering all over the country. In terms of methodology, this study used a mixed research approach and a combination of descriptive and explanatory designs to achieve the research objectives.
1.8 Definition of Key Operational Terms

· Motivation: The desire of the individual to want to engage in work behavior.

· Managers: Those whom the organization expects to accomplish goals through the efforts of other employees.

· Employees: Are those who are hired by the institution on the basis of the relevant law in force, and who are expected to discharge the specific task they are assigned to.

· Negative Motivation: It is a kind of motivation which is based on force or fear. If the worker fails to complete the work, he may be threatened with demotion, dismissal, pay-off, pay cut etc.

· Positive Motivation: 
A kind of motivation which is based on rewards. Praise, participation in decision-making process, pride and delegation of authority and responsibility are some of the methods of positive motivation.

· Extrinsic Motivation: It is a kind of motivation which is available only after the completion of a job. Increase in wages, retirement benefits, rest periods, holidays, health wages, health insurance and the like are examples of extrinsic motivation.

· Intrinsic Motivation: It is a kind of motivation which is available at the time of performance of work. Recognition, power, delegation of authority and responsibility, competition and participation in the decision-making process are some of the examples of intrinsic motivation.

· Financial Motivation: It is directly or indirectly associated with money. Wages, salaries, bonus, profit sharing, vacation pay, free medical service, retirement benefits, and insurance are some of financial motivation.
· Non-financial Motivation: It is not associated with financial rewards, job rotation, delegation of authority and responsibility, participation, recognition and power are some of the examples of non-financial motivations.
1.9 Organization of the Study

This research consists of five chapters. In the first chapter, the introductory part of the study  work is presented. Chapter two reviews related literature from books, articles, conference proceedings, masters or doctoral theses.  Hereunder, different definitions of motivation, the different categories in to which motivation could be classified, effects of motivation on the performance of employees or how motivation affects performance of employees is seen. Chapter Three deals with research design and methodology. Chapter four, being the main body or pillar of this study is concerned with data presentation and interpretation. The last chapter presents summary of the research findings, conclusions and recommendations made based on the findings of the research.
CHAPTER TWO
REVIEW OF RELATED LITERATURE
2.1Theoretical Literature on Motivation 

2.1.1 Definition of Motivation 

Motivation is the driving force behind all human efforts and is essential to all human achievements (Parijat, 2014). The simplest definition of motivation boils down to wanting (Baumeister, 2016). Motivation is an internal process. Whether we define it as a drive or a need, motivation is a condition that resides inside us. It is a condition that desires a change, either in the self or the environment. In the words of Beata Sounders, hence, the essence of motivation is energized and persistent goal-directed behavior. When we are motivated, we move and take action (Baumeister, 2016).
A typical Dictionary definition of motivation is derived from the word ‘motivate’, described as ‘to supply a motive to, be the motive of; cause (person) to act in a particular way; stimulate interest of (person in studying etc.); hence motivation’ or a ‘motive’ is concerned with ‘tending to initiate movement’ or ‘concerned with movements’ or ‘what induces a person to act’ (Dictionary.com).
Motivation is a reason for actions, willingness, and goals. Motivation is derived from the word motive, or a need that requires satisfaction. These needs, wants or desires may be acquired through influence of culture, society, lifestyle, or may be generally innate (McDowell, 2020). An individual's motivation may be inspired by outside forces (extrinsic motivation) or by themselves (intrinsic motivation). Motivation is a temporal and dynamic state that should not be confused with personality or emotion. Motivation is having the desire and willingness to do something. A motivated person can be reaching for a long-term goal such as becoming a professional or a mere short-term goal like learning how to spell a particular word. Personality invariably refers to more or less permanent characteristics of an individual's state of being (e.g., shy, extrovert, conscientious). As opposed to motivation, emotion refers to temporal states that do not immediately link to behavior (e.g., anger, grief, happiness) 
Motivation has been defined over long by different scholars. The following are only a few.

· Motivation is the cotemporary (immediate) influences on the direction, vigor, and persistence of action (Atkinson, 1964)
· Motivation is how behavior gets started, is energized, is sustained, is directed, is stopped and what kind of subjective reaction is presented in the organism while all this is going on (Kleinginna, 1981).
· Motivation is the process of attempting to influence other to do ones own will through the possibility of gaining reward (T.Ramassomy, 2001).
People differ by nature, not only in their ability to perform a specific task but also in their will to do so. People with less ability but stronger will are able to perform better than people with superior ability and lack of will. Hard work is crucial to success and achievement (Adair, 1999).  Motivation is the sum of all that moves a person to action. Motives can be mixed. They can range from consensus to unconscious. Motives are necessary for action but not sufficient in themselves, for action to be taken decision has to be made or the will engaged (Francis, 2004).
2.1.2 Theories of Motivation

There exist different theories pertaining to motivation. Generally, the theories of motivation can be classified into two, namely process theories and content theories. 
2.1.2.1 Process Theories of Motivation

The process theories are concerned with the cognitive antecedents that go into motivation or effort and, more importantly, with the way they relate to one another (Hannah, 2008). This theory which can also be called cognitive theory can certainly be more useful to managers than need theory because it provides more realistic guidance on motivation techniques (Osabiya, 2015).   Vroom’s expectancy and Stacey Adams’ equity theories are included under process theories of motivation.
2.1.2.1.1 Vroom’s Expectancy Theory

Vroom’s Expectancy Theory was proposed by Victor. H. Vroom. According to him, people are motivated to perform activities to achieve some goal to the extent they expect that certain actions on their part would help them to achieve the goal (Morehouse, 1979). 
This theory is based on the idea that the inbuilt expectation prevails in the employees from the job they are performing. They feel motivated, if their expectation is fulfilled. This theory aims at integrating the goals of organizations and expectations of the individuals. Vroom’s believes that people perceive what they do as important in achieving outcome. He said a person’s motivation level is based on expectancy and valence. Hence, if the organization goals and the expectations of the employees are integrated the organization can be benefited a lot.
2.1.2.1.2 Equity Theory

Process theories, as explained in different literatures, tells how satisfaction comes about, as opposed to what causes motivation. The equity theory which is one of the manifestations of process theory postulates that employees will weigh their input into a job against the output they receive from it – the more the rewards, the greater their satisfaction is. Equity theory, as suggested by J. Stacey (Adams, 2010) is the theory considers the concept of equality and fairness, as well as the importance of comparison to others (Seniwoliba, 2013)  
According to equity theory of motivation employees compare their input-outcome ratio with that of other employees and if they perceive it to be fair, employees will experience satisfaction (Baunez, 2007). Conversely, if employees perceive an inequity in their input-outcome ratio compared to other employees, they become dissatisfied and less motivated. In different words, Equity theory  focuses on people’s  feelings of how  fairly they  have  been  treated  in  comparison  with  the  treatment received  by  others  (Dinibutun, 2020). 
Generally, according to equity theory, the employee compares his inputs and output with fellow workers. In this theory the proverb “single sinner sinks the boat”, suits well. Inactive and sluggish employees have a very adverse effect on co-workers. To overcome this problems the organization should either remove or improve such employees, otherwise this contiguous disease would permit through the whole organization and may result in its collapse.
2.1.2.2 Content Theories of Motivation

The content theories (also be called need theory) of work motivation attempt to determine what motivates people at work. The content theorists are concerned with identifying the needs/drives that people have and how these needs/drives are prioritized. They are concerned with the types of incentives or goals that people strive to attain in order to be satisfied and perform well (Den Hartog, 1999). Maslow’s needs hierarchy, Alderfer’s ERG, McClelland’, and Herzberg’s theories of needs are included under content theories of motivation.  
2.1.2.2.1 Maslow’s the Need Hierarchy Theory 

One of the most popular and widely cited theories of motivation has been propounded by Abraham Maslow. The basic human needs identified by Maslow are set in a hierarchy as follows: 

1. Physiological Needs

During the conditions of famine draught or other natural calamities such needs naturally acquire predominant important and other needs acquire secondary status. These needs are basic for human and include need for food, water, air, shelter, sleep, thirst, sex etc.

2. Security or safety needs

The organization can play a great role in satisfying such needs by providing job security, old age pension, insurance for accidents, and compensation for retirement. 
3. Social Needs

Organization can fulfill these needs of the employees to a greater extent by way of encouraging formation of informal groups such as social get together. These are needs for belongings, friendship, love, affection, attention and social acceptance.

4. Esteem or Ego Needs

Organization can to a great extent satisfy this need of the employees by way of development of individuals. Self-esteem needs include need for self-respect, self-confidence, competence, knowledge and autonomy other esteem needs relate to reputation, prestige, power, status, recognition and respect of others.
5. Self-Actualization Needs

This is the need “to be what one is capable of becoming”, and include need for optional development of potential abilities, knowledge and skills, need to be creative and achieve self-fulfillment.

According to Maslow, these needs are related to one another and are arranged in an order of hierarchy of prepotency. This can best be shown in the following figure.
 

Fig. 2.1: Maslow’s Hierarchy of Needs Model
(Source: Beardwell and Claydon (2007)

2.1.2.2.2 Herzberg’s Theory of Needs

In the late (Herzberg, 2005) hand a study on motivation. The study has developed a theory of work-motivation. This theory has broad implications for management in the effective utilization of human resources. It is otherwise called maintenance theory of motivation, Hygiene theory or two-factor theory of Motivation. 

Herzberg tried to understand form his studies the motivation problem and to identify the human behavior nature and needs which are invaluable to organization and individuals. In this study, he interviewed 200 engineers and accountants from 11 industries in Pittsburgh area. He asked these persons to think of the time when they felt good and bad about their jobs and describe the conditions which caused such feelings.

Herzberg developed a content theory known as the two-factor theory of motivation. The two factors are called the dissatisfies-satisfiers or the hygiene motivators or the extrinsic-intrinsic factors. The original research, which led to the theory, gave rise to two specific conclusions. First, there is a set of extrinsic conditions, the job context, which results in dissatisfaction among employees when the conditions are not present. If these conditions are present, this does not necessarily motivate employees. These conditions are dissatisfies or hygiene factors, since they are needed to maintain at least a level of ‘no dissatisfaction. They include: Salary, Job security, Working conditions, Status, Company procedures, Quality of technical supervision, quality of interpersonal relations among peers, with superiors, and with subordinates (Ivan Cevitch, 1990).
If a job condition caused job satisfaction, removing it would cause job dissatisfaction. Similarly, if a job condition caused job dissatisfaction, removing it would cause job satisfaction (Ivan Cevitch, 1990).
2.1.2.2.3 Achievement Theory of Motivation
David McClelland and the associate John Atkinson proposed another important theory of motivation; i.e achievement motivation. According to this theory organization offers an opportunity to satisfy at least three needs (Davis, 1989). These are the need for achievement, the need for affiliation and the need for power.
2.1.2.2.4 Alderfer’s ERG Theory (Existence, Relatedness and Growth Theory)

The ERG need theory, developed by Clayton Alderfer, is a refinement of Maslow’s need hierarchy. Instead of Maslow’s five needs, ERG theory condenses these five needs into three needs. According to Alderfer, there are 3 groups of core needs. These are Existence, relatedness and growth. In a nutshell, the concern of the existence group is mainly dealing with the provision of basic material existence. Relatedness group on the other hand deals with the individuals need to maintain interpersonal relationship with other members in the group. The growth group is concerned with the intrinsic desire to grow and develop personally (Mullins 2005). Each of them is separately treated.
Existence needs is concerned with our basic material requirements for living. These include what Maslow categorized as physiological needs (such as air, food, water, and shelter) and safety-related needs (such as health, secure employment, and property).

Relatedness needs have to do with the importance of maintaining interpersonal relationships. These needs are based in social interactions with others and align with Maslow’s levels of love/belonging-related needs (such as friendship, family, and sexual intimacy) and esteem-related needs (gaining the respect of others).

Growth needs describe our intrinsic desire for personal development. These needs align with the other portion of Maslow’s esteem-related needs (self-esteem, self-confidence, and achievement) and self-actualization needs (such as morality, creativity, problem-solving, and discovery).

The following figure summarizes and explains the aforementioned.
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Fig 2.2: Alderfer’s ERG Theory 
(Source: Sharifzadeh, 2015)
2.2 Motivation Schemes 

2.2.1 Types /Source of Motivation

There may not be much agreement about what motivates worker, but there is agreement that the organizational and work setting must allow three activities to occur (Burns, 2008). Experts in the organizational behavior field have a divided opinion as to whether workers are motivated by factors in the external environment such as rewards or fear or whether motivation is self-generated without the application of external factors.
2.2.1.1 Financial and Non-financial Motivation
The main methods of financial motivation used in business are remuneration, bonuses, commission, promotion and fringe benefits (Yousaf, 2014). Money is a notable means of financial motivation. The importance of money as a motivational influence varies from person to person and situation to situation. Although most people go to work to earn money to survive and to achieve the luxuries they would wish to have, the motivational effect in the workplace may or may not be significant, depending on how closely financial rewards are tied to performance, how great the expectation and desire is for more money and how fair the reward is perceived to be. We can then see that content theories of motivation inform us as to how likely money will act as a satisfier (or means of achieving satisfaction) for various needs (for example, Survival, necessity, freedom to self-actualize). We can also see, from expectancy theory, that perceptions of fairness, equity, etc., based on comparisons with others, may also be important (Brown, 1988).
Non-financial motivation on the other hand includes job rotation, job enrichment and autonomy (Yousaf, 2014). It avoids money as a means to arouse the feelings of employees towards their employment duty. This can also be manifested in the form of recognition by top management for good achievement, bettering working environment etc.
2.2.1.2 Positive Motivation and Negative or Fear of Motivation

Positive motivation involves proper recognition of employees’ efforts and appreciation of employees’ contribution towards the organizational goal achievement. Such motivations improve the standards of performance, lead to good team spirit and pride, a sense of cooperation and feelings of belonging and happiness. Source of the positive motivation are: praise and credit for work done, a sincere interest in the welfare of subordinates, delegation of authority and responsibility to subordinates, participation of subordinates in the decision making process. 

Negative motivation is based upon the use of force, power, fear and threats. The fear of punishment or unfavorable consequences affects the behavioral changes. Fear of fire or demotion keeps the workers in line with the organizational rules and regulations as well as does a satisfactory job. 
2.2.1.3 Intrinsic Motivation & Extrinsic Motivation
Intrinsic motivation is evident when people engage in an activity for their own sake, without some obvious external incentive present. A hobby is a typical example. Intrinsic motivation stream form feelings of achievement and accomplishment and is concerned with the state of self-actualization in which the satisfaction of accomplishing something worthwhile motivates the employee further so that this motivation is self-generated and is independent of financial rewards. For example, there are many retired doctors who work free in the hospital because it gives them a sense of accomplishment and satisfaction. It is done because it’s enjoyable and interesting, rather than because of an outside incentive or pressure to do it, such as a reward or deadline (Wilkerson, 2020). Some of the intrinsic motivators are enjoyment (self-satisfaction) and internal growth (Jacovidis, 2020).
Extrinsic motivation has been used to motivate employees. It normally pertains to tangible rewards such as payments, promotions (or punishments), and intangible rewards such as praise or public commendation. This type of motivation is induced by external factors, which are primarily financial in nature. It is based upon the assumption that the behavior, which results in positive rewards, tends to be repeated. Among examples of extrinsic motivation the following are mentionable: going to work to earn money, studying to earn a good grade, doing certain work to get attention or praise etc. (Briese, 2020). 
2.3 Employees Performance 
Human resource management, which considers the working force as a vital resource of an organization is concerned with the process of planning, organizing, coordinating, directing and controlling of human resource. Every employee makes an individual contribution to the performance of the organizational unit and ultimately to the entire organization. Employee performance hence involves quality and quantity of output, presence at work, accommodative and helpful nature and timeliness of output (Chang, 2008).
Effective implementation of staffing practices require organizational understanding of what constitute employees’ performance and what differentiates good from poor performance in order to identify what knowledge, skills, abilities and temperaments individuals must possess to perform effectively in the job for which they are hired. In turn the effectiveness with which employees perform on a job is primarily, a criterion for judging the effectiveness of staffing process (Prasad, 2015).
It has often been said that a “happy employee is a productive employee” and a happy employee must be satisfied with his job. Since most people spend nearly half of their working lives at work, the importance of work satisfaction can be well understood. Additionally, job satisfaction usually indicates or results in satisfaction in life in general, which is necessary for contentment and happiness (Ang, 2013).
Generally, without understanding of what constituted effective performance and without any sound mechanism to assess performance effectiveness accurately, none of human resource management functions can be accomplished in organizations.

A manager guides the people in a desired manner in order to achieve organizational objectives. Ability to work and willingness of employees are two important and necessary things to perform any job. There is a need for motivation to create willingness in the mind of worker to do a job. So performance may be expressed in the following way:

Performance = Ability X Motivation (Willingness)

Ability in turn depends on education, experience and training and its improvement is a slow and long process. But motivation improves quickly. Positive reinforcement, effective discipline and punishment, treating people fairly, satisfying employees need, setting work related goals, restructuring jobs, and base rewards on job performance are the basic strategies and guide lines for motivating employees. 
Monitoring performance of their employees is one of the most important tasks of management in an organization. Any employment undertaking shall assess performance of its employees to know if things are going in consonant with the organizational goals and plans. To maintain to expected level of performance and know if it is as per the level, there has to be a tool with which performance should be measured. There are some very useful performance-tools that are available to ease up the work of the management of the organization; and are also equally beneficial for the employees. There are Key Performance Indicators; they are Performance Appraisals, Lean management, Management Dashboard and Mission and Vision Statements of the entity. From my own observation as an employee, among the aforementioned and practically, St. Mary’s University uses performance appraisal system. This system fails at times to show the complete picture of the efforts made by the employees and the results thus achieved. This may be partly attributed to the parameter used to evaluate their performance which fails to go in congruity with the strategic plan supposed to lead the institution to its success. 
2.4 Review of Empirical Studies on the Relationship between Motivation 
      and Performance

It is needless to point out that if employees are not inclined to engage in work behavior they will not exert themselves to perform well. We have already seen that unless a person has the necessary abilities and skills to do the work, and perceives the role accurately, mere engagement in work behavior will not ensure effective or high performance. In addition to acquainting the employees with the organization’s expectations of their performance and achievement of goals, the manager should also provide the necessary resources and extend adequate support to employees to get the job done. Such support may be in the form of encouragement, placement of resources, offering guidance whenever and wherever necessary, and in general, fostering the employee’s sense of competence (Sekaran, 1989).
Several researches have been conducted to ascertain if there is any close relationship between motivation and job performance. In different vernacular, several researches have been made on motivation; and on effects of motivation on performance of employees, to be specific. Taking the findings of a couple of pertinent research works here is very crucial to disclose where the gaps are and how to go about addressing them. 

Several factors that can affect employee performance like training and development opportunities, working conditions, worker-employer relationship, job security and company over all policies and procedures for rewarding employees’(Hafiza, Shah, Jamsheed & Zaman, 2011). Among these, only one or two may stand as a fit into the needs and capacity of a given business entity’s efforts to bring about success. Among the factors that affect employee performance, motivation that comes with rewards is of utmost importance (Buckley, 2008). It has been noted that there are various forms of motivating employees. Since there is a wide variety of methods available for motivating staff, from recognizing the employee’s achievements by simply saying “thank you” to more complex schemes which combine and set targets with fixed rewards (Piirainen, 2014), it will however look ridiculous for the team responsible for motivation in the mining companies to attempt to motivate their employees when they don’t know what motivates the employees (Kuranchie-Mensah, 2016).

Güven (2013) did a research with a title ‘boosting performance by applying motivating stimulants to teachers in a public (government) institution’. The findings of this research disclosed that there are limitations in the kind of motivational techniques a given organization can apply. Organizations which are public in nature or organized by government laws are limited by the legislation as to what to apply and not regarding motivational factors. Hence, managers of public or governmental institutions are confined to the application of a motivational technique; if any, mentioned in a given law. But business organizations are better off in this regard as there is room of flexibility, albeit decisions at top management level could override it. The research finding revealed that due to the limitations imposed by having a centralized governance of education; administrators are limited in types of motivational techniques they can use.  Notwithstanding this however, getting the required energizer to do work effectively and efficiently depends on some other factors like individual perceptions, culture and self-motivation on performance. The application and effectiveness of a motivating stimulant is highly influenced by the aforementioned factors and hence is not merely the ramification of its sole application by the manager of the institution.
Although teachers whom the research focused on are satisfied and feel motivated with the current non-monetary incentive schemes, they believe that it is still poor and could be improved (Güven, 2013). The research also suggested that adhering to the ordinary motivational schemes all the time doesn’t warrant good job performance. Instead, kind of reward-punishment manifesting in instances like promotion and demotion shall be in place. The position of this research substantiates the fact that employees should not for example, be promoted arbitrarily. If promotion is a reward for the good labor exerted and fruitful result achieved, then there shouldn’t be any pressing reason why the employee doing below the expected level not to be demoted. This way, its energizing effect will become so massive and effective.

Agar (2010) conducted a research on assessment of motivational scheme of employees focusing on Justice Organs Professional Training Center. The result of this research disclosed that as far as the employees level of satisfaction is concerned, motivational factors like salary, promotion, award, job satisfaction, company procedure, benefits, job security, insurance coverage and medical service most of respondents are moderately satisfied. This begs for further study as to what best satisfies the employees if the aforementioned are not. More, different surveys may yield different results as influenced by some other factors like location, position, and etc.

Richard (2014) conducted a study that examined the effect of motivation on employees’ performance: empirical evidence from the Brong Ahafo Education Directorate”. The aim is to make a thorough study and reveal the extent to which motivation affects performance in education sector of the specific institution mentioned which is located in Ghana. The research finding indicated nature of work that they do motivates them and at the same time promotion in the organization is a major source of motivation. 
Ekundayo (2018) conducted a research aiming to evaluate the motivational factors that can influence employee performance, assess effects of motivation on employee performance. The title of the research was “The Impact of Motivation on Employee Performance in Selected Insurance Companies in Nigeria”. The research finding revealed the selected insurance company effectively and appropriately applied positive motivation to make its employees perform extremely well. It further demonstrated that there is a strong relationship between motivation and employee performance.
Roshan Levina Roberts (2005) did a research entitled ‘The relationship between rewards, recognition and motivation at an insurance company in the western cape’. The research had the objective of revealing if there is a relationship between rewards and recognition and employee motivation and satisfaction and determining the impact of rewards on motivation and satisfaction.

The research has taken in to account nine dimensions which included work content, payment, and promotion, recognition, working conditions, benefits, personal satisfaction, leadership and general (level of satisfaction with the organization).  The finding hence disclosed there is a significant relationship between all nine of the sub-dimensions of the work motivation and satisfaction.
In addition to the aforementioned researches, several studies have been conducted in Ethiopia to assess the relationship between motivation and employee performance. For instance, Helen Hiluf (2017) did show how motivation affects performance of employees of African Humanitarian Action (an organization). The research has found out that motivational factors have significant effects on employees’ performance. More, it disclosed how closely related they are. The research finding however doesn’t pause saying that. The perusal of the research finding and conclusion stand crystal in asserting that amongst the different motivational factors which one favors the internal working environs in general and which other is suiting towards the achievement of organizational goals in particular is so determining. The researcher concluded the manager of the undertaking shall, inter alia, seek to see those stimulants gratifying individual needs: the needs at the lower hierarchy in the Maslow’s hierarchy of needs. There is also a suggestion from the employees that promotion (career development) is a good stimulant which arouses their feelings to do timely and productive work. Hence, the gleaned and analyzed piece of information from the employees is the cursor of the need for the fulfillment of the basic needs marshaled at the bottom of the Maslow’s hierarchy of needs and esteem or ego revealing in the form of promotion (career) development.
Another research conducted by Belachew (2019) aimed to test the effect of motivation on performance of employees of Addis Cardiac Centre. The finding of the study revealed that financial and non-financial motivational packages of the organization were found to be poor and hence implicated upon performance of the organization. This should have been the huge concern of the Addis Ababa Cardiac Center’s management after the scrutiny of the results. The research also depicted both financial and non-financial motivators like job security, employee friendly schedule, and good working environment are real engines as sensed by the employees; and inter alia, financial motivations like financial rewards for their marvelous or outstanding performances though not satisfactorily offered by the center are good motivators.
Asfaw H. (2016) in his research entitled “employees’ motivation and its impact on organizational performance of Nile Petroleum Company limited Ethiopia” tried to show how much motivation has an impact on job performance. The findings of the study revealed that compensation and benefit packages that are directly related to the income of the people have positive impact for the improvement of the organization. Competitive salary and benefit packages are one of the motivating factors that enhance performance.
Selamawit Mulatu (2015) conducted a study on the effect of financial and non-financial rewards on employee motivation focusing on Dashen bank S.C. The research was done with the primary objective of examining which reward programs; financial or non-financial, have more effect on employee motivation at Dashen Bank. Both exploratory and descriptive study technique is employed. According to Selamawit, the interview result shows that the company offer financial and non- financial rewards. The interview made with the company officials revealed the management lacks to identify which reward variables from both financial and non-financial reward package considered significant by the employees. On the other hand, it is discovered that salary and job security are considered most significant financial and non-financial reward variables; respectively.
Amanuel Legesse (2017) carried out a study under the title ‘effect of reward management on employee’s motivation: the case of Ethiopia commodity exchange’. The research is aimed, among others, at determining what reward system motivate and retain employees and help improve the overall organizational success. Questionnaire was distributed and descriptive statics was used to do the analysis. The summary of the analysis cleared that staff included in the sample is best motivated with their payment, promotion and benefit. But they are least satisfied by working condition. The implication is that the aforementioned financial and non-financial motivating factors positively influence the behavior of employees to do job to the best of their calibers. On the other hand, the working condition which has the vigor of hindering performance is in need of immediate measure of rectification.
Tizazu  (2015)  in  his  study  on  employee  motivation  and  its  effect  on employee  retention  in  Ambo  mineral  water  factory  identified  different  motivational  factors (reward,  recognition,  training  and  development,  promotion,  salary,  security and working environment) that are impactful to retain employees and get best performance out of them.  Moreover, Roman Getaneh (2017) also made a study to assess employee motivational factors and practices in United Bank S.C. According to her finding, employees have higher motivation for remuneration and benefits followed by working condition, supervision and leadership, working environment, growth and development and recognition respectively. 
Yousaf, (2014) made a study on impact of financial and non-financial rewards on employees motivation. The study which was published on the Middle East Journal of Scientific Research discussed, among others, about the problems of the working force. It stated that problems of the employees become worsening due to inefficient and costly transportation. The study revealed that easing transportation problem (either by covering the cost or availing the transportation means) immensely motivates employees.
As it can be observed from the reviewed studies, motivation has a positive effect on performance of employees. Albeit different study findings suggest different motivating factors to achieve best performance for an organization, it is also important to note here that the need of employees differs in the stratum or level of their undertaking. Moreover, what one study recommends as the best motivator may be ranked the last motivator by the other study. In spite of all that however, this researcher has come across financial motivators (salary, financial reward and transportation allowance) and non-financial (Promotion, recognition, training & development and working condition) as the commonly mentioned stimulating factors. Hence, this research has taken in to account the aforementioned as the basis to deal with the study.
2.5 Conceptual Framework of the Study
The review of the relevant literatures as appertaining to the subject under discussion indicates that motivation is very much relevant to the good performance obtained. In fact what constitutes good performance is subject to the appreciation and decision of each of the organizations deploying employees. Most of the researchers found that employee motivation had great influence on organizational performance especially the contribution of performance of the employees indicated significant relationship with the financial rewards as well as non-financial rewards (Kato, 2019). 
Motivation is an independent variable which gives rise to boost in the performance by employees. Motivation, be it financial or non-financial, positively impacts on the output of the employees. This concept is best described with the following diagram.
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Fig. 2.3: Conceptual Framework of the Study
2.6 Research Hypotheses
H1: There is direct relationship between financial motivators and employee job performance. 

H2: Non-financial motivators positively affect employee job performance 

·  H2a: Recognition causes a statistically significant positive effect on employee job performance

·  H2b: Promotion and Opportunities of personal development (training/higher education development) cause a statistically significant positive effect on employee job performance.

·  H2c: Working environment causes a statistically positive effect on employee job performance.
CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Research Approach 
This research applies a mixed research approach which integrates both qualitative and quantitative approaches. Qualitative approach is about recording, analyzing and attempting to uncover the deeper meaning and significance of human behavior and experience, including contradictory beliefs, behaviors and emotions. Hence, the researcher attempted to deal with the analysis of motivation with the pertinent theory to be employed and the effects it yields with regard to employees’ performance as it appertains to St. Mary’s University. Quantitative approach, on the other hand, involves collecting and converting data into numerical form so that statistical calculations can be made and conclusions drawn. The research thus gears towards collecting data, presenting and doing statistical calculation to know the portion of employees affected by lack of motivating factor or its improper application. Therefore, a mixed approach is opted in doing the research.
3.2 Research Design 
The underlying objective of this research study is to examine the effect of motivational factors on employee performance. To achieve this objective, the use of appropriate methodology that helps to approach the research scientifically is given a paramount emphasis. This study applies a combination of descriptive and explanatory research designs. Descriptive research is usually defined as a type of quantitative research, though qualitative research can also be used for descriptive purposes. The research design should be carefully developed to ensure that the results are valid and reliable. Explanatory research design helps to test the effect of motivational factors on job performance. 
3.3 Population, Sample Size and Sampling Procedure

The population that the research covers as sources of data are all employees of St. Mary’s University at all levels which is 497. As the research focuses on motivation vis-à-vis work performance at St. Mary’s University, the number of employees involved in responding was 222. With regard to the sampling procedure, stratified sampling method was used to collect data. In this method, the population is first divided into subgroups (or strata) who all share a similar characteristic. It is used when we might reasonably expect the measurement of interest to vary between the different subgroups, and we want to ensure representation from all the subgroups.
The following simple calculation is used to arrive at a sound sample size. Yemane’s (1967) sample size determining formula is employed. Hence:
n = N/ (1+Ne^2) 

Where: 

n = no. of sample 

N = total population (497) 

e = error margin / margin of error with a confidence level of 95 percent 
(Giving a margin error of 0.05), 

n = 497 / (1 + 497 * 0.05²) 

n = 497 / (1 + 1.7025) = 222 samplings 
Table 3.1: Population, Sample Size and Sampling Procedure

	No
	Category of Staff 
	Population size as of March 2021
	Proportion
	Sample Size
	Samples taken

	1
	Academic  
	277
	277/497
	0.557344
	222
	124

	2
	Administration 
	220
	220/497 
	0.442655
	222
	98

	                 Grand Total 
	             497 
	222 


Source: Own Survey, April 2021
Table 3.2: Proportionality of the Sample Size
	Administrative staff
	Category of Staff
	No of employees
	Samples taken

	
	Regular
	34
	16

	
	Testing center
	4
	2

	
	School of graduate study
	9
	4

	
	College of Open and Distance
	83
	37

	
	Head office 
	90
	40

	
	Total administrative
	220
	99

	Academic staff
	Regular
	148
	66

	
	Testing center
	10
	4

	
	School of graduate study
	63
	28

	
	College of open and distance
	47
	21

	
	Head office
	9
	4

	
	Total academic
	277
	123


Source: Own Survey, April 2021
3.4 Data Type and Sources
3.4.1 Types of Data to be Collected
Pertinent data from the study was gathered from both primary and secondary sources.
3.4.1.1 Primary Data Sources 
The method of data collection was carried out through questionnaire, which consists of both close and open-ended questions. Key informant interview was also administered to some personnel of the University to assess motivational factors and employees’ performance policies. 

3.4.1.2 Secondary Data Sources 
The research also uses secondary data. Secondary data is derived from primary writing of others. Accordingly various/different documents, books, articles, conference proceedings, masters and doctoral theses having relevancy with the issue or point at hand was reviewed. 
3.4.2 Methods of Data Collection
The student researcher collected pertinent data through questionnaires, interviews, observation and document review methods.
3.4.2.1 Questionnaires

Respondents are asked to give their written answers to specific questions that are personally administered, mailed or transmitted electronically. This let, respondents (employees in particular) to give what they thought to be right free of any physical or psychological interference. Structured questionnaire was distributed to respondents (employees) to measure their perception towards the motivation schemes of the university. Moreover, in order to gauge the respective respondents (employees) performance results, the researcher used performance appraisal data from the HR department. The questions were formed in a five point Likert scale such as 1= Strongly Disagree, 2=Disagree, 3 =Neutral, 4 =Agree, 5 = Strongly Agree which allows respondents to indicate level of agreement with the statement provided.  
The survey questionnaire is divided in to three sections. The first section captures basic demographic information of respondent. The second section deals with information on employee opinion on current motivational factors in force at the Institution. The last Section carries questions on financial and non-financial motivation scheme and scheme/s and their respective impact on motivation of the employees.
The Likert scale questions I use are structured questionnaire which, in part, are adapted from Biruk (2020).
3.4.2.2 Interviews 

Interview is one of the different ways by which information could be obtained. Informants respond to questions either face to face or through the medium of the telephone. The student researcher believes that good and reliable information could be obtained in the course of conducting interviews with the HR department of the University.
3.4.2.3 Observation
Though observation is taken to be one of the ways by which data could be gathered, it is made distinct as it exclusively depends on the judgment of the researcher. This way is also made to be one of the different ways to gather reliable data. This is basically rooted in the experience of the student researcher. 
3.4.2.4 Document Review
As the name itself indicates, information concerning motivation schemes that the institution has so far been applying could be gathered by reviewing the relevant documents in this regard.  Basically, the researcher wanted to shape the study work using documentary evidence so as to make it more sound and balanced. Employees’ performance appraisal result document of the recent two consecutive evaluation periods was analyzed.
3.5 Ethical Considerations

Research, as a scientific process and activity, has its own basic ethical conducts that should be complied with unconditionally. Any source that is quoted and used as an important part of the   study should be cited. Works of different authors/researchers which are cited and used to substantiate a research should be duly acknowledged. The researcher kept all these in to account, and hence, respect and comply with existing ethical principles to make the research credible and acceptable by the academic communities and users of the result. More importantly, the confidentiality of participants (managers and employees) who were volunteered in the process of information gathering should be maintained. The researcher presented the findings of the study without any distortion of the material facts gathered.
3.6 Reliability and Validity of Data Collection Instruments

3.6.1 Reliability

Reliability is nothing but is an indicator of a measure’s internal consistency. A measure is reliable when different attempts at measuring something converge on the same result (John, 2009). Thus, reliability refers to the consistency and dependability of a measuring instrument. This means using it repeatedly should give us the same or similar results every time. Cronbach Coefficient Alpha is the most commonly used technique and can test reliability with various item formats. Cronbach’s alpha, α (or coefficient alpha), is developed by Lee Cronbach in 1951(Nicola L. Ritter, 2010). It reflects that the extent to which the items in questionnaire are related to each other. 
In order to measure employee motivation, the researcher adopted measurement scale developed by (Bhattacherjee, 2012). As proclaimed by (Bhattacherjee 2012), reliability is the degree to which the measure of a construct is consistent or dependable. This research has administered the most commonly used internal consistency reliability measure of Cronbach’s alpha. Cronbach’s coefficient alpha normally range between 0-1 values, which indicate the higher the values the higher degree of internal consistency. Albeit different scholars accept different values of these tests to reach on internal reliability of the instrument, the most commonly accepted value is equal to or greater than 0.70 to reach on reliability of acceptable instrument (Edwards, 2002). According to Sekaran (2003), thus, reliabilities less than 0.6 are considered to be poor, those in the 0.7 range to be acceptable and those over 0.8 are good. The reliability coefficient closer to 1 is better.
Table 3.3: Cronbach’s Alpha Coefficient
	Dimension of Employee Motivation Scale
	Item
	Cronbach’s Alpha Coefficient

	Financial Factor:-Remuneration (Salary, Transportation Allowance)
	4
	0.845

	Recognition
	2
	0.895

	Work Condition 
	4
	0.856

	Career Development and Promotion
	3
	0.891


Source: Own Survey, April 2021 
In order to measure motivational factors, the student researcher has adopted a scale from Bhattacherjee (2012). The scale has 13 items divided into four factors namely, financial factor, recognition, work condition, career development and promotion. The reliability coefficient for each of the motivational factors exceed the minimum reliability coefficient (i.e., alpha >0.70). 
3.6.2 Validity
Validity is the strength of our conclusions, inferences or propositions. It involves the degree to  which  you  are  measuring  what  you  are  supposed  to,  more  simply,  the  accuracy  of  your  measurement. Validity is determining whether the findings are accurate from the standpoint of the researcher, the participant, or the readers of an account (John, W.C. 2009). 
This study’s validity was assured through conducting interview with few of sample population. This helps to determine accuracy of finding drawn from the questionnaire. Moreover, opinion from the research advisor and experts ensure the content validity, whether the items measure the area of interest or the concept it intends to measure advances its validity.
3.7 Data Analysis Methods  

The gathered data is organized, analyzed and presented by using the appropriate tools. Quantitative data gathered via questionnaire was processed through SPSS, and analyzed by using descriptive statistics (frequency, percentage, standard deviation and mean analysis) and inferential statistics (via correlation and regression analyses). Moreover, ANOVA was used.

CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION
4.1 Data Presentation and Analysis

The data collected has been processed and analyzed in accordance with the outline drawn for the purpose at the time of developing research plan. Technically speaking, processing implies editing, coding, classification and tabulation of collected data so that they are fitting for analysis. The analysis is based on the information obtained from 222 employees of St. Mary’s University. In order to get a representative data, 222 questionnaires were distributed to employees of the University. However, although interview was planned to be conducted, the university manager didn’t allow due to the spread of COVID 19. Out of these 222 questionnaires distributed to the respondents, 215 questionnaires were completed and returned. Thus, the analysis is based on the valid 215 questionnaires responded and 7 not returned by employees. Hence, the data analysis made is based on the information gathered from the 215 employees. The following table shows the response rate.

4.2 Response Rate 

Table 4.1: Response Rate
	
	Number of Questionnaire
	Percent

	Completed 
	215
	96.9

	Not Completed
	7
	3.1

	Total 
	222
	100%


Source; Respondents Survey Test, April 2021
4.3 Demographic characteristics of the Rrespondents
The first part of the questionnaire consists of the demographic information of the participants. This part of the questionnaire requested a limited amount of information related to personal and demographic characteristics of respondents. Accordingly, the following variables about the respondents were summarized and described in the subsequent table. The variables include: sex, age, educational background, category/group and number of service years with the organization or experience in the organization the study dwells on.
Table 4.2: Characteristics of Respondents by Sex, Age, Educational Level, Experience of the Employees, Current Division and Monthly Salary
	
Variable
	Category
	Frequency
	Percent

	Sex
	Male
	115
	53.5

	
	Female
	100
	46.5

	
	Total
	215
	100.0

	Age
	20-30 years
	65
	30.2

	
	31-40 years
	95
	44.2

	
	41-50 years
	21
	9.8

	
	Above 50 years
	34
	15.8

	
	Total
	215
	100.0

	Educational Level
	below certificate
	1
	.5

	
	Certificate
	9
	4.2

	
	Diploma
	56
	26.0

	
	First degree
	83
	38.6

	
	Second degree and above
	66
	30.7

	
	Total
	215
	100.0

	Experience of the Employees
	below 5 years
	62
	28.8

	
	5-10 years
	86
	40.0

	
	11-15 years
	47
	21.9

	
	Above 15 years
	20
	9.3

	
	Total
	215
	100.0

	Current Division
	Academic staff
	119
	53.3

	
	Administrative staff
	96
	44.7

	
	Total
	215
	100.0

	Monthly Salary 
	<3,000 birr
	43
	20.0

	
	3,000-7,000 birr
	94
	43.7

	
	7,000-12,000 birr
	51
	23.7

	
	> 12,000 birr
	27
	12.6

	
	                  Total
	215
	100.0


Source: Own Survey, April 2021
As indicated in table 4.2, about 53.5% of the respondents were male and the remaining 46.5% were female. Regarding the age of the participants, the largest group (44.2%) is in the range of 31-40 years age group. The second largest group (30.2%) is  shown in the range of 20-30 years of age group and the third largest group (15.8%) of the respondents are in the >50 and   above  years (9.8 %). The least age group is in the range of 41-50 years. The demographic characteristics also show the level of education of respondents. The relative majority of respondents have first degree (38%) followed by Second degree and above (30.7%) and Diploma holders (26%). The least number of respondents are those with certificate (4.2%) and ‘below certificate’ academic levels (.5%). 
The number of years of experience of an individual is believed to affect the way he/she thinks, the method he/she performs his/her duty and the like in the institution. To this end, it is believed that the more an individual stays in the institution; be it on administrative or Academic position, the more he/she can acquire an experience of which factor affects his/her  motivation   and   how  to  deal  with  these  factors   in  an   organization   which   in turn   leads   to minimization of conflict of interests. With this regard, the data collected from the respondents shows, as we can observe from table 4.2, the largest group of respondents is 86(40.0%) having a work experience of 5-10 and above on the current job assumed; whereas 62(28.8%) respondents have below 5 years of working experience, 47(21.9%) have 11-15 years of working experience and the rest 20 (9.3%) have a working experience of above 15 years. Regarding the category or group of employees, the major groups of respondents are Academic staff. They are 119 accounting for 53.3% followed by Administrative staff 96 (44.7%). The monthly income of the respondents has variance and accordingly, 94(43.7%) respondents are earning monthly income ranging between 3,000 and 7,000 birr, followed by 51 (23.7%) respondents earning from 7001 to 12,000 birr, 43 (20.0%) respondents earn less than 3,000 birr and 27 (12.6%) respondents fall above 12,000 birr income category. 
A response of the employees regarding their monthly salary is summarized by the following graph.
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Graph 4.1: Summary of Respondents’ Salary Range
           Source: Own Survey, April 2021
4.4 Employees Attitude/Perception/ towards Motivation
The respondents, both working in the Administrative and Academic divisions reacted to questions pertained to motivational factors in their institution. Their perception of what motivational factors they know varies according to their experience, access to information and passion to know what is going on in their institution. It is natural to see such variation as the level of perception by the employees varies. In what follows the responses of the employees filling out the questionnaire is stated in pertinence to the questions posed.
4.4.1. Monthly Salary vis-à-vis Basic Needs

As it can easily be observed from the following chart, the great majority of the respondents (171 out of 215 respondents, which constituted 79.5% of the population) are not satisfied with the monthly salary they earned. About 34 respondents (15.8%) told the salary they are paid monthly covers their basic needs. And 10 respondents (4.7%) don’t know if their salary is enough for their livelihood.
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Pie Chart 4.1: Monthly salary of employees 
       

Source: Own Survey, April 2021 
4.4.2. Effects of salary earned on employee performance

Table 4.3: Effects of salary earned on employee performance
	
	Frequency
	Percent

	Does your level of salary affect your performance?


	Yes
	81
	37.7

	
	No
	85
	39.5

	
	Do not know
	18
	8.4

	
	Total
	184
	85.6

	                                                                                 Total
	215
	100.0


             Source: Own Survey, April 2021

As it has been pinpointed in the literature review part of the study financial motivation (primarily manifested in the form of salary) although varies from employee to employee, influences job performance. Content theories of motivation inform us as to how likely money will act as a satisfier (or means of achieving satisfaction) for various needs like survival, necessity and freedom to self-actualize. The dissatisfaction of employees with the monthly salary for it doesn’t cover their basic needs situating at the bottom of Maslow’s hierarchy of needs (physiological needs) should have affected their morale towards work. As these needs which are not covered with the current salary structure (the majority respondents earn) are basic for human, failing to get a means to fetch them was expected to affect their motivation towards performance. To the contrary, the majority of the respondents (85 in number) accounting for 39.5% told that even though their salary dis not enough to fetch them basic needs, it had no effect on their performance. About 81 respondents (37.7%) confessed that the salary they are paid monthly is short in covering what is basically necessary to survive. In fact there is a slight difference between those whose performance is affected due to their salary and those who do not. 18 Respondents (8.4%) don’t know if it affects their performance or not.
4.4.3. Employees Feeling about their Working Environment
Table 4.4: Employees Feeling about their Working Environment

	
	Frequency
	Percent

	What do you feel about your working environment in the institution?
	Good
	94
	43.7

	
	Satisfactory
	87
	40.5

	
	Not Convenient
	30
	14.0

	
	Do not know
	4
	1.9

	
	Total
	215
	100.0


  Source: Own Survey Data, April 2021
The employees of SMU do not feel alike regarding their working environment. About 94 respondents (43.7%) told that their working environment is good. 87 respondents (40.5%), on the other hand, feel satisfied with the working environment and hence put the tick mark on ‘satisfactory’ box. 30 respondents (14.0%) feel inconvenient about the environment they are working in. 4 respondents (1.9%) replied they don’t know if the working environment is convenient enough to work in or not.
Table 4.5: Employees Feeling about Environment on their job performance 
	
	Frequency
	Percent

	If you feel that the working environment is not good, what is its effect on your performance?
	Positive
	35
	16.3

	
	No effect
	83
	38.6

	
	Negative
	66
	30.7

	
	Do not know
	31
	14.4

	
	Total
	215
	100.0


                  Source: Own Survey Data, April 2021
As shown in table 4.5, those employees who responded the working environment is not good, reacted if that has affected their job performance. Although the environment in which the employees work is not convenient, they said, it doesn’t affect their job performance according to 83 respondents (38.6%). 66 respondents (30.7%) feel that bad working condition do affect their job performance. There are 35 respondents (16.3%) who still feel positive despite the bad working environment. About 31 respondents (14.4%) do not know what effects working in bad environment bring about on their job performance.
4.4.4. Employees Cognition of Motivational Factors in the Institution

Table 4.6: Employees knowledge about motivational factors
	
	Frequency
	Percent

	Is there any employees’ motivation scheme in your institution?
	Yes
	112
	52.1

	
	No
	79
	36.7

	
	Do not know
	24
	11.2

	
	Total
	215
	100.0


                 Source: Own Survey, April 2021
Table 4.6 summarizes if the employees responding to the questionnaire are aware of motivational factors applying in the University. Accordingly, 122 respondents (52.1%) said they are aware of the existence of motivational factors which are meant to arouse their morale towards best performance in their respective jobs. 79 respondents (36.7%) told that the institution does not have any single motivational scheme to entice employees to do to their best caliber. About 24 respondents (11.2%) are not aware of any motivators in the institution.
4.4.5. Respondents’ Opinion as to what kind of motivational scheme they know
Table 4.7: Respondents’ Opinion towards the Kind of Motivational Scheme they know
	
	
	Frequency
	Percent

	Job Security
	Yes
	57
	26.5

	
	No
	158
	73.5

	
	Total
	215
	100.0

	Expectation of Rewards
	Yes
	13
	6.0

	
	No
	202
	94.0

	
	Total
	215
	100.0

	Demotion/ Punishment
	Yes
	7
	3.3

	
	No
	208
	96.7

	
	Total
	215
	100.0

	Insurance Package
	Yes
	67
	31.2

	
	No
	148
	68.8

	
	Total
	215
	100.0

	Recognition
	Yes
	21
	9.8

	
	No
	194
	90.2

	
	Total
	215
	100.0

	Education/Training
	Yes
	97
	45.1

	
	No
	118
	54.9

	
	Total
	215
	100.0

	Salary
	Yes
	24
	11.2

	
	No
	191
	88.8

	
	Total
	215
	100.0

	Promotion
	Yes
	24
	11.2

	
	No
	191
	88.8

	
	Total
	215
	100.0

	Others
	Yes
	5
	2.3

	
	No
	210
	97.7

	
	Total
	215
	100.0


Source: Own Survey, April 2021
This section presents the employees’ perception towards motivational factors in St. Mary’s University. From the table 4.7 it is apprehended that the respondents reacted to the question if the know the very existence of motivational factor/s in the University. Accordingly, 97 respondents (45.1%) know education/training as a motivating factor being applied in the University. This is followed by Insurance, 67 respondents (31.2%); Job Security, 57 respondents (26.5%); Salary & Promotion being ranked the same, 24 respondents (each accounting for 11.2%); recognition, 21 respondents (9.8%); Reward,13 respondents (6.0%); Demotion/fear of punishment,7 respondents (3.3.%), and others as mentioned by 5 respondents (2.3%), respectively.
4.5 Descriptive Statistics for Motivational Factors 
Motivational factors are composed of financial and non-financial factors like working condition/environment/, recognition, Promotion and Personal development (Training/Higher Education). The respondents were asked to rate each statement concerning their perception of these factors. As stated in the research   methodology, Likert scale   was   used   to   measure   the   influence of motivational factors for building employee’s motivation. The student researcher has explored employee’s perception levels towards motivational factors in St. Mary’s University.  The degree of motivation towards motivational factors is set from 1 to 5 (5 is the highest motivation whereas, 1 is the lowest motivation). 
The translation of level ranking is analyzed based on the following criteria of employees’ satisfaction designed by (Hom,1977). 

· The score between 1.00-1.80 mean lowest motivation/satisfaction level (Lowest) 

· The score between 1.81-2.61 mean low motivation /satisfaction level (Low) 

· The score between 2.62- 3.41 mean average motivations /satisfaction level (Average) 

· The score between 3.42- 4.21 mean good motivation /satisfaction level (High) 

· The score between 4.22-5.00 mean very good motivation /satisfaction level (Highest) 

· The average perceptions (on the scale from 1 to 5) of the proposed 13 motivational factors were rated by the respondents. The tables below, presents the item statistics, which is sorted by occurrences in the questionnaire.
In this section, the researcher applied descriptive statistics (specially mean and standard deviation) so as to get better understanding and summarization. Accordingly 13 items are grouped into four basic factors based on which every questionnaire item is measured. And the analysis is made individually as well as in a grouped manner.
To identify factors motivating employees in the workplace, attributes have been selected which are shown in each of the tables indicated below. The importance of various factors or attributes has been ranked by measuring mean and standard deviation; as reiterated. High mean score stands for high level of agreement; whereas, low mean score dictates high level of disagreement. The standard deviation on the other hand presents the degree of dispersion of responses from the mean score. Accordingly, the highest mean value is found for the variable "The University offers an opportunity for higher education/training” and the lowest mean value are found for the variable “Salary structure at SMU is so attractive”. The analysis of the factors is discussed below and the means and the standard deviations of these variables are shown in the respective tables.
4.5.1. Employees Response to Financial Motivators
Table 4.8: Respondents’ Response to Financial Motivation 
	Motivational Schemes
(Financial Motivators)
	 N
	   Mean
	Std. 
Deviation

	Salary structure at SMU is so attractive
	215
	2.0512
	1.03769

	Fair  payments  is  very  crucial  for  employee motivation at SMU
	215
	3.0279
	1.46267

	Financial rewards highly motivate employees at  SMU
	215
	2.6744
	1.41621

	There is good transportation allowance at SMU
	215
	2.3535
	1.18624

	Valid N (listwise)
	215
	
	

	                                   Grand Total Mean
	
	2.52675
	


Source:  Own Survey, April 2021
An apprehension of the above table clearly depicts that the respondent employees were not contented with the salary structure the University was then enforcing. The mean score which is 2.0512 is in the low range. This in effect means the University has offered unattractive salary scheme, as perceived by its employees. The employees thus believed and answered fair  payments  is  very  crucial  for  employee motivation at the University. That is why a question relating to this scored a mean of 3.0279 which means the perception of employees towards fair payment for their respective services is on an average. Their response to the notion that financial rewards highly motivates employees is also ranked on an average (with 2.6744 mean score) following their perception of fair payment as a means of motivation. There resulted low mean score of 2.3535 regarding the existence of good transportation allowance. This is merely to mean that the employees were not feeling satisfied with the transportation allowance they earned altogether with their salary every month.
4.5.2. Employees Response to Non- Financial Motivators

4.5.2.1. Employees Response to Recognition
Here in this table the respondents were asked to fill out what their choice is with regard to recognition as a motivating factor. Hereunder, two specific questions were presented.
Table 4.9:  Respondents’ Response to Recognition 

	Recognition

	
	   N
	Mean
	Std. Deviation

	Employees at SMU give importance to moral incentives (appreciation, respect, etc.) as well as physical incentives
	215
	2.7581
	1.17494

	Success of the employees is appreciated at all times at SMU
	215
	2.5395
	1.12203

	Valid N (listwise)
	215
	
	

	                                Grand Total Mean 
	
	2.6488
	


Source:  Own Survey, April 2021
The importance the university’s employees give to moral incentives like appreciation and respect is rated average with the mean score of 2.7581. Appreciation of success of employees by managers of the University is rated low at 2.5395 mean score. The cumulative or grand mean total however rated recognition at an average level which is satisfactory; though.
4.5.2.2. Employees’ Response to Promotion and Personal development practices (Training/Higher Education)
Table 4.10: Respondents’ response to Promotion and Personal development (Training/Higher Education)
	Promotion and Personal Development (Training/Higher Education)

	
	  N
	Mean
	Std. Deviation

	The University offers an opportunity for higher education/training
	215
	3.7814
	1.18937

	There is a good opportunity for promotion in the University
	215
	3.1163
	1.13585

	The University has a good promotion policy to motivate employees
	215
	2.7209
	1.13413

	Valid N (listwise)
	215
	
	

	                               Grand Total Mean
	
	3.2062
	


Source:  Own Survey, April 2021
This variable encompassed three questions. One questions for personal development (training & development) and two for promotion. The response to the question “the University offers an opportunity for higher education and training” is rated high with 3.7814 mean score. The score here is high which entails that the University offers higher education opportunity so that its employees could grab the chance to develop their career. This satisfies employees gut with an ample opportunity it paves following the completion of the offered education or training. Regarding their knowledge of good opportunity for  promotion the respondents rated average with 3.1163 mean score. The question asked to know if the University has a good promotion policy to motivate employees is rated average with 2.7209 mean score.
4.5.2.3. Employees’ Response to Working Condition
Table 4.11: Respondents’ Response to Working Condition 

	Working Condition

	
	   N
	Mean
	Std. Deviation

	Working is natural like games or entertainment for people at SMU
	215
	2.7814
	1.18149

	The University has good working environment
	215
	3.4837
	1.19519

	There is a good teamwork in the University
	215
	3.5674
	1.13313

	The university provides challenging and interesting task
	215
	3.2884
	1.22307

	Valid N (listwise)
	215
	
	

	                                                 Grand Total Mean
	
	 3.280
	



Source:  Own Survey, April 2021
Working condition refers generally to the convenience of the area the employee is working at. The question is asked if the working place and its environs (which include working with co-workers and managers and their supervision mechanism) are comforting to entice best job performance. Four questions were asked the level of satisfaction for each of them is mentioned as follows.
Working is natural like games or entertainment for people at SMU is rated average with the mean score at 2.7814; the university provides challenging and interesting task is rated average at 3.2884 mean score; the University has good working environment is at mean score of 3.4837 which shows the employees’ motivation is high; and finally, a mean score of 3.5674 for the question the University has good working environment. The employees’ satisfaction with this variable is high.
4.5.3. Descriptive Statistics for Employees Job Performance 
4.5.3.1. SMU’s Practice

The whole purpose of this research work is to study and reveal if job performance of employees at SMU is related to the stimulating factors or not. An accent on this is essential as this is the ground up on which the study is centered. How does performance of employees look like is an imperative point to emphasize.
As it was pinpointed in the literature review part, employee performance involves quality and quantity of output, presence at work, accommodative and helpful nature and timeliness of output (Chang, 2008). When out put of employees soars, in terms of both quality and quantity, the overall performance of the organization also increases. 
To know if the organization is having a good performance or not, different tools may be used. As indicated in the literature review section of the research, St.Mary’s university uses performance appraisal system to measure performance of its employees. As the interview conducted with the HR Manager of the University revealed, a biannual performance evaluation was taken (performance appraisal is usually taken in Hamle and Tir months). To make a good assessment of employees output to their University, the researcher obtained the evaluation results of the  215 employees taking part from the HR department. The evaluation used to measure how performance of the University is affected by the motivational factors is that of the Hamle 2012 E.C and the Tir 2013 E.C. The researcher used the average results of the two.
With regard to the performance appraisal tool, the University applied seven evaluation criteria against which the performance of each employee is evaluated. These criteria are: Knowledge of the work to be done; Quality of work and efficiency, personality (exhibited in different forms as mentioned in the appraisal form), team work, communication (interpersonal skills), innovativeness and resource management. The total score is weighed out of 5. The description under table 4.12 shows the level of employee’s performance.
Based on Murry.J. (2013), the minimum and the maximum weight for employee job performance at the 5-point Likert type scale is shown as follows: 
Table 4.12: Likert Scale Interpretation 

	                             Scale 
	                        Interpretation 

	                  1 to 1.80 represents
	Very poor performance 

	1.81 until 2.60 represents
	Poor performance

	2.61 until 3.40 represents
	Acceptable performance

	3.41 until 4.20 represents
	Good performance 

	4.21 until 5.00 represents
	Very good performance 


Source:  Murry. J. (2013)
Performance result between 1.81 and 2.6 represents poor performance. Well, depending on the kind of bylaws an entity applies, the employee may be given warning or capacity building trainings if the employer has a hope of improvement on him/her. The result falling from 2.61 and 3.4 indicates that performance of the employee is considered an average or acceptable. Those employees obtaining an evaluation result of 3.41 to 4.2 are categorized as good performers. Very good performance title is marked to those whose result has fallen from 4.21 and 5. As opposed to poor performers (and those below them in the stratum of performance stage) those category of employees achieving best performance evaluation result may be entitled, depending on the HR manual of the institution, to promotion, salary increment, and different kinds of rewards.
4.5.3.2. Performance Result of Employees at SMU

Table 4.13: Results of Job Performance
	Employee Job Performance

	
	Frequency
	Percent
	Mean
	Std. Deviation

	
	Poor Performance
	5
	2.3
	4.5953
	  .65494

	
	Acceptable Performance
	5
	2.3
	
	

	
	Good Performance
	62
	28.8
	
	

	
	Very good Performance
	143
	66.5
	
	

	
	Total
	215
	100.0
	
	


Source:  Own Survey, April 2021
As it has been said the performance of employees at SMU is measured mainly by using performance appraisal tool. It was also highlighted above that this tool is used to make the biannual performance evaluation of employees’ job performance at the University.
Table 4.13 describes there is no employee whose performance result has fallen below 1.81. Only 5 out of 215 employees (accounts for 2.3% of the total population) performed poor during the past two consecutive evaluation periods. This is a good indication that only the least number of employees need attention. In different vein this is to mean that the University has ample avenues via which it can get the least performers back to the track like relocation to a position better fitting them or take a measure of replacement as need be and the law allows. The same number of employees (five employees responding to the questionnaire) accounting for 2.3% of the total population were rated average performers and hence their performance was acceptable. 
About 62 employees (28.8 % of the total population) were rated as good performers. About 143 employees (accounting for 66.5%) were rated as very good performers. The sample representation of the University community is a good indication of the overall high employees’ performance at the mean result of 4.5953. This means the overall assessment of employment performance at the University registered best and hence is achieving the goal as planned. This assertion goes in congruity with the words of the HR manager of the University. The HR manager of the University in her interview stressed that the overall performance of the University is marvelous owing, in her words, to the motivational factors the institution has put in to effect. High productivity of the employees as manifested from the performance appraisal result and interview made with the HR manager is crystal clear.
4.6 Correlation Analysis 
4.6.1 Pearson Correlation Analysis
Table 4.14: Range of Correlation Coefficient
	       Coefficient Range
	      Strength

	+0.91 to +1.0
	Very Strong

	+0.71 to +0.90
	High

	+0.41 to +0.70
	Moderate 

	+0.21 to +0.40
	Small but definite relationship

	0 to +0.20 
	Slight, almost negligible


Source: Hair et. al, (2003)
According to Shukran (2003), relationship is expressed by value within the range -1.00 to +1.00, as Pearson product–moment indicates. Pearson correlation is +1 in the case of a perfect increasing (positive) linear relationship (correlation), -1 and 1 in all other cases indicate the degree of liner dependency between variables. To determine the relationship between motivational factor dimensions (financial factor, recognition, Promotion & Personal Development (Training/higher Education)and working condition and Employee job performance, Pearson correlation was computed.

Table 4.15: Pearson correlation between Employees’ Motivation and Job Performance

	
	Employee Job Performance
	Financial Motivators
	Recognition
	Promotion & Personal Development &

Training/higher Education
	Working Condition

	Working Condition
	Pearson Correlation
	1
	.557**
	.634**
	.543**
	.513**

	
	Sig. (2-tailed)
	
	.000
	.000
	.000
	.000

	
	N
	215
	215
	215
	215
	215

	Financial Motivators
	Pearson Correlation
	.557**
	1
	.453**
	.544**
	.399**

	
	Sig. (2-tailed)
	.000
	
	.000
	.000
	.000

	
	N
	215
	215
	215
	215
	215

	Recognition
	Pearson Correlation
	.634**
	.453**
	1
	.433**
	.308**

	
	Sig. (2-tailed)
	.000
	.000
	
	.000
	.000

	
	N
	215
	215
	215
	215
	215

	Promotion & Personal Development &

Training/higher Education
	Pearson Correlation
	.543**
	.544**
	.433**
	1
	.461**

	
	Sig. (2-tailed)
	.000
	.000
	.000
	
	.000

	
	N
	215
	215
	215
	215
	215

	Working Condition
	Pearson Correlation
	.513**
	.399**
	.308**
	.461**
	1

	
	Sig. (2-tailed)
	.000
	.000
	.000
	.000
	

	
	N
	215
	215
	215
	215
	215

	**. Correlation is significant at the 0.01 level (2-tailed).
               Source:  Own SPSS Survey, April 2021


According to the Table 4.15, there is a significant positive relationship between the four dimensions of motivation factor and job performance, the highest Correlation (from mere comparison between the stated factors) is between recognition and job performance (0.634) followed by financial factor (0.557), Promotion & Personal Development (Training/Higher Education) (0.543) and work condition (0.513) respectively. The least correlation from the factors undertaken for this research purpose is between work condition and employee job performance. In general, if correlation is positive between two or more variables that is, when employees motivation dimensions and employees job performance are positively related; carrying out better employees motivation ensures high level of employee job performance. Accordingly, the most important employees motivation factors that are strongly correlated with the dimension that affects job performance are recognition and financial factor; this indicates improvement on motivational factors and consistently getting employees motivated would have significant effect on employees job performance levels.
4.7. Regression Analysis on the Effect of Motivation Schemes on Employees Performance 
The study used a multiple linear regression model and examined the effects and magnitudes of the independent variables, i.e. Motivational factors/schemes/ on employees’ performance. Before analyzing the data gathered via the questionnaire, the student researcher has checked for the necessary assumptions. These assumptions must be fulfilled in order to undertake multiple regression analysis.
4.7.1 Assumptions of Multiple Regression Model
Five tests for classical linear regression model (CLRM) assumptions namely normality, linearity, homoscedasticity; multicolinearity and independence of residual are conducted and discussed as follows. 
4.7.1.1 Normality Test 
Normality test determines whether the data is well modeled by normal distribution or not. This test of normal distribution could be checked by graphical (histogram and dot plot) method of tests. The normality assumption normally assumes a critical role when a study is dealing with a small sample size, data less than 100 observation. (Gujarati,2004). Even though the normality assumption is not a treat as it has been said, since the observation or sample size of the study is large enough with more than 100 observations, the researcher tested it using Normal Probability Plot (NPP). The decision rule is if the fitted line in the NPP is approximately a straight line, one can conclude that the variables of interest are normally distributed. (Gujarati, D.2004). The model is approximately normally distributed, because the fitted line in the NPP is approximately a straight line as indicated in Annex II.
4.7.1.2 Linearity and Homoscedasticity Test 

Multiple linear regression models assume there is a linear relationship between the independent variables and the dependent variables. Homoscedasticity assumption means the range of variance for the dependent variable is uniform for all values of the independent variables. Both assumptions can be checked by scatter plot diagram as indicated in Annex II. Both assumptions are not serious threat to the study since one can draw one straight line to approximate the observations for all independent variables against the dependent variable, employee job performance. Scatter plot diagram shows the variance for the dependent variable is uniform and also the variance is reasonably similar.  

4.7.1.3 Multicollinearity Test

Multicollinearity will occur if some or all of the independent variables are highly correlated with   one another. It shows the regression model has difficulty in explaining which independent variables are affecting the dependent variable. There is no multicollinearity  problem  among  all  the independent variables in  the study as  the  highest  correlation between independent variables is less than  0.9 (Wheeler, 2005),  
Multicollinearity problem can also be assessed based on the   value of tolerance and VIF for independent variables. Optimal value for tolerance and VIF should be above 0.10 and below 10 respectively in order to avoid multicollinearity problem   as suggested by (Song, 2011). Hence, the result below indicated that there is no multicollinearity problem in this study as indicated in Annex II.
4.7.1.4 Independence of residual Test
Multiple linear regression models assume the residuals are independent of one another. The Durbin-Watson statistic is used to test for the presence of serial correlation among the residuals. The value of the Durbin-Watson statistic ranges from 0 to 4. As a general rule, the residuals are not correlated if the Durbin-Watson statistic is approximately 2, and an acceptable range is 1.50 to 2.50.
It can also be understood that the assumption of independence of residuals is met. Generally, the study discussed five major assumptions that must be fulfilled for one to analyze data using multiple linear regression models. So, since all the five assumptions were not violated, the researcher examined the data collected by the questionnaires using multiple regression model as follows.
4.7.2 Multiple Regression Analysis

Multiple regressions are the most common and widely used to analyze the relationship between a single continues dependent   variable   and   multiple   continues on   categorical   independent   variable (George et al, 2003). In this study, multiple regression analysis was employed to examine the effect of motivation factor dimensions on job performance. The following table presents the results of multiple regressions analysis. Here, the squared multiple correlation coefficients (R2) tell the level of variance in the dependent variable (Employee job performance) that is explained by the model.
Table 4.16: Model Summary (Multiple Liner Regression)

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

	1
	.756a
	.571
	.563
	.24241


a. Predictors: (Constant),  Working Condition, Recognition, Financial Motivators, Promotion & Personal Development (Training/Higher Education)
b. Dependent Variable: EJP (Employees Job Performance)
The results of  R square R coefficient of determination as presented in table 4.16 above, revealed the proportion of the variance in the dependent variable (employee performance) explained by the independent variables or motivational factors (Working condition, Recognition, Financial Motivators, Promotion & Personal Development (Training/Higher Education).The adjusted R Square of .563 indicates 56.3% of the variance in employee’s job performance can be predicted by employee’s motivation factor offered by St. Mary’s University. 43.7% (100% - 56.3%) on the other hand, is not explained by factors considered in this research. 
Table 4.17: ANOVA
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	16.452
	4
	4.113
	69.997
	.000b

	
	Residual
	12.340
	210
	.059
	
	

	
	Total
	28.792
	214
	
	
	


a. Dependent Variable: Employee job Performance 

b. Predictors: (Constant), Working Condition, Recognition, Financial Motivators, Promotion & Personal, Development & Training/Higher Education.
Based on the ANOVA table 4.17, the F-value of 69.997 and the significance value of 0.000 is less than 0.05. Since it is less than 0.05, it can be concluded that the regression model is meaningful and the independent variables (Financial Motivators, Working Condition, Recognition, Promotion & Personal Development (Training/Higher Education) were significantly explaining the variance in employee performance.
4.7.3 Coefficients (Multiple Liner Regression)
Table 4.18: Coefficients (Multiple Liner Regression)

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	
	(Constant)
	-.170
	.084
	
	-2.028
	.044

	
	Financial Motivators
	.074
	.022
	.194
	3.408
	.001

	
	Recognition
	.230
	.030
	.407
	7.748
	.000

	
	Promotion and personal development
	.067
	.026
	.150
	2.581
	.011

	
	Working condition
	.097
	.021
	.241
	4.628
	.000


a. Dependent Variable: EJP
Table 4.18 showed the standardize beta coefficient, which tell us the unique contribution of each factor to the model. A high beta value and a small p value (<0.05) indicate the predictor variable has made a significance statistical contribution to the model. On the other hand, a small beta value and a high p value (p >0.05) indicate the predictor variable has little or no significant contribution to the model (Ggorge et al., (2003). As observed from the table, the significance values of all the independent variables used are less than beta value 0.05. In other words, the result showed that all the motivating factors are strongly related with employee performance in the University.
From Table 4.20, the regression analysis equation is summarized as follows.
Y= a+β1(X1) +β2(X2) + β3(X3) +β4(X4)+ £

= a+ β1 (financial motivators) +β2 (Recognition) β3 (Promotion and personal development)  β4 (Working condition) + £ 

Where:  
Y= Employee Job Performance (EJP)

 β1, β2, β3, and β4,= the regression standardized coefficient of each variable

Therefore the equation derives as

   Y= -.170+.194+.407 +.150+.241
4.7.4 The Results of Hypotheses Testing
According to Gujarati (2004), if the p-value of the group of independent variable is less than 5 percent (p<0.05), they would reliably predict the dependent variable, whereas if the p value is more than 5 percent (p >0.05), it can be concluded that the groups of independent variables do not reliably predict the dependent variable. The main purpose of regression is prediction, unlike correlations (Tuli, 2010). In any regression model, the +ve or –ve sign of beta (ß) shows the effect (increase or decrease) of the independent variables coefficients over the dependent variable. Each of the variables used in this research are treated to see their effectiveness with regard to employees job performance, which is of course a dependent variable. Based on the result, the hypothesis assumed is checked if it is accepted or rejected.
4.7.4.1 Financial Motivators
H1: There is direct relationship between financial motivators and employee job performance. 

In this research, it is found out that financial motivation (b=.194, p < 0.05) reliably predicts the employee job performance which is a dependent variable. If financial motivators at St. Mary’s University increase by one unit keeping other variables constant, employment performance will increase by .194.
This result implies financial motivation (salary, transportation allowance and financial rewards are considered for this research) has a statistically significant effect on employees’ job performance. Hence, the hypothesis assumed in this regard is accepted.
4.7.4.2 Non-financial Variables 

H2: Non-financial motivators positively affect employee job performance as are also treated separately below. 
4.7.4.2.1 Recognition
· H2a: Recognition causes a statistically significant positive effect on employee job performance.
As it has been said, Standardized Coefficients Beta value is used to test the effectiveness of each independent variable in affecting the dependent variable. In this research, it is found out that Recognition (b=.470, p< 0.05) is the most effective factor in affecting employee job performance among the independent variables. From the non-financial motivators, if recognition at St. Mary’s University increases by one unit keeping other variables constant, employment performance will increase by .470. 
This result implies recognition has a statistically significant effect on employment performance. Hence, the hypothesis assumed in this regard is accepted.
4.7.4.2.2 Promotion and Personal Development (Training/Higher Education)
· H2b: Promotion and opportunities of personal development (training/Higher education development) cause a statistically significant positive effect on employee job performance. 
In this research, it is found that Promotion and personal development (Training & higher education) as a motivating independent factor with (b=.150, p < 0.05) is an effective factor in affecting employee job performance. If Promotion and personal development at St. Mary’s University increase by one unit keeping other variables constant, employment performance will increase by .150. 
The inference made from this result shows Promotion and personal development has a statistically significant effect on employment performance. Hence, the hypothesis assumed in this regard is accepted. In other words, this is to mean that promotion causes a statistically significant positive effect on employee job performance. More, it does also imply that opportunities of personal development (training/Higher education development) cause a statistically significant positive effect on employee job performance.
4.7.4.2.3 Working Condition
· H2c: Working condition causes a statistically positive effect on employee job performance.

Working condition was also one of the independent variables used for the purpose of this research. The regression result obtained with (b=.241, p< 0.05) indicates that working condition is also the most effective factor in affecting employee job performance among the independent variables. If working condition at St. Mary’s University increase by one unit keeping other variables constant, employment performance will increase by .241. 
The implication of the result is that working condition causes a statistically positive effect on employee job performance. Hence, the hypothesis assumed in this regard is also accepted.
            Table 4.19: Summary of Tested Hypothesis 
	No
	Tested Hypothesis
	Test Result

	H1
	There is direct relationship between financial motivators and employee job performance
	Accepted

	H2
	Non-financial motivators positively affect employee job performance
	Accepted

	H2a
	Recognition causes a statistically significant positive effect on employee job performance
	Accepted

	H2b
	Promotion and Opportunities of personal development (training/Higher education development) cause a statistically significant positive effect on employee job performance.
	Accepted

	H2c
	Working condition causes a statistically positive effect on employee job performance.
	Accepted


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS

The overall theme of this research work was to reveal the kind of motivational techniques which are put in place, to assess the level of employee motivation, to examine the relationship between motivational factors and employee job performance and to analyze the motivational factors having strong effect on job performance at St. Mary’s University.
This chapter thus deals with the summary of findings, conclusions drawn from the findings and the recommendations forwarded for the improvement of employees’ motivation process at the University. The recommendation covers the importance of improving on those factors in which the St. Mary’ University got less score(to sort out where the porous is, find out the correcting panacea and urge the University to take a tab on it) also to keep working on the high scored from the perspective of factors of motivation. The chapter is presented under the headings: summary of findings, conclusion and recommendations.
5.1 Summary of Findings

The main objective of the study, as it has been said herein above, was to assess or investigate the effect of employee motivation on job performance at St. Mary’ University. The research was conducted using interview and questionnaire. Questionnaire was distributed to 222 employees of St. Mary’s University out of which 215 was returned. 
The results of background information of respondents indicated that from the total of survey respondents, 53.5% are male and the remaining 46.5% are female. The largest group of respondents which contains 44.2% was aged between 31 and 40; while the smallest group is aged above 41-50 comprises 9.8% of the respondents. This indicates that most of the employees of St. Mary’ University were young and arguably, are productive. With regard to their educational level; only one respondent is below certificate (.5%). Certificate holder accounts for (4.2%), Diploma (26%), first degree is dominant with 38% followed by second degree and above (30.7%). This shows almost all employees responding to the questionnaire are educated and are expected to know and express what is going on in their working environs.

The category of respondents was also mentioned; and hence, the largest group of respondents is Academic staff which accounts for 53.3% and Administrative staff for 44.7% of the total respondents.
Regarding the awareness of motivational factors applying in the University, 122 respondents (52.1%) said they are aware of the existence of motivational factors. 79 respondents (36.7%) told that the institution does not have any single motivational scheme to entice employees to do to their best caliber. About 24 respondents (11.2%) are not aware of any motivators in the institution. This clearly indicates that much is expected from the University to arouse the awareness of its employees with regard to the activities it undertakes. It also shows how much the University and the employees are getting apart from each other; and hence, bridging this gap is essential.

The correlation result indicates that the four independent variables, namely, recognition, financial, promotion & personal development and work condition have a strong positive relationship with the dependent variable (Employees’ job performance )  at 0.01 p-value 2-tailed, by scoring a Pearson Correlation Coefficient value of 0.634**, 0.557**, 0.543**, and 0.513**, respectively. 
From regression analysis of four independent variables with the employees’ job performance, the four independent variables are statistically significant at p-value < 0.05. The researcher also conducted an interview (with Head of Human Resource on April 20, 2021) to identify the motivation practice employed by the University. The interview result shows that the University offers financial and non- financial motivators. The Head underscored that there are monetary incentives manifesting in the form of annual Salary increment based on performance appraisal. There is also salary adjustment as a form of monetary motivation. It was also learnt that there are non-monetary incentives being applied in the University. Recognition, Promotion opportunities, Insurance (medical, Life and Accident), Education & training, good working environment and Job security are mentionable.

Getting good performance from the employees is targeted when the University executes motivational schemes. However, this target is shot and the purpose is achieved only when there is any way by which the University can check whether or not the motivational scheme it applied brought about the desired result. The only indicators used by the University, as observed from the interview result, are productivity and employees’ turnover. This by itself is not sufficient to measure whether a particular motivational factor has in fact brought best performance. There has to be a good measurement of productivity itself. On the other hand, the University is of the opinion that the motivational factors should apply in uniform manner. Well, the researcher understands the difficulty of offering motivators according to the need of each employee. What is suggested instead is, to the extent possible, broadening motivational packages.

But this manager couldn’t be able to identify which motivational variables from both financial and non-financial reward package considered significant by the employees. This also endorses the position that employees’ participation in the design of plans pertaining to this is less. But the University neither attempt to find out what employee value most nor undertake a survey in specific time period about employee feeling and attitude toward the motivators best satisfying. Regarding efficiency of the motivators, whether it triggered employee to act and behave in specific way, the aforementioned Head in charge of this issue feels that due to lack of standard measurement tools it is difficult to know if it meets its objective or not; they only hope that it encourages employees to work toward the University’s goal accomplishment.
5.2 Conclusion

The objective of this study is to examine the effect of employee motivational factors on job performance. The first thing the research intended to answer was what motivation schemes are put in place by St. Mary’s University to motivate its employees. According to the interview result, the University offered both financial and non-financial Recognition, Promotion opportunities, Insurance /medical, life and accident/, Education & training, good working environment and Job security and rewards for its employees. However, the University doesn’t measure or at least properly measure whether the motivators are serving the purpose or not. No survey was made by the University to know what its efforts yield to that effect. The University doesn’t have a good perception of what the employees feel due to the motivational package they are offered. As the Maslow’s hierarchy of needs dictate, human needs change over time; hence, a motivator begun to be offered from a certain point in time on and was effective then, may no longer be a motivator for an employee serving the University.

With regard to the level of motivation, the University feels that its employees are motivated. This is drawn, as the interview conducted reveal, from their productivity and less employment turnover. Regarding effects of motivational factors on the performance of St. Mary’s University employees’, the University believes that the motivators the employees were offered influenced their performance. 
According to the result of descriptive mean analysis, Pearson correlation analysis and regression analysis, it is proved that the motivational schemes used in the research are valuable indictors and have an effect on employee motivation and performance. Moreover, when each variable is seen based on computation of means of the different financial and non-financial variables against employees’ performance, it showed that the employees are satisfactorily satisfied. The interview made has also revealed that a motivated employee yielded better. This is supported by the multiple regression analysis made.  With regard to the motivational factors having strong effect on employee job performance at St. Mary’s University, the researcher recapitulates and states the findings. Recognition is rated the highest among the four factors used; followed by financial motivators like salary, financial reward and transportation allowance; and non-financial motivators like promotion & personal development. Working environment is ranked last; i.e. merely mean least motivating them as compared to the rest others. This hence is a cursor of where the University has to focus to drag the best performance towards its outlined organizational goals.

The multiple regression results showed that, all the four motivational factors (Financial, Recognition, Promotion and Personal Development and Work Condition) have positive and significant effect on job performance; though their degree differs. The conclusion drawn from this is that an increase in the aforementioned motivational factors increases the level of employee’s job performance. 

5.3 Recommendations

Based on the findings and conclusion of the study, the researcher forwards the following recommendations.

· As per the findings of the descriptive research results, the motivational scheme put in to effect by the University has motivated employees only satisfactorily(on average). In fact one can argue a moderately satisfied or influenced employee can engage better than before, still much is needed to work on it. Specially, the human resource policy makers of the University should do better for the betterment of performance expected to meet the result incepted. Among others, the University should conduct an incessant survey (how often should it be made also the point to be sorted out through a survey itself). Those in a responsible position to amend and implement the incentive policies have to see best benchmarking practices and survey the needs and perception of the employees.

· The do away with the problems relating to employees’ perception of the motivational scheme, the University has to devise awareness creation sessions. Moreover, the University management should participate employees on the design of the incentive packages so that what satisfies them can be well taken (in line with the financial or otherwise capacity of the University) by the managers of the University. As the finding of the research indicated, there is a statistically positive relationship between all the four motivating factors considered (in fact promotion is mixed with personal development) and job performance. An organization (the University) who wants to have its plan of growth achieved needs to have all its resources geared towards it. One of the key resources is human resource. Other factors relating to proper recruitment and selection being intact, to get the best out of the employee, the University has to fetch for a means which arouses the employee both mentally and physically. As the result of the interview suggested, the University offered some motivators but failed to make any survey as to what they resulted in. This leaves the entire effort of boosting growth by motivating employees in futile.

· The University would be in difficulty to go far with unmotivated employees. If employees are not doing their best to the University and they don’t consider the University as the best of all possible organizations to work at, it would definitely have a direct bearing on plan execution. The aggregate result of maintaining unmotivated employees with no proper solution merely keeps on hurting the organization. The University hence should be prudent enough to take all precautions in dealing with its human resource; regarding motivation to get best performance from them.

· Performance goals should be clearly defined and regular reviewing of the performance of employees against performance target standards has to be made. Conducting a periodical survey of the perception/need/ of employees is imperative.

·  Management should seek and obtain feedback on the measure of employee satisfaction survey on how employees perceive incentives. Feedback combined with appropriate motivational schemes produce the strongest effect on employee performance after identifying the scheme most motivating.

· The University offered monetary incentives manifesting in the form of annual Salary increment based on performance appraisal. It was also learnt that there are non-monetary incentives being applied in the University. Recognition, Promotion opportunities, Insurance (medical, Life and Accident), Education &training, good working environment and Job security. Out of these, as suggested by mean score of the respondents to the questionnaire, employees are better satisfied with opportunity for personal development (Education and training). The researcher has understood, though the other motivators offered by the University do have influences as well, to increase the degree of their effects, a meticulous survey has to be done to know what hinders or sets it back. This will give ample opportunity to give timely intervention and enable to take corrective measurement. 

· The University should also seek for other motivational factors with high degree of positive influence on job performance.

· The University should design mechanism that helps to recognize the top performer employees, individually and in group (Unit level).
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Annex I
St. Mary’s University

School of Graduate Studies
My name is Birtukan Atnaf and currently, I am conducting a study in partial fulfillment for Masters of Business Administration in St. Mary’s University. The study is entitled “Motivation schemes and their effect on employee performance: the case of St. Mary’s University.” To this end, a structured questionnaire is used to gather pertinent data from employees of the university.  

Statement of Confidentiality and Consent

The purpose of the study is to generate information necessary for the planning of appropriate interventions and to tract the trend on the practice. 

Thus, your honest and genuine response is vital for the achievement of the objective of this research. I assure you that your responses will be used only for academic purpose and will confidentially be treated. I thank you well in advance for sparing 15 minutes from your precious time to participate in this study. 
Thank you for your cooperation! 

Part I: Background Characteristics

You are kindly requested to put a thick (() mark in the box given and write your answers in the spaces provided.

1. Sex
1. Male 



2. Female

2. Age
   1. 20-30
              2. 31-40
         3. 41-50                4. Above 50 years

3. Educational level

1. Below certificate                   
2. Certificate       
       3. Diploma       
4.  First Degree

        

5. Second Degree and above


                    
4. Your work experience at the university:
1. Below 5 years            2. 5 up to 10 years          3.11 up to 15 years         4. above 15 years
5. In which particular division are you currently rendering service?
1. Academic staff                                              2. Administrative Staff               

Part II: Employees Attitude towards Motivation
6. What is your basic salary per month in Ethiopian Birr?
1. < 3000
              2. 3000-7000 

3. 7000-12000               4. > 12000

7. Does your salary cover your basic needs?

1. Yes 


2. No


3. Do not know

8. If your answer for the question No.7 is “No”, does it have any effect on your performance?

1. Yes


2.  No 


3. Do not know

9. What do you feel about your working environment in the institution?

1.  Good 
              2. Satisfactory             3.Not convenient
      
 4.  Do not know

10. If you feel that the working environment is not good, what is its effect on your performance?

1. Positive 
   2. No effect

3. Negative
     4. Do not know

11.  Is there any employees’ motivation scheme in your institution?

1. Yes 


2. No 


3. Do not know

12. If your answer for the question No.11 is yes, what kind of motivational scheme do you know? (choosing more than one option is possible)

1. Job Security                  

      

2. Expectation of rewards 

     

3. Demotion/punishment/

4. Insurance package  

5. Recognition 

6. Education/training/                 

7. Salary  

8. Promotion                

9.  Others (mention them)







Please indicate the extent to which you agree or disagree with each statement and tick (() in a box to the correspondent number. Where (1=Strongly Disagree (SD); 2=Disagree (D); 3=Neutral (N)l; 4=Agree (A); and 5=strongly agree 

	No
	Measurement Item 


	Measurement Scale 

	
	
	SD
	D
	N
	A
	SA

	
	
	1
	2
	3
	4
	5

	
	Motivational Schemes
(Financial Motivators)
	
	
	
	
	

	13
	Salary structure at SMU is so attractive
	
	
	
	
	

	14
	Fair  payments  is  very  crucial  for  employee motivation at SMU
	
	
	
	
	

	15
	Financial rewards highly motivate employees at  SMU
	
	
	
	
	

	16
	There is good transportation allowance at SMU 
	
	
	
	
	

	(Non-financial Motivators)
Recognition
	
	
	
	
	

	17
	Employees   at SMU give   importance   to   moral   incentives   (appreciation, respect, etc.) as well as physical incentives
	
	
	
	
	

	18
	Success of the employees is appreciated at all times at SMU
	
	
	
	
	

	
	Promotion and Personal development

(Training/Higher Education)
	
	
	
	
	

	19
	The University offers an opportunity for higher education/training
	
	
	
	
	

	20
	There is a good opportunity for promotion in the University
	
	
	
	
	

	21
	The University has a good promotion policy to motivate employees
	
	
	
	
	

	Working Condition
	
	
	
	
	

	22
	Working is natural like games or entertainment for people at SMU
	
	
	
	
	

	23
	The University has good working environment
	
	
	
	
	

	24
	There is a good teamwork in the University
	
	
	
	
	

	25
	The university provides challenging and interesting task
	
	
	
	
	


Part III: You are kindly requested to fill the spaces left below the open-ended questions.

1. Are you satisfied with your job in your current position? Yes/ No?

2. If your answer to question number 1 is no, then what are the causes for job dissatisfaction in your current position, if any?

3. What are the consequences of job dissatisfaction? (list the major ones)

4. What do you recommend to improve the level of employee motivation in the SMU?

St. Mary’s University

School of Graduate Studies
My name is Birtukan Atnaf and currently, I am conducting a study in partial fulfillment for Masters of Business Administration in St. Mary’s University. The study is entitled “Motivation schemes and their effect on employee performance: in the case of St. Mary’s University.” 

Statement of Confidentiality and Consent

The purpose of the study is to generate information necessary for the planning of appropriate interventions and to tract the trend on the practice. 

Thus, your honest and genuine response is vital for the achievement of the objective of this research. I assure you that your responses will be used only for academic purpose and will confidentially be treated. I thank you well in advance for sparing 20 minutes from your precious time to participate in this study. 

Thank you for your cooperation! 

Interview Questions (to the Management Staff)

1. Is there any motivational scheme in St. Mary’s University? If yes, what are they? (Would you mind mentioning them)?

2. If getting good performance is your target, is there any way by which you can check whether or not the motivational scheme you applied brought about the desired result?

3. What are the tools you use to assess performance of employees?

4. Does the current motivational system satisfy the employees of the organization?

5. Do you think the motivational scheme to be applied is uniform across all employees?

6. What do you think will be the effect of applying uniform motivational scheme across all employees?

7. Having the current expansion of the institution and work, what kind of motivational scheme are you managing (if any) to apply?

8. What problems have you thus far encountered while effecting motivation?

9. What does the feedback from the employees entail; if any?

10. What  are  the  challenges  or  hindering  factors  affecting  the  motivational  system  in  your organization?

11. What measures should be taken to improve the performance of employees at SMU? 

· In addition to this, the researcher reviewed the recent past (Hamle 2012 & Tir 2013) performance Appraisal results of the 215 Employees.

ቅድስት ማርያም ዩኒቨርሲቲ

የድህረ-ምረቃ ትምህርት ቤት

ስሜ ብርቱካን አጥናፍ ይባላል፡፡ የማትጊያ ስልቶች በቅድስት ማርያም ዩኒቨርሲቲ ሠራተኞች የሥራ አፈጻጸም ላይ ያላቸዉ ዉጤት/ተጽዕኖ/ በሚል ርዕስ የኤምቢኤ የምረቃ ማሟያ  ጥናት በማድረግ ላይ እገኛለሁ፡፡ ጥናቱን ከዳር ለማድረስም በዩኒቨርሲቲዉ ሠራተኞች የሚሞላ መጠይቅ ተዘጋጅቷል፡፡

ስለመረጃዉ ሚስጥራዊነትና ስለፈቃደኝነት

የዚህ ጥናት ዓላማ ተገቢዉን መረጃ በመሰብሰብ የሚደረስበትን ግኝት መሠረት በማድረግ ዩኒቨርሲቲዉ አስፈላጊዉን የእርምት ዉሳኔ እንዲወስድ ለመጠቆም ነዉ፡፡ 

በመሆኑም በእርስዎ የሚሰጠዉ ትክክለኛ መረጃ የጥናቱን ዓላማ ለማሳካት በጣም አጋዥ ሲሆን የሚሰጡትም ምላሽ ለዚህ ጥናት ዓላማ ብቻ የሚዉልና በሚስጥር የሚጠበቅ ነዉ፡፡

ዉድ ጊዜዎን ሰዉተዉ ይህንን መጠይቅ ለመሙላት ላሳዩት ፈቃደኝነትና ትብብር ከልብ አመሰግናለሁ፡፡

ክፍል 1: አጠቃላይ መረጃ

እባክዎ ከቀረቡት አማራጮች ዉስጥ የእርስዎን ምርጫ በተቀመጠዉ ሳጥን ዉስጥ የጭረት ምልክት (() በማኖር ይግለጹ፡፡

13. ፆታ

1. ወንድ



2. ሴት

14. ዕድሜ

 1. 20-30
       2. 31-40
      3. 41-50    4. ከ 50 ዓመት በላይ

3. የትምህርት ደረጃ

1. ከሰርተፍኬት በታች            
2. ሰርተፍኬት       
3. ዲፕሎማ 

4. የመጀመሪያ ድግሪ
           
5. ሁለተኛ ድግሪና ከዚያ በላይ

                    
4. በዩኒቨርሲዉ ዉስጥ ለምን ያህል ጊዜ አገለገሉ?

1. ከ5 ዓመት በታች  


 2. ከ5 እስከ 10 ዓመት      

3. ከ11 እስከ 15 ዓመት             4. ከ15 ዓመት በላይ

5. በየትኛዉ የዪኒቨርስቲው የሥራ ክፍል ውስጥ ይሠራሉ?

1. አካዳሚክ                       2. አስተዳደር     

   
 ክፍል 2፡ ሠራተኞች የማትጊያ ስልትን በተመለከተ ስላላቸዉ እሳቤ

6. የወር ደመወዝዎ ስንት ብር ነዉ?

1. ከ 3000 በታች

2. ከ3000-7000 
 3. ከ7000-12000      4. ከ12000 ብር በላይ

7. በሚያገኙት ደመወዝ መሠረታዊ ፍላጎትዎን ያሟላሉ?

1. አሟላለሁ


2. አላሟላም


3. አላዉቅም

8. ከላይ በተራ ቁጥር ሰባት ለቀረበዉ ጥያቄ መልስዎ አላሟላም ከሆነ በሥራ አፋጻጸምዎ ላይ  ተጽዕኖ አለዉ?

1. አለው


2. የለውም


3. አላዉቅም

9. የሥራ አካባቢዎን እንዴት ይገመግሙታል?

1. ጥሩ ነዉ
      2. ጥሩ አይደለም
      3. አላዉቅም

10.  የሥራ አካባቢዎ ምቹ አይደለም ብለዉ የሚያስቡ ከሆነ በሥራ አፈጻጸምዎ ላይ ምን ተጽዕኖ አለዉ?

1. አዎንታዊ 
    2. ምንም ተጽዕኖ የለዉም
       3. አሉታዊ
     4. አላዉቅም

11. በሚሰሩበት ተቋም የሠራተኞች የማትጊያ ስልቶች አሉ?

1. አለ 

    2. የለም


3. አላውቅም

12. ለተራ ቁጥር 11 ምላሾች አለ ከሆነ  ምን አይነት የማትጊያ ስልቶችን ያውቃሉ?  (ከታች ከተቀመጡት አማራጮች ከአንድ በላይ መምረጥ ይቻላል)

1. የሥራ ዋስትና                  

      

2. የማበረታቻ ሽልማት  

     

3. ከደረጃ ዝቅ ማለት (ቅጣት)
4. የኢንሹራንስ ጥቅማጥቅም
5. ለጥሩ ሥራዎች እውቅና መስጠት

6. የትምህርት (የሥልጠና) እድል

7. የደመወዝ ጭማሪ

8. የደረጃ እድገት               

9.  ሌሎች (ካሉ ይግለጹ)







እባክዎ ከዚህ በታች የተዘረዘሩት ነጥቦች ላይ እስማማለሁ ወይም አልስማማም በማለት የጭረት  (()ምልክቱን በማስቀመጥ ሀሳቦን ይግለጹ (1=በጣም አልስማማም (በአ)፣2= አልስማማም (አ)፣ 

3= መካከለኛ(መካ)፣ 4= እስማማለሁ(እ)፣ 5= በጣም እስማማለሁ(አእ))
	ተ.ቁ
	የሚለካው ርእስ
	የመለኪያ ስኬል 

	
	
	በአ
	አ
	መካ
	እ
	በእ

	
	
	1
	2
	3
	4
	5

	የማትጊያ ስልት

(የፋይናንስ ማትጊያዎች)
	
	
	
	
	

	13
	 የተቋሙ የደመወዝ ስኬል አስደሳች ነው
	
	
	
	
	

	14
	የተቋሙን ሠራተኞች የሚያበረታታ  ተመጣጣኝ ክፍያው አለ
	
	
	
	
	

	15
	በተቋሙ የፋይናንስ ማበረታቻ  አለ
	
	
	
	
	

	16
	በተቋሙ የትራንስፖርት አበል  አለ
	
	
	
	
	

	የማትጊያ ስልት

 (ፋይናንስ ያልሆኑ ማትጊያዎች)
	
	
	
	
	

	እውቅና
	
	
	
	
	

	17
	የሞራል ማበረታቻ (አድናቆት፣ አክብሮት….)

እና የነቃ ተሳትፎ (ትጋት) እንዲኖር የሚያደርጉ ማበረታቻዎች አሉ
	
	
	
	
	

	18
	የሠራተኛ ስኬታማነት የሚያበረታታ አሠራር አለ
	
	
	
	
	

	የደረጃ እድገትና የአቅም ግንባታ
	
	
	
	
	

	19
	የትምህርት እና የሥልጠና እድል አለ
	
	
	
	
	

	20
	የደረጃ እድገት እድሎች አሉ
	
	
	
	
	

	21
	የደረጃ እድገት ፖሊሲዎች አሉ
	
	
	
	
	

	የሥራ አከባቢ
	
	
	
	
	

	22
	ቀለል ያለ የሥራ ቦታ ነው
	
	
	
	
	

	23
	ምቹ የሥራ አከባቢ አለ
	
	
	
	
	

	24
	የቡድን ሥራ አሰራሮች ውጤታማ ናቸው
	
	
	
	
	

	25
	ፈታኝና ፍላጎትን መሠረት ያደረጉ ሥራዎች አሉ
	
	
	
	
	


ክፍል 3፡ እባክዎትን ከዚህ በታች የተቀመጡት ጥያቄዎች  በተከፈተው ክፍት ቦታ ምላሾን ይሥጡ፡፡

1. አሁን በያዙት የሥራ መደብ ደስተኛ ነዎት? ነኝ? አይደለሁም?

2. የተራ ቁጥር 1 መልስዎት አይደለሁም ከሆነ ምክንያቶቹን/መንስኤዎቹን ቢገልጹ? 

3. በሥራ ላይ ደስተኛ አለመሆን ውጤቱ ምን እንደሚሆን ቢገልጹ? (ዋና ዋና የሚሉትን ነጥቦች ቢያስቀምጡ)

4. የሠራተኞች በሥራቸው ላይ ያላቸው ተነሳሽነት እንዲሻሻል/እንዲጨምር ምን መደረግ አለበት ብለው የመፍትሄ ሀሳብ ያቀርባሉ?
Annex II: Statistical Results
Graphical Test of Normality Assumptions


Source:  Own SPSS Survey, April 2021
Linearity and Homoscedasticity Test
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   Source:  Own SPSS Survey, April 2021
Multicollinearity Test 
	Variables
	Collinearity Statistics

	
	Tolerance
	VIF

	
	(Constant)
	
	

	
	Financial Motivators
	.627
	1.594

	
	Recognition
	.740
	1.351

	
	Promotion & Personal Development

(Training/Higher Education)
	.605
	1.654

	
	Working Condition
	.751
	1.332

	a. Dependent Variable: Employees’ Job Performance


Test of Independence of Residuals
	Durbin-Watson

	1.591


Source; SPSS Result, 2021
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Physiological 











Employee Job Performance





Financial Motivators:-   


- Remuneration (Attractive Salary, Transportation Allowance, financial reward.)








Non-Financial Motivators:-


Recognition 


Employee promotion 


Opportunities for personal development (training and development)


Working environment














171 (��79.5%)





34(��15.8%)





 10(��4.7%)
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