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ABSTRACT

The main purpose of this study was to assess tpadtrof motivation on the job performance
ofemployee and to alleviate thesnags that the relseahas identified regarding the motivational
program in Moha Soft Drinks industry Share CompHnrg.staff member fails to improve in
his/her work performance, escape the organizafiaggiven the opportunity and produce low
quality of work is a signal of lack of motivatiormang itseffects.A survey-based descriptive
research design was used to make the research eteriple primary data for this study was
collected through a structured questionnaire thas vailored with the helpof literature, the
sample has been selected from different departnagmtthe questionnaires have been filled out
by the staffs. The study was intended to get tlspareses of employees on the managerial
approach of the industry that could motivate thenpérform their job well. In this light the
study sets to identify the upshot among differemtinational factors.Generally though Moha
Soft Drink industry is one of the biggest beveraganufacturing industries that exist in our
country, the research still shows a number of &mamnt hitches prevailed in the company
regarding the motivational approach that the ingustapplying.The analysis from the empirical
findings evidently showed that there were some idenable differences in the consent of
various motivational mechanisms.This study theeeftan be seen as an introduction to a more

detailed study to be carried out by future reseznsbn the field of employee’s motivation.
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CHAPTER |
INTRODUCTION

1.1 Back ground of the study

People within an organization are harmoniously wagktiogether to satisfy one certain goal,

whether short or long-term goal. The organizatamthe collection of people, are expected to be
deliver the best assets that they have which arepdople bearing the knowledge and skills
suitable to their position in the organization. digh the desirable performances of the
employees, the organization can realize the comnetdvantage in the market and among their
competitors. It's very optimistic to assume thaemvorganization can compete according to

their strategies and obtaining the competitive athge.

The most appreciated approach in an industry isuigeof motivational approaches that almost
all of the organizations, in whatever size or typsed to apply. With the help of the valuable
players, who are the employees, the organizatiiinhas their option and chance towards the

future success.

Employees are motivated in different ways and #mouraging employees to work effectively
is contingent upon the nature of the organizatiffective managers who get employees to put
forth maximum effort know how and why those emplesyare motivated and tailor motivational
practices to satisfy their needs and wants. Indafiddifferent motivational drive and their
overall motivation vary from situation to situatidArobably what motivate one person may not

inspire others.

This research emphasized on identifying motivaticapproach that the managers used viz a
vie the impact of motivation on the job performané¢he employee who are working in one of
soft drink beverage company which is known as M8bé# Drinks industry, one of the group

member of Mederco Company.



1.2Statement of the problem

Motivating and rewarding employees are one of thestmimportant and most challenging
activities that managers perform. Successful masagaderstand that what motivates their
employee. Managers who want their employees tdgtit maximum effort recognize that they
need to know how and why employees are motivated@mailor their motivational practices to

satisfy the needs and wants of those employees.

This research as a result triesto reveal whattias motivates employees in Moha Soft Drinks
Company to perform at their best and achieve optiraainess results at all times. The inherent
problem the researcher has identified was thatntheagershave attempted several different
incentive programs to motivate their employees tlyey have not worked for every employee in
Moha Soft DrinksCompany. Hencethis trouble is §ki lead to spend little or no effort in their

jobs, exit the organization if given the opportyrand produce low quality of work.

1.3 Research Question

These are the basic questions that can help tlestigation of the research

1.What are the objective and role of motivationalrapghes withinMohaSoft

Drinks Company?

2What are the identified benefits and drawbacks ¢inbby the motivational approaches in
the entire company, particularly among the empleyee

3.What are the perceptions of the employees witheragpect of motivation?

4 What is the impact of the motivational approacheseld on MohaSoft Drinks Company

that implemented the practice



1.4 Objective of the study

General Objective of the study

The General objective of this research is to idgrniie motivational approach that the managers
used viz —a - viz the impact of motivation on tbée performance of an employee inMoha Soft

Drinkscompany in order to attain the intended dibjec

Specific Objective of the study

The specific objectives of the study are:

1. To identify the motivational approach thatMoha SafinksCompany is using.

2. To assess the technique Moha Soft Drinks compdoyislto inspire the employee Since
individuals differ in motivational drive and theswerall motivation varies from situation
to situation,

3. To analyze among different motivational factors timancialaspects (bonus, incentive,
commission) plus non-financial aspect recognitgmomotion, &advancement.

4. To determine the benefits and drawbacks broughhéymotivational approach in Moha

Soft DrinksCompany.

1.5 Definition of Terms

Motivation: - Motivation is defined as the willingness to exeighhlevels of effort to reach
organizational goals, conditioned by the efforbgity to satisfy some individual need.Although,
in general, motivation refers to effort exerted émavany goal. (Stephen P. Robbins 2012)

Financial Motivation: - Financial motivation relates to the way in which @ganization uses

compensation structure to motivate workers to pghHormance. Companies use a variety of pay



structures depending on the type of work envirortmemd the nature of the work being

performedhttp://www.ehow.com/info

Non-Financial Motivation: - Non financial motivation refers to non-monetagyards/benefits.
These types of rewards do not involve direct paynmgncash and they can be tangible or
intangible e.g. encouraging the employees by pmgidhem with autonomy in their job
andparticipation in decision making, assigning l&magjing duties, improving working conditions
and recognizing good work.

Reward Management:- Reward management is concerned with the formulatand
implementation of strategies and policies the psepof which are to reward people fairly,
equitably and consistently in accordance with thailue to the organization and to help the

organization to achieve its strategies goals .(gtramg and Tina Stephens,2005:3)

Performancethe act of performing; of doing something suco@bgf using knowledge
asdistinguished from merely possessing it; A penBomce comprises an event in which generally
one group of people (the performer or performeet)dve in a particular way for another group

of people.

Employee satisfaction: This refers to the positive or negative aspects eaiployee’s

altitudetowards their jobs or some features ofjobe(lvancevichetal.)

Managerial Approach: -The managerial approach to motivating employee desuon the
behaviors of managers, in particular their use adlg and rewards. (Hellriegel and Susan E,
2002:376)



1.6Significance of the study

This study is significant because:-

» It helps the management ofMoha Soft Drinks Compday review the impact
ofmotivation on the job performance.

> It also provide an insight into the fact that hak jsatisfaction can be enhances in Moha
via different motivational practices.

» It helps the management and the employee to haveerall idea about the motivational
approach of the company.

> It helps the management of Moha Soft Drinks Compangnprove problems that exist in
the job Performance of the employee in relatiomtdivation.

» It is significant to deal with motivation that cae developed to increase the productivity

of employees and thus of the company as well.

1.7Delimitation of the Study

Employee Work Motivation may have direct or indiretfect on the job performance of the
employee as a result this study was delimited éftilowing situation.The population of the
researcher study was only taken from TekelehaimBeptsi Cola Plant that the researcher had

access forplenty source of data.

1.8 Organization of the study

The paper contains five main chapters. The firsiptér provides a general back ground of the
study. The second chapter deals with the theotdtaame work about general approaches along
with the current issues of motivation while thedhthapter encompasses the research design and
methodology. The fourth Chapter analyzes differéntings and examines issues in the
objectives and statement of the problem. Finakkyl#st chapter provides conclusion and forward

constructive recommendation for the problem raised.



CHAPTER I

THEORETICAL FRAME WORK
2.1 Definition and Conceptual Frame Work

What is Motivation?

According to Robbins (2012:430)motivation is deflress the willingness to exert high levels of
effort to reach organizational goals, conditiongdle effort's ability to satisfy some individual

need. Although, in general, motivation refers tmefexerted toward any goal.

According to Greenberg and Baron (2000:190) théndiein could be divided into threemain

parts. The first part looks at arousal that dealk whe drive, or energy behindindividual (s)
action. People turn to be guided by their intereshaking a good impressionon others, doing
interesting work and being successful in what tdey The second partreferring to the choice
people make and the direction their behavior takbs. last part dealswith maintaining behavior

clearly defining how long people have to persisategmpting tomeet their goals.

Antomioni (1999: 29) defines motivation as“the ambof effort people are willing to put in
their work depends on the degree to which they tteak motivational needs will be satisfied.
Onthe other hand, individuals become de-motivatdtiey feel something in the organization

prevents them from attaining good outcomes.

Luthans (1998) asserts that motivation is the @m®tlkat arouses, energizes, directs, and sustains
behavior and performance. Motivation encourage lgeopernally towards the actions which
helps them to achieve apreferred task employ éfEness is a way which can inspire people to

their work and can bring more workmotivation toittmmitment of their jobs.

In the first definition of Motivation the key elemts can be seen as effort, organizational goals,

and needs. While in the second one, the three lkeyeats are energy, direction, and persistence.



If we try to view critically the first definitionthe effort element is a measure of intensity or
drive. A motivated person tries hard. But high levef effort are unlikely to lead to favorable
job performance unless the effort is channeleddirection that benefits the organization. Effort
that is directed toward, and consistent with, oizgtional goals is the kind of effort that we

should be seeking. Finally, motivation is treahaseed-satisfying process,

Even though there is no as such gap between timataefs the second and the fourth one can be
explained as effort that is directed toward, analsegient with, organizational goals is the kind of

effort that we should be seeking. Finally, we widat motivation as a need-satisfying process.

In generalit can be observed from the above dedmstthat, motivation, is more or less
basically concern with factors or events that moveads, and drives certain human action

orinaction over a given period of time given thevailing conditions.

Motivating high levels of employee performancensmaportant organizational concern
and managers keep looking for answers. Both acadessearchers and practicing managers

have been trying to understand and explain employ&evation for years.

Hellriegel and Susan (2002:376-377) articulatedt tieere are many different theories of
motivation that can be easily grouped into thremegal approaches. These are

« Managerial Approach

+« Job and organization Approach

+ Individual Difference Approach

2.1.1Managerial Approach

Hellriegel and Susan (2002:376) the managerial gggbr to motivating employee focus on the
behaviors of managers, in particular their useazflg)and rewards. According to this approach,
Paula Lawlor's management practices for holding legges accountable for performance

explain the high motivation levels of employees.



The managers that employees work with on a dayajob@sis can directly motivate employees
through personal, one to one communication. Fotanmte they can work with employees
through to set realistic goals and then use retiognipraise and monetary means to reward
employees for achieving those goals.

2.1.2Job and Organization Approach

Hellriegel and Susan (2002:376) clarify that theosel approach to motivating employees
emphasizes on the design of jobs and the genegainmational environment. In Particular,

employees appreciate the flexible work arrangemefitsnan Resource management policies
and practices are generally an important aspetheforganizational context. The appropriate
benefits like paid vacation, sick leave & insurgnoeward structure like incentive pay and
development opportunities like education & mentgrimay attract new employees to the
organization. Whether such polices serve to inere@msployee effort and desire to stay with the

company depends partly on whether employees pertieem to be fair and equitable.

2.1.3 Individual Differences Approaches

Hellriegel and Susan (2002:377)justify that thedhapproach to motivating employees treats
motivation as a characteristic of the individualdividual differences are the unique needs,
values, competences, and other personal charaicetisat employees bring to their jobs. These
characteristics vary from person to person. Onsegremay motivate to earn more money and
prefer a job that offers such an opportunity. Arotimay be motivated by security, preferring a
job that involves less risk of unemployment. Yebtiwer may thrive on challenges and seek a
position that stretches the person’s competencéisetdimit and helps the person develop new
ones. Effective managers understand the individifdrencethat shape each employee’s unique
view of work and use this understanding to maxingiaeh employee’s effectiveness.

Having a clear idea about the most useful appraaohenotivation, let’s turn our attention to

some of the early motivation theories that arecaldited by different scholars.



2.2 Early Theories of Motivation

For this thesis the researcher adopted thetwo kmast/n early theories of motivations. These
are
» Maslow's Hierarchy of Needs Theory

» Herzberg's Motivation-Hygiene Theory

Let's try to see each theory in detail,

2.2.1Maslow's Hierarchy of Needs Theory

According to Hellriegel and Susan (2002:390) pedtiféeer from each other in many ways,
having different abilities, personalities, valuesl aneeds. Individual differences affect employee
motivation in the work place. A need is a stronglifeg of deficiency in some aspect of a
person’s life that creates an uncomfortable tensidrat tension becomes a motivating force,
causing the individual to take actions to satisfg heed, reduce the tension and diminish the

intensity of the motivating force.

According to Robbins (2012:432)the best-known tiieot motivation is probably Abraham
Maslow’s hierarchy ofneeds theory Maslow was a psychologist who proposed that withi
every person is a hierarchy of five needs.

Greenberg and Baron (2003:192)explained the fieglsédentified by Maslow.

1. Physiological needsre the needs at the bottom of the triangle aotlde the lowest
orderneed and most basic. This includes the neeattsfy the fundamental biological
drivessuch as food, air, water and shelter. Acogrdo Maslow organizations must
provideemployees with a salary that enable therafford adequate living conditions.
Therationale here is that any hungry employee haltdly be able to make much of
anycontribution to his organization.

2. Safety needs: This occupies the second level of needs. Safegdsare activated
afterphysiological needs are met. They refer to tleed for a secure working
environment free from any threats or harms. Orgdiuns can provide these need by



providing employees with safety working equipmery. ehardhats, health insurance
plans, fire protection etc. The rationale is thapeyees working in an environment free
of harm do their jobs without fear of harm.

3. Social needs:This represents the third level of needs. Theyaatesated after safety
needsare met. Social needs refer to the needdtil&ted that is (the needed to be loved
andaccepted by other people). To meet these nee&danipations encourage
employee’sparticipation in social events such agips, organizations bowling etc.

4. Esteem needsThis represents the fourth level of needs. Itudek the need for self-
respectand approval of others. Organizations intecawards banquets to recognize

distinguished achievements.

5. Self-actualization: This occupies the last level at the top of thenigie. This refers to the

need to become all that one is capable of beimgtelop ones fullest potential.

The rationale here holds to the point that selfralized employees represent valuable assets

to the organization human resource.

Figure 2.1Maslow’s Hierarchyof Needs

Source: Abraham H. Maslow, Robert

D. Frager, Robert D., and James Fadiman,
Motivation and Personality, 3rd Edition,

© 1987.



According to Robbins (2012:432) Maslow argued thath level in the needs hierarcmust b
substantially satisfied beforethe next need becouoesinant. An individual mees up the nee
hierarchy from one level to the next. In additiddaslow separatethe five needs into higher &
lower levels. Physiological and safety needs weresicleredower-order needs; social,esteem, ar
self-actualization needs were considered higheerongeds. Lower-order needs are predomipant

satisfied externally while higher-order needs atisfied internally.

Managers using Maslow’s hierarchy motivate employees do things to satisfy empleyaeeds
But the theory also says that once a need is sutt#ba satisfied, an individualsi no longe
motivated to satisfy that need. Therefore, to naddvsomeone, you need to understahdt nee
level that person is on in the hierarchy and fooussatisfying neexl at or above that lev
Maslow’s need theory was widely recognized durihg 1960s and 1970s, especiadgnong

practicing managers, probably because it was imélytlogical and easy to understand.

2.2.2Limitations of Maslow’s Hierarchy of Needs Thery:

According to Jonathan there is some limitationdMaglow’s Hierarchy of Needs Theoryhe mos

important are listed below:-

o The Theory is lacking about the motivators of extmsically driven individuals: At stage
4 and stage 5 of the chart (Esteem Needs andASeitlization Needs), the theory
of questionable relevance to individuals that areeth by extrinsic reward¥he reasc
being that it is not common nowadays for peopledainhappy about their awerkers an
bossegyet can still maintain high and consistent perfaroes as they are being promi
a promotion, higher pay, or a lavish vacation whtble company will pay for. Sar
individual might be stuck at the third stage (Thoeial needs phase) for having a
relationship overall with his/her peers, butristivated by the unlisted motivator on
chart, which is money.

X Difficult for manager to identify the need level fa employees-There will be som
difficulty for managers in deciding which needdéemployees are on, attds might curl

the motivation of employees at the workpld@ke for example a particular employee th

11



moving from stage 3 (Social Needs) to Stage 4 @astdNeeds). In simpler wori
saidemployee feels the need for his contributions toabeepted by someone within
company.If the manager of the company slo®t give sufficient appraisal towards
efforts soon, then the employee’s efforts motivatall go into decline Because differe
managers view efforts subjectively, it might bettlds best effort was perceived
insufficient and motivation goes down.

X Basic Needs may not need to be satisfied to acknedte higher needsBased on tr
theory, we assume that if an individual that ikiag in basic amenities or incuestionabl
working environment, he/she willnever unlock thgher needs in the hierarchjpweve
the ‘starving artist’ scenario says otherwise. $benario is about an artishose base nee
in the hierarchy are not fulfilled, but yet he wailiill strive for fame and recognitioffhis
scenario proves that Maslow’s theory might not wiorkertain casei.is not impossible fc

someone who is desperate for fame and recognitioeglect his/her own well-being.

2.2.3Herzberg's Motivation-Hygiene Theory

According to Robbins (2012:433) Frederick Herzbgtg/o-factor theory (also called motivation-
hygiene theory) proposesthat intrinsic factorsratated to job satisfaction, while extsia factor:
are associated with job dissatisfaction. Herzbeagted to know when people fakceptionall
good (satisfied) or bad (dissatisfiealpout their jobs. He concluded that the repliespfeegav:
when they felt good about their jobs were signifita different from the replieshey gave whe
they felt badly. Certain characteristics were cstesitly related to job satisfaction and otherpin
dissatisfaction (factors on the right side). Wheogde felt good about their work, they tended
cite intrinsic factors arising from the job itselin the other hand, when they were dissatisfied;

tended to cite extrinsic factors arising from tole gontext.

12



In addition, Herzberg believed that the data suiggethat the opposite of satisfaction was
dissatisfaction, as traditionally had been belie\Removing dissatisfying characteristics fro

job would not necessarily make that more satisfying (or motivating).

Herzberg believed that the factors that led togatisfaction were separate anddistinct from t
that led to job dissatisfaction. Therefore, mansageno sought to eliminat@ctors that creatt
job dissatisfaction wld keep people from being dissatisfied bot necessarily motivate the

The extrinsic factors that create job dissatistactvere calledhygiene factors

According to Stredwick(2005) Hygiene factors (osgditisfaction avoidance factors) umdé pay
company policy, method of supervision and admiaigin, all of whch he called extrins
factors. They rarely in themselves motivate empisy® work harder dretter but can cause
employee to work less hard if they are not satisf@hen these factors are adequat®pfee

won't be dissatisfied, but they won’t be satisf(ed motivated) either.

According to Robbins (2012:434) to motivate peopleerzberg suggeste@mphasizin
motivators, the intrinsic factors having to do with the jobseif.Stredwick, 2005citec
Satisfierswhich include achievement, recognition and the meatd the work itselfare the majc
motivating force. The implications here are cledhgit rewad schemes based on performe

are unlikely to motivate and can be the cause p$icerable de-motivation.

13



Table 1 Herzberg's Two - Factor Theory

Hygiene factors Satisfiers
Pay Achievement
Company Policy Recognition
Working conditions Advancement
Supervision Responsibility
Company Policy and administration Personal growth
Security Advancement
Relationship with subordinates

Herzberg's Two-
Factor Theory
(Source: Herzberg,
1968)

2.2.4 Limitations of Herzberg's Motivation-HygieneTheory

According to Stredwick (2005) the Two Factor TheoryHerzberg'shieory of Motivation is sti

to this day, holding to the test of time. Howew#rough its existence there haveeb man

critiques.

Among the criticism of the theory, the list beloswepresentative of the most cited ones:

> The Two Factor Theory assumes that happy employees prathoce.What motivate
one individual might be a de-motivator for anothedividual. It doesn’taccoun
forindividual personality traits that could providedifferent response to a motivato

hygiene factor.

14



X The theory lacks in the understanding of the inédations between some of
motivators. For example, one might receive adeqjodteecognition, but he or she n
not be satisfied with the level of responsibiligs a result, he/she would questithe

internal motivational value of job recognition five individual.

2.3An overview of Reward management

According to Armstrong and StepherZ0(5:3) Reward management is concerned witl
formulation and implementation of strategies anticpes the purpose of which are to rew
people fairly, equitably and consistently in ac@nrce with their value to the organization ar
help the organization to achieve its strategiedsgokh deals with the design, implementation
maintenance of rewd systems (reward processes, practices and pnagduhich aim to me

the needs of both the organization and its stakiehnsl

Rewards programsome within the overall concept of compensatioatstgies which are defin
as the “deliberate utilizationf thepay system as an essential integrating mesnathroug|
which the effortsof various sulmits or individuals are directed towards the aodmeent o
anorganization’s strategic objectives” (GonMejia and Balkin, 1992). They aremanager
tools tha hopefully contribute to a firm's effectivenessirtijuencing individual or grou
behavior (Lawler and Cohen, 1992 lIbusinesses use pay, promotion, bonuses or ¢ypes o
rewards toencourage high levels of performance @amand Pierce, 1977).

At a minimum, employees expect the organizationrawige fair pay, safeworking conditiol
and fair treatment. Like management, employeesiefigect more, depending on the streng
their needs for security, status,involvement, @mgle, power, and sponsibility. Just ho

ambitious theexpectations of each party are vamy forganization to organization.

The aims of Reward management are to:-
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 Reward people according to what the organizatidnegand wants to pay for;

* Reward people for the value they create;

* Develop a performance culture;

» Motivate people and obtain their commitment andagegnent;

* Help to attract and retain high the high qualitpjple the organization needs;

e Create total reward processes which recognizentipgiitance of both financial and non-
financial rewards. (Michael Armstrong and Tina $iteps,2005:3)

2.3.1The purpose of reward policies

Based on Armstrong arfstephens (2005:41) reward policies set guidelinesiécision makin
and action. They indicate what the organizatma its management are expected to do
managing reward and how they will behave in givenuenstances when dealing with rew

issues.
Reward policies address the following broad issues:

= The level of rewards;

= Achieving equal pay;

= The relative importance attached to external coitipetess and internal equity;

= The approach to total reward,;

= The scope for the use of contingent rewards reldtecperformance, competer
contribution or skill;

= The role of line manages;

= Transparency- the publication of fanmation on reward structures and proces

employees.
The more specific issues that may be covered banetywolicies include assimilation, the us

job evaluation, the guidelines governing decisiars the rate ofpay offered to staff

appointment or promotion and assimilation in to npaw structure.
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2.3.2Motivation and reward

Human resource is one of the most important regsuoé gaining competitive advantage ¢
competitors for a firm. And this resource can béaireed and optimallyutilized througl
motivating it. Wsing different technigues among which reward issigiificance importanc
Carraher et al (2006) advocates that there shalhbeffective reward system to retain the

performers in the organization and reward shaaédelated to their productivity.

A lot of work has been done on evaluating the m@ship between rewards and emplc
motivation and there exist a large number of stuthethe literature describing imgteof rewart
on employee motivation. In order to maximize thef@enance of the employees organiza
must make such policies and procedures and formslath reward system under those pol
and procedures which increase employee satisfaatonmoivation. Bishop (1987) sugges
that pay is directly related with productivity anelward system depends upon the size «
organization. Organizations in today’s competigévwironment want to determine the reasor

balance between employee loyalty and commitmeit panformance of the organization.

According to Armstrong and Stephens (2005:70) ohehe most fundamental concerns
reward management is how it can help to motivaigpjgeso that they achieve high leve
performance. The develommt of performance culture is a typical aim ofredvatrategy. It i
therefore necessary to understand the factorsntbéivate people and how in the light of th
factors, reward process and practices that wilaanh motivation, commitment, job engaga
and positive discretionary behavior can be developdotivation theories provide esser

guidance on the practical steps required to devefiigetive reward systems.

2.3.3 How motivation works

Citing what was proposed by Armstrong and Stepl(2085:70) a model of motivation basec
reinforcement, needs and goal theory suggeststibgbrocess of motivation is initiated by
conscious or unconscious recognition of unsatisfieelds. These needs create wants, whic
desires to achieve or ath something. Goals are then established whishtelieved will satist
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these needs and a behavior pathway is selectedwhi believed will achieve the goal. If 1
goal is achieved, the need is satisfied and thawehis likely to be repeatetthe next time
similar need emerges. If the goal is not achietlee,same action is less likely to be repei
However, as some needs are satisfied new needgemaed the process continues. As Ma
says, it is unsatisfied needs that motivate bemg@tephen P. Robbins, 2012:432).

Jones (2005), suggested “motivation is concerh Wwiiw behaviogets started, is energized
sustained, is directed, is stopped and what kindsulfjective reaction is present in tl
organization while this is going on. The Jonesestent can be converted into a diagnamch
shows the employee motivational process as itemibes performance.

Figure 2.2 Employee motivational processes

Tension or drive
To fulfil or need

h A

Search

Y

Goal directed
Behaviour

Fulfilment and
Re-defikition of needs

Source:Basset-Jones, N. & Lloyd, G.C.
“Does Herzberg’s Motivational Theory

Have staying power”?, 2005

The figure illustrates that the process begins ezaf tension within drives or needs o
employee. Next there is a search within the commaigroups or within employee to fulfill
his desires. When the employee is satisfied with marfcial motivation he redefines hisdes
and needs and the process are initiated again.
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2.4 Types of Motivation

According to Armstrong and Stephens (2005:71) tlaeectwo types of motivation asgiginally
described by Herzberg et al;

 Intrinsic motivation — This was described by Herzberg as ‘motivation tglrothe worl
itself’. It takes place when people feel the wohey do is intrinsically interestin
challenging and important and involves theercise of responsibility (having control o
one resource), autonomy or freedom to ac, scopseoand develop skills and abilit
and opportunities for advancement and growth.

s Extrinsic motivation — what is done to or for people to motivate thdris include:

rewards such as increased pay, recognition, poaipeomaotion.

Extrinsic motivators can have an immediate and pheeffect, but it will no
necessarily last long. The intrinsic motivators,ichhare concerned with the quality
working life ( a phrase and a movement promoted by properadrihe notion of intrins
motivation), are likely to have a deeper and longem effect because they are inhe
in individuals and not imposed from outside. Bughbuld not be assumed that intrinsic
motivation is good and extrinsic motivation is batley both have part to play.

2.4.1 Grasping Vision and Mission of the organizadin for the rationale of motivation

“If you don’t know where you are going, any roadllwake you ............ " Lewi

Carroll.

According to Mackay (200127) each person needs to feel that they ‘fit"t thay have a rol
that they have a future, and that they make ardifiee. All managers and subordinate claim
the values of their organization motivate them tgraat extent but that there is a dist
difference according to level. Managers largelywao with need to be customer driv
professional and quality focusedvalues that are seen to be present in many ordgams
However, there is a serious mlignment in terms of how managers’ personal valgselat

with organizational values. Managers are also keseéking environments that are innova
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committed to staff, proactive, trusting and opdndividuals may need to have a path wa
stepsalong the way defined for them so that they canase@y forward. And these steps nee

lead to that defined picture of the future.

Mackay continues,veryone has responsibility for the contributiorthe overall vision or gos
but people canndie held solely responsible for the quality of theark. Around 80 percent
problems are not caused by people but by failunesystems-particularly information ar
communication systems, absence of tools or trajnimaglequate procedures or documaéoh, o
unclear requirements. To do a job properly angetdorm well people need to:

X Know what to do

< Know how to do it

> Have the means to do it

<> Measure performance

X Take corrective action

< Have confidence

It is every manager’s responsibility to ensure thatr people have all thequirements they ne
to do their job effectively. Only then they be fraonsidered to be responsible for the quali
their output, building towards the organizationision, and only then can they be truly t

accountable if things go wrong!

2.4.2 Motivation and Financial incentives

According toArmstrong (2005:76hancial incentive and rewards can motivate. Peoel
money and therefore want money. It can motivateitbist not the only motivator. It has be
suggested by Wallace and Szilagyi (1982) that maa@yserve the following reward function:
« It can act as a goal that people generally stovedithough to a different degree
% It can act as an instrument which provides valugdames.
% It can be a symbol which indicates the recipiensikie to the organization.
+« It can act as a general reinforce becatiseassociated with valued rewards so often

it takes on rewards value itself.
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Money motivates because it is linked directly afitactly with the satisfaction of many need:
satisfies the basic needs for survival and secufitgcome is reglar. It can also satisfy the ne
for self — esteem (it is a viable mark of appraci@t and statusnoney can set you in a gre
apart from your fellows and can buy you things tlvaynot afford. Money satisfies the |
desirable but nevertheless prearal drives of acquisitiveness and cupidity. So nyomay ir
itself have no intrinsic meaning but acquires digant motivating power because it come
symbolize so many intangible goals. It acts asrabsy in different ways for different peop
and Dr the same person at different times. Pay is oftetominant factor in the choice
employer and pay is important consideration wheopfgeare deciding whether or not to say

an organization.

Armstrong (2005:76) carries on about doubts thaeHzen cast on the effectiveness of mc
as a motivator by Herzberg. As noted above, hengdithat while the lack of it may cause dis —
satisfaction, money does not result in lastingséattion. There is something in this espec
for people on fixed daries or rates of pay who do not benefit direftbm an incentive schen
They may feel good when they get an increase, ad, fpom the extra money, it a higl
effective way of making people feel they are valuBdt the feeling of euphoria can ralyidlie
away. However, it must be mmphized that different people have different neadd Herzbet
two factor theories have not been validated. Sontidoes much more motivated by money tl
others. What cannot be assumed is that money negiveveryoa in the same way and to

same extent.

Pfeffer (1998) contends that, ‘people do work for money thety work even more meaning
their lives. In Fact, they work to have fun. Comiganthat ignore these facts are essen
bribing their employeesna will pay the price in lack of loyalty and commignt. He believe
that pay cannot substitute for working environntligh on trust, fun and meaningful work.

In Contrast, Gupta and Shaw (199&nphasize the instrumental and symbolic meanir
money. The instrumental meaning of money conceratwle get for it -better houses, clothi
cars etc. The symbolic meaning of money concerng ihas viewed by ourselves and oth:
Money signals our status in and worth to societyeyi take by the basic behansgi line or
money. When certain behaviors are followed by motiesn they are more likely to be repeat

According to Armstrong (200%38) Some people will be more motivated by monew thtner:
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and,if handled properly, an incentive scheme caowag them to perform more effectively
long as they can link their effort to the rewardl dhe reward is worth having. Sometimes
sums (Bonuses) can be more effective rewards bedhay can be immediately converted i
things that people want. Angrease of 3 percent to someone’s basic pay mahtave such ¢
effect. But others may be less interested in ma&y will respond more to intrinsic or non-
financial rewards .The majority are likely to reacisitively to a judicious mix of both finaiat

and non-financial rewards.

What is clear that simplistic assumptions about plogver of money to motivate can I
organizations in to developing simplistic perforroarrelated pay schemes or other form
incentives. And we can be reasonably d¢erthat multiplicities of interdependent factorse
involved in motivating people. Money is only one tbibse factors that may work for sc

people in some circumstances, but may not workfioer people in other circumstances.

It should also beemembered that while an increase in pay arisiog fa contingent Pay sche
may motivate people who get it, for a limited pdriperhaps, it will almost certainly de-
motivated those who don’t get it or feel that treg not getting enough compared waiithe|
people. The likely hood is that the number of peaemotivated in this way is likely to |
larger than the numbers who have been motivatethdBzically, therefore, contingent f
schemes are in danger of increasing the amoune-ghativation eisting in the organizatic

rather than enhancing motivation (Michael Armstra2@05:79).

Factors Affecting satisfaction with pay

As Lawler (1998) Points out, people’s feelings ahitve adequacy of their pay are based u
comparison they makbetween their own and others. External market coisgas are mo
critical because they are the ones that strondlyance whether individuals want to stay v
the organization. Many people, however, are unjikelleave for pay reasons alone unldss t
increase they expect from a move is substantial.

Lawler also suggests, ‘sometimes it seems thavishgils are never satisfied with pay.” Ont
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the reasons suggested by Lawler for low pay satisia seems to be that individuals seek
unfavorablecomparisons. First they look externally: if compans there are favorable, tl
focus on internal comparisons. Only if these ax@ifable as well as they likely to be satist
He comments that:’ a finding that employees arsalisfied with pay is, in effect, a ndimding.
It is to be expected. The key thing that the orgainon needs to focus on is whether emplo

are more dissatisfied with their pay than are eyg®s in other organizations.’

According to Armstrong (2005:78) reactions to resvpolicies and practices will depend lar¢
on the values and needs of individuals and on thiployment conditions. It is therefore
generalize about the causes of satisfaction omati$action. However, it seems reasonab
believe that, as mepnhed above, feeling about external and internalitgq(the ‘felt fair’
principle) will strongly influence most people. Rasch by porter and Lawler (1968yd other
has also shown that higher paid employees areylikebe more satisfied with theirwards bu
satisfaction resulting from a large pay increasg steort lived. People tend to want more of
same. In this respect, at least, the views of Mastmd Herzberg have been supporte
research. Others factors that may affect satisfaar dissatisfaction with pay include degres
which:

+« Individuals feel their rate of pay or increase hasn determined fairly;

% Rewards are commensurate with the perceptions dividuals about their abilit
contribution and value to the organization (bus herception is likely to be founded
information or beliefs about what other peoplejdasand outside the organization,
paid);

* Individuals are satisfied with other aspects ofrteenploymentfor example their, statt
promotion prospects, opfdanity to use and develop skills and relations wilieil

managers.
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2.4.3The role of promotion in motivation

According toHannagan (2005:332) apart from improgets in Pay andonditions of work, th
most immediate incentives available to employees apportunities for promotion.
Organization has trained its staff adequately amiieed that employees’ work experiences
sufficiently wide, internal promotion should be d$dde. Thus, external recruitment will
necessary for specialist positions, or when nowitiein the organization possesses approf.
gualifications for a post, or the organization reedwants to increase the diversity of its st¢
all levels. Pospects of promotion often represent significantivators (Van Ham et al., 198
Promotion methods are worthy, therefore, of seraissussion.

The criteria used in selecting individuals for paiian may be based on ability or seniol
Ability related systems accelerate the careers of staffatbatxceptionally competent, whet
seniority based procedures have the advantagesafiag steady progression for all employ
and knowledge that promotion is reasonably asswad improve moralehtoughout th
organization. Promotion follows logically from trémg, performance appraisal, manager

development and management by objectives programs.

People can be selected for promotion directly — agament simply appointing cker
employees to higher posts vacancies can be advertised within the firm.eBlirselection

quick, inexpensive and suitable where managemeoiwv&rthe abilities of all its subordinat
Internal advertisement is appropriate in organimatvhere several candidatesatiout the san

level of ability might apply.

Hannagen in his book Management concepts &Prac(@@35:332 also suggested that un
discrimination in promotion will upset and demotiastaff: it should be avoided at all co
Organizations that operate in sensitive meiliitural or multi ethnic environments sometil
monitor the consequences of their pation policies by checking whether certain groape
over presented among those who do not achieve pimmdience, if it is found that femal

ethnic minorities or certain religious groups am@mpinent in the nonpromoted categor
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reasons for thigan be identified and remedial measures appliegciSgally, the following
guestions can be asked of any promotion system:

s What are the characteristics of nqmomoted groups, and are there valid ree
explain why individuals in these groups are nonpoted?

+« What contributions have nqgmomoted groups made to the work of the organiné
Have they been adequately rewarded for their doutions?

% Why do non-promoted individuals remain with theagation?

% What help can be given to non-promotedugrs in order to help them qualify
promotion? What are the obstacles confronting pimmoted categories, and how
they are removed?

% What can management itself do to improve its kndg#e of the backgrounds ¢
difficulties experienced by non-pronsat groups? How does management feel ¢

these people?

Citing what Hannagan (2005:333) articulated abowbnmtion, a nordiscriminator
promotion policy has numerous benefits. Internakpeal relations between managers
subordinates are improvedibor turn over will fall, since able staff do naed to leave tf
organization to do higher level work. Efficiencyosifd increase through utilization in ser
positions of the accumulated experience of longisgremployees. Additionally, there
little risk of the individuals promoted possessingnown deficiencies, as can occur v
externally recruited senior staff. On the otherdhavutsiders can inject fresh ideas and &
new perspectives to existing problems. Externaluiescmay be of muchigher caliber the

internal candidate.
2.4.4Designing Motivating Jobs

According to Robbins (2012:438) managers want ¢divate individuals on th@b, we need 1
look at ways to design motivating jobs. If we lodksely at what an organization is amalw it
works, we'll find that it's composed of thousandstasks. These¢asks are, in turn, aggrega
into jobs. The term job design refers to the waksaare combined to form completds. Thi
jobs that people perform in an organion should not evolve by chancklanagers shou
design jobs deliberately and thoughtfully to reflére demands of thehanging environment, t

organization’s technology, and employees’ skillbjliges, and preferencesiVhen jobs ar
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designed like that, employees are motivated to virarkl.
Let's look at some ways that managers can design mnating jobs.

« JOB ENLARGEMENT: - Job design historically has been to make jobs mathd more
specialized. It's difficult to motivate employeeien jobs are like this. An early effaat
overcoming the drawbacks of job specialization lagd horizontally expanding aol
through increasing job scopehd@ number of different tasks required in a job ahe
frequency with which these tasks are repeated. Nbdstenlargement effortthat focuse
solely on increasing the number of taskm’'t seem to work. However, researchhas st
that knowledge enlargement activities (expandirggstope of knowledgeused in a job) |
to more job satisfaction, enhanced customer seraita fewer errors.

« JOB ENRICHMENT : - Another approach to job design according to b (2012) ighe
vertical expansion of a job byadding planning anhl@ating responsibilities.Jok
enrichmentincreases job depth, which is the degfeeontrol employees have avéneir
work. Inother words, employees are empowered tanasssome of the tasks typically di
by theirmanagers. Thus, an enriched job allows exxkio do an entire activity w
increasedfreedom, independence, and responsibitityaddition, workers dgefeedback s

they canassess and correct their own performance.

The role of Job Design

According to Armstrong (2005:7hjfirinsic motivation is provided when jobs are wasignec

This takes place when the job has the followingatizristic:

* Autonomy, discretion, self-control and responsifpifi

* Variety ;

* Use of abilities ;

» Availability of constrictive feedback ;

» Belief that the work is significant.
Robbins (2012:438-439) in his managementbook ifiesfive core job dimensionstheil
interrelationships, and their impact on employesdpctivity, motivation, and satisfactidrhest
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five core job dimensions are:

i.  Skill variety: -The degree to which a job requires a variety ofvdEs so the
anemployee can use a number of different skillstalehts.

ii.  Task identity: - The degree to which a job requires completion of lzole/ an
identifiablepiece of work.

iii.  Task significance: The degree to which a job has a substantial impacthe live
orWork of other people.

\2 Autonomy: - The degree twhich a job provides substantial freedom, indepandgn:
discretion to the individual in scheduling the wakd determining the procedureshio
used in carrying it out.

V. Feedback - The degree to which doing work activities required byoba results i
individual obtaining direct and clear information about thdéeefveness of his !

herPerformance.

J. R. Hackman and J. L. Suttle (eds.), Improving lat Work (Gleniew, IL: Scott, Foresma
1977)explain the Job Characteristic model as showthe figure below, how the first three
dimensions—skill variety, task identity, and tasgn#ficance—eombine to create meaning
work. In other words, if thesethree characteriséigst in a job, we can predict that the pe
will view his or her job asbeing important, valuable, and worileviNotice, too, that jobs tF
possess autonomygive the jobholder a feeling cfqrel responsibility for the results and th

a job providesfeedback, the employee will know ledtectively he or she is performing.

According to J. R. Hackman and J. L. Suttle (edkg,JCM alssuggests that employees
likely to be motivated when thelearn (knowledgeof results through feedback) that t
personally (experienced responsibility through autonaiwork) performed well on tasks tl
they care about (experienced meaningfulnessthrough skill varietgskt identity, or tas
significance). The more a job is designed aroursdtlibree elements, the greater the emplo
motivation, performance, and sdaction andthe lower his or her absenteeism &esdiHood o
resigning. As the model shows, the linksbetween jtiie dimensions and the outcomes
moderated by the strength of the individual’sgrowtied (the person’s desire for setieem ar
self-actualization). Individualswith a high growth neeck anore likely to experience the criti

psychological states andrespond positively wheir fbbs include the core dimensions thae a
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low-growth need individuals. This distinction maypéain the mixedesults with job enrichmer
Individualswith low growth need aren’t likely to l@eve high performance or satisfaction

havingtheir jobs enriched.

Critical
Psychological States

Core Job
Dimensions

Skill Variety Expetienced

meaningfulness

Task Identity

Feedback

Job Characteristics Model

Figure 2.3

Source: J. R. Hackman and J. L. Suttle
(eds.), Improving Life at Work
(Glenview, IL: Scott, Foresman, 1977).
With permission of authors.
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2.4.5Supervisors’ Behavior and its Effect:

It's usually believed that supervisors have a fahfluence on organizations they lead.Low l¢
of supervisor conscientiousness along with highellewf supervisor trust, kindnes:
agreeableness, extraversion and emotional stabiléydirectly related to employee motivat
job satisfaction, job commitment, satisfaction watlpervisor, innovative attitude and turnc
intensions (Smith &Canger, 2004).

Mintzberg (973) identified three role categories which arteripersonal, informational a
decisional roles.tlhad been identified that to manage knowledge @msria manager is requi
to possess interpersonal skills with the abilitgéonmunicate with subordites sinceknowled
workers look for timely communication with theirarvisors. But unfortunately organizati
are found to promote technicakbkilled workers who lack in interpersonal skillsdamehaviore

attributes.

Knoll and Gill (2011) studied thdevelopment of workplace trust in upward, downwaa
lateral relationships and examined the relative artgmce of capability, integrity a
benevolence in predicting trust in supervisor, sdibate, and peer. Hsu, et al (201&¥c
articulated that the supportive behavior of a super towards workamily conflict of its
subordinates results in job satisfaction/dissattgfa. Heinvestigated and found that superv
with a higher level expressive ties to their submates generally offers high level o
supervisory support. On the other hand leaders higher level of instrumental ties to tt
subordinates tend to offer lower levels of suppibit studied that job roles pressure is relat

work-family conflict that can be reduced througltiabsupport.

DelVecchio (1996) examine that in the social exgeatineorywhich argues about tingbalance
occurring in vertical dyad (subordinate-superiorpymaffect jobrelated outcomes such
performance, satisfaction, motivation etc. If thgervisorsubordinate association is descri
in terms of exchanges, then comparing each mempertseptions of what has been exchal
should be revealed. Since if these perceptions atoagree, the relationships of supervisor-

subordinate will suffer.
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As a job-related outcome, the satisfaction levelfiscted by incongruent supervissubordinat
perceptions. Dimarco (1975) has indicated that sug@r-subordinate similarity in terms
biographical and personality attributes, is fouadoe linkedwith increased job satisfaction
subordinate. He examined the compatibiigtween life style of supervisor and subordinate
its implications on satisfaction of subordinateswhs concluded that supervisor shoulc
assigned to a workgroup that is based on degreeoofpatibility between subordinate
personality and his own personality. The followidignensions of Supervisors’ behavibave
been identified :-

% Value Congruity:
The discussion of job satisfaction and values imtgis that usuallgmployees desire
work with those leaders and supervisors who malkemthavailable with sevel
opportunities during their job to attain importaalues such as achievement, innove
etc. As value-congruity between supervisor and slibate enables &§m to have san
point of view, the subordinate feels comfortabld aatisfied with his supervisor behay
and job as a whole (Kemelgor, 1982).
Value-congruity affects the relationship of supervisod anbordinate. Employees hav
value structures somewhat similar to their supergigre found to be highly satisfiadc
motivated with their jobs. Also valuesystem relatibip affects employee job satisfaction
and motivationsignificantly, where Value is defined as “a hietaroof fundament:
interactirg life directions that act as the criteria for pgsglogical behavior”. It i
suggested that similarity of values improves comigation, demolish conflict
promotes cooperation, higher morale and thus esuit indiMdual’'s satisfactio
(Kemelgor, 1982).

+ Perceptual Discrepancy:
When supervisor and subordinate have different gmti@n of job requirement, t
expected result of this discrepancy is likelihoddhtt subordinate quits. Percep
discrepancy’s path leads to job dissatisfactiomlties) increased turnover intension
subordinate. Thédisparity between the perception of supervisor suttbrdinate relate
to Job perception then it resulted in job dissatisbn of subordinate and in some cas
converted as turnover intension. To decredss practice it is therefore sugges

thatsupervisors should promote open environmentravkabordinate may feel free
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reveal their ideas and perceptions. This practitledecrease the likelihood of occurrel
of the discrepancy between the percemioh supervisor and subordinate (Chiu, La
Snape, 1996).

% Trustworthiness:

Trust in supervisors and influences of suigers arpredictors of job performan
and job satisfaction of subordinates. They hel@dhieving Organizational goals and
enforcing positive relationships at work. Trust saperior is direty related to th
subordinate’s motivationjob satisfaction, commitment and honesty. And pos
influence of supervisor also helps in obtaining skaene results with learning attitudé

employees and commendable performance. (Goris, Ma&dPettit Jr., 2003).

% Supportive Behavior:

It is investigated thatSupervisor support, strgggceived stressors etmfluence th
intention of an employee to quit job by dissatisfyhim. Lack of job satisfaction and .
stressors leads an employee to quit his job. fousd that support of supervisor i
factor that reduces the impact of job stressoxdges s&ss; increases job satisfact
organizational commitment and thus lead to redactb turnover intention. Impact
Job stressors can be reduced in number of ways audividing the workloadequal
making the job related tasks more clear and achle\(&irth, Mellor, Moore, &Loque
2004).

2.4.6Performance Management as a motivating factor

Based on Armstrong (2005:275) Performance managenserdefined asa strategic ar
integrated process which delivers sustained sucdesgorganization by improving t
performance of the people who work in them and hlgvetbping the capabilities
individual,contributors and team. It is strategictihe sense that it oncerned with the broac
issues facing the business if it is to functioreefively in its environment, and with the gen

direction in which it intends to go achieve longgnm goals. It is integrated in two senses:
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Vertical Integration: - Linking or aligning business, team and individual objeciaad cor

competences, and

Horizontal integration: - Linking different aspects of human resource managgnespeciall
organizational development, human resource devedaprand reward, to achieve a eoén
approach to the management, development and motivatt people.

The fundamental aim of performance managementtisubated by Armstrong (200376) by
his book Employee reward management and practite get better results from theorganization
teams and individuals by understanding and mangganiprmance within an agreed frame w
of planned goals, standards and competence regemtsmt is a process for establishing sh
understanding about what is to be achieved angproach to maaging and developing peo|
in a way that increases the probability that it Wwé achieved in the short and longer term.

owned and driven by line management.

Performance management can also make a major lmatndn to the motivation of people
providing the foundation upon which many nfimancial motivation approaches can be b
Essentially, performance management is concerndd thie encouragement of produc
discretionary behavior. As defined by Purcell (20G8d his team at Bath Uningty,
“Discretionary behavior refers to the choices thabple make about how they carry out 1
work and the amount of effort, care, innovation @ndductive behavior they display. It is

difference between people just doing a job and jgetbping a great job”.

Performance management, if carried out properly, roativate people by functioning as a
component of the total reward process. It provigegards in the form of recognition throt
feedback, opportunities to achieve, the scope @ de skills, and guidance on career path
can encourage job engagement and promote commitiktihese are nofinancial motivatiol
which can make a longer- lasting and powerful impé@n financial motivation(Michel
Armstrong, 2005: 280).

32



Performance management is, of course, also assdoidth pay by generating the informat
required to decide on pay increase related to pegnce, competence or contribution. In s
organization this is its main purpose, but perfaro@amanagement & should be, much mc

about developing people and rewarding tem in thadest sense.

Timm& Peterson (2000:68) also cited about the ragpérformance reviews whichcan provale
basis for employee motivationf handled well. Often, however, these reviews Ipee
uncomfortable rituals for employees and manageiise,aleading to satirical “guides” #
effective appraisal session with employees canifgl@axpectations and objectives for b
supervisors and woeks and can provide a base for supportive, mutlaheficial relationship
A poorly prepared or improperly conducted perforogreview can undo in an hour all the g

manager- employee relationships that have developeda period of months or even years.

Ideally periodic performance reviews combine infation giving with information getting. Th
are not talking to subordinates, they are talkinthwubordinates. The manager’s role is,
must be, that an evaluator. An effective perforneaneview can accomplish the following,
according to Timmé& Peterson (2000:69);

o Let employees know where they stand.
X Recognize and commend good work.
X Provide workers with directions on how they cousgtimprove their work.

X Develop employees in their presgabs by suggesting ways to enrich or enlarge

tasks.
X Let subordinates know the direction in which thegyrprogress in the organization.
X Record results of the department or unit as a wanteshow where each person fits i

the larger picture.

o Officially warn certain employees that they muspnove.

While employees receive valuable information fromedfective performance appraisal, lea
also gain. Unfortunately, some people responsibteperformance appraisals often assign

priority to them because they are unaware of the benefits. ddamand supervisors report
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following advantages of effective appraisals.
The advantages of effectiy@rformance reviews were explained by Timmé& Peterso thei

book people at work: Human behavior in organization

< Performance appraisal gives valuable insightstimownork being done and those who
doing it.

X Maintain good communication with others about jokpertations and resul
opportunities are crated for new ideas and imprawethods.

X Anxiety is reduced because employees know how dheyloing.

< Increase productivity when employees receive timetyrective feedback on th
performance.

X It reinforces sound work practices and encourages gerformance.

X It also encourages two way commeations with employees, goals are clarified sey

can be achieved or exceeded.

X Regular appraisal sessions remove surprises almwtthe quality of work is beir
perceived.

o Learning to do professional performance appraisalsexcellent preparation for
advancement and increased responsibility.

2.4.7 Extent of training and its Impact on employeenotivation

According to Hannagan (2005:325) the purpose ofnitrg is to improve employee
performances in their current jobs and/or equiprthier more demandingoles or a change
their role in the future. It seeks to improve amyelopthe knowledge, skills and/or attitudes
employees.Apart from the benefits accruing to tidividual worker (greater versatilitgxtre
skills, etc.), many advantages accrue to the orgéion. Employees become more flexikileg
productivityand quality of work should improve, jeshtisfactiormight increase (with consequ
reductions in absenteeism and staff turnover rateg) the organization need notaftne
consequence of new technology.

So many studies are available on the subject, wéeelk to determine the impact of training

the motivation and commitment. Some are provideckdfeer:Cooper et al. (1989) foun
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positive relationship between training programs amgployee’s jobnvolvement. He argued tt
if there are some recognitions and financial besdbr the highperformers at the trainii
programs, the feelings of reciprocity emerges i liigh performingemployees as well as
other ones which motivate them to extend themseivesany ways suchs adapting new skil

knowledge and competencies which ultimately leadmproved organizational performance.

Miller et al. (1996)examined the need and impactraining and development on employees.
Training needs assessment is the first step of rgan@ation’s training andlevelopmer
program. It identifies the needs or performancaiiregnents of the organization. determine
whether there is gap between the actual performandethe standard performance gtthe
organization and if there is any discrepancy betwtbe two, then training is requirefifter the
needs assessment, the training objectives arendetat .i.e. who needs training amcha
training is needed. Then the training is designed implemated accordingly. At the end
isdetermined whether the training objectives weret.nThe evaluation system incluc
identifying participant reactions to the trainingppess, how much participantsead and ho
well the participants transfer the training backtloair respective jobs.f Employees subsequi
Performance would be better than the previous, itheam be saidhiat the training has a posit

impact(most of the time) on employee’s performapiterwise not.

Hughey and Mussnhug (1997) found a positive coricglabdween the employee training ¢
employee & job motivation. Today, every organizatjgrovidessome type of training to thi
employees after some intervals. Some companiesdaerdermal training such as initial ar
ongoing training programs, some hire outside trgniconsultants according to th
requirements. So motivation for implementing tragiprograms varies from company
company. A very few organizations provide effectiv@inings b their employees in order
improve their knowledge, abilities and skills, aheé correlatiorof such training programs w
motivation is high. On theother hand, some comap®vde trainings to meet health ¢
safety regulations and some firms provide trairongy for apparance sake and the correla

of such type of trainings with motivation is notlsgh.

35



Stephenson (1999) rely dhat there are two basic factors which are vergiafuo be present
the employees in this new changing economy i.dityabo learn and adapt and understandafig
the new corporate environment which can be utilibgdthe corporations through continuc
training programs in order to increase their mdioraas well asnvolvement towards their jok
He argued that continuous training and professideaklopments not a luxury but a necess
of today’s changing economy, as employees canrhatiderstandhat in order to cope with t
changing corporate environment and to exploit thiaré job oppdunities training programs ¢
very useful to make them up to date. So most of tiihme there is a positive correlat

betweentraining and professional development progrand the motivation of employees.

Gregory (2001) concluded that training has a giegiact on employee’ subsequent j
performance and the lack of training and develognmesults in managers not familiar w
thetask requirements as well as the core competerstich as knowledge, skills and abil
whichmanagers must possess to perform well the nag@on’s tasks, as a result tF
performance aswell as motivation level decrease. sHggested that the managers ar
organizatiormustbe knowledgeable in all newer functions thatyafo their departments so t
overallorganizatinal objectives can be achieved effectively andcedffitly in accordance wi
the newdemands possess by the corporate environment

2.4.8Creating a Motivational Environment

Timmé& Peterson (2000:63) cited that the nature ofimation and some of its effescon peopl
is very useful, even more important knowing how to create situations where motivatiam
work for managers and for their organization. Maagcannot force people to be motive
Their input to the motivating situation is limiteahd, & best, bears indirectly on the performe
of others. This does not mean that they should regropportunities to help people motiv
themselves. What managers can most profitably deeék to understand what motivates
individual employee at a pactilar time. And there is only one realistic way tw

thatcommunication.
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Blanchard and Johnson (1982) described that the effective managers seelsderstand wh
motivates others through listening and encouragieg expression of employee wants. Bec
motivation is goal oriented, managers and theirleyg@s must clarify organizational and w
group goals, as well as the individual objectivetlod employee. Managers need to see v
each person fits. In most cases, individual wantsgbals can mesh effectively with the neec

the organization.

Frederick Herzberg put forth a twiactor theory of motivation. He suggested thattthiegs the
can motivate people appeal to the higher order :n@sddescribed by Maslow. These inc
opportunities for achievement, recognition, challeg work, respnsibility and advanceme
Many mangers however spend a great deal of tinegtitp motivate people by appealing to t
lower levels needs. For instance, providing pe@pte more comfortable wok environments,
office with a view, or even pleasantlationship with supervisors and employees can
probably will, lead to worker satisfaction. The twWactor theory identifies motivation a
satisfaction as two different and often unrelatbihgs. Where working conditions are toler:
or better, mangers waste a great deal of time trying to motivaé®ple using satisfiers.
minimum satisfiers are not met, however, workens loa highly dissatisfied, and this can
disastrous effects on their productivity.

According to Timm& Peterson (2000:66p tcreate a motivational climate, there mus
openness between managers and subordinates. Eatlnawe a clear understanding of bott
organization’s goals and, to the degree possibke ndividual employee’s goals. The mani
must be flexible, cr&tive, and receptive to new ideas from subordinatee only way this ce
be conveyed is through effective communication gusitive interpersonal relationshi
Sometimes employees find it difficult to expressspeal goals. Effective supervisors vhkelg
employees formulate their goals through discussidrese efforts can pay off handsomel
motivating organizational memberd.he manager’'s primary task is to create a climateust
so that a subordinate will feel comfortable in dfig suggesons about the nature and scop
the worker’s job. Once the trust is created, th@esusor and worker can systematically dis
the nature and duties of the subordinate’s jom{n& Peterson, 2000:67)
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2.4.9The role of Feedback in Motivation

According to Mackay (2007I05) feedback is essential to motivate people tdopea well. If
they are never told how they are doing they may neaily know and will soon becor
demotivated. Feedback must be rapid both posiovardise good performance and constrictive
to correct performance. Invent occasions to gieglback if necessary, e.g. an informal chat
an individual, praise in front of the individualf®ers, corrective behind closed doors, prais
individual, criticize the act. Team meeting da@ held regularly to give feedback to a gr

Feedback to a group in praise of good performaanegenerate good team spirit.

For a performanceriented individual, though, praise and acknowledget of met goals by t
supervisor is necessary, andsita motivator for setting higher goals for the tneund of work
Like it or not, though, telling individuals thatet didn’t meet a goal is a de motivator, ar
actually decreases future performance (Dweck amgéi, 1988). Rather than using cigio, ¢
better strategy is to help the employee find sfjiateto succeed in meeting the goal or to re
the goal so it is in fact possible to achieve. gheseek out situations in which they can e:
and they avoid situations where they won't. I& tthanager wants to motivate of individua
greater performance, the best way to do it is émtifly ways that the individual can achiev

series of smaller successes that lead to the lgager

Mackay (2007:302) concluded that feedback is aluabommunicating openly about someot
performance or the effect on other people and esefbre a vital part of job as a manage
essential that creating a general atmosphere ofuahlmccurrence, not just the dreaded ar
appraisal! Giving or receing feedback is not always easy but, if done prop the rewards ci

be great: open communication plus clear understgridads to continuous improvement.
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2.5Current Issues in Motivation

Understanding and predicting employee motivation oise of tle most popular are
inmanagement research. Thentemporary theories of employee motivation afeuémced b

some significant workplace issues. {Steven P. RabMary coulter}These are:-

» Motivating in tough economic circumstances,
» Managing cross-cultural challenges,

» Motivating unique groups of workers, and desigrapgropriate rewards programs.

2.5.1Motivating in tough economic circumstances,

Managers came to realize that in an uncertain engnthey had to be creative in keeping t
employees’ efforts energized, directed, and susthtoward achieving goals. They were for
to look at ways to motivate employees that didmvolve money or that were relativ:
inexpensive. So they relied on actions such aditgimeetings with emplees to keep the lin
of communication open and to get their input omess establishing a common goal, suc
maintaining excellent customer service, to keepymre focused; creating a community fee
employees could see that managers cared aheuat and their work; and giving employ
opportunities to continue to learn and grow. Anidga@urse, an encouraging word always we

long way(http://www.insightlink.com/)

2.5.2Managing cross-cultural challenges,

According to Robbins, Mary Coulter. (2012:446-44ii)today’s global business environm
managers can’t automatically assume that motivatipnograms that work in one geograj
location are going to work in others. Most currembtivation theories were developed in
United States by Americans and about Americans. bdathe most blatant pramericar
characteristic in these theories is the strong esighon individualism and achievement.
instance, both goaletting and expectancy theories emphasize goahgishment as well

rational and individual thought. Maslow’'s need hietay argues that people start at

39



physiological level and then move progressivelyth hierarchy in order. This hierarchy, i

has any application at all, aligns with Americatture.

Another motiation concept that clearly has an American bideasachievement need. The v
that a high achievement need acts as an interndivatar presupposes two cultL
characteristics—a willingness to accept a modetatgee of risk (which excludes counsrieith
strong uncertainty avoidance characteristics) arambracern with performance (which app
almost singularly to countries with strong achieeatcharacteristics).

Employees around the world examined two culturabratteristics from the GLOE
framework—individualism and masculinity in relation to motiian. In individualistic culture
like individual initiative, individual freedom, anthdividual achievement are highly valu
Employees may be less interested in receiving iddal praise but place a greatnphasis ¢
harmony, belonging, and consensus. Despite thes-cudwiral differences in motivation, so
crosseultural consistencies are evident. For instanbe, desire for interesting work see

important to almost all workers, regardless ofitinational culture.

2.5.3Motivating unique groups of workers

Motivating employees has never been easy! Emploger® into organizations with differe
needs, personalities, skills, abilities, intereats] aptitudes. They have differempectations ¢
their employers and different views of what theinkhtheir employer has a right to expec
them. And they vary widely in what they want froheir jobs. For instance, some employee:
more satisfaction out of their personal interesid pursuits and only want a weekly paycheck
nothing more. They’re not interested in making ithveork more challenging or interesting o
“winning” performance contests. Others derive aageal of satisfaction in their jobs and

motivated to exert high levels of effort.
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2.6Contingency Approach to Motivation

Patrick O.Yalokwu (2002:361) tries to explain theistration of employees in relation
motivation. Motivating employees is a tricky pramldecause of individual differencesneel
patternsand also not possible for any organization to §aéi the needs of even one emplo

let alone of all the employees. Moreover, an orzion has its own needs for goal achievement
which it seeks to fulfill through its employees. iFhrequiresintegration of individualar
organizational needs. The integration is also aadyo phenomenon as both organizational
individual needsare in a state of continual change in responsentanereasingly dynam
environment in which they operate. Thatd say, managers should adopt contingency ap

to employee motivatiorsince need of the organization as well as of imlligls are situatic

bound; the managerial approach to their integratidirhave to be situational.

Frustration

If a person’s motivational drivinfprce is blocked before reaching a desired goal,aitcom
may be frustration. Frustration is a negative respao the blockage of a desiggmhl and resul
in a defensive form of behavior. There are manysiids reactions tdrustration caused |

failure to achieve the desired goal.

AccordingtoBrown (1980)they include aggregatiorafion and withdrawal.
s Aggression
This physical or verbal attack on some person ¢eable.g.Striking a supervisor, usi
abusive language or malicious gossip about a sigoervlihis kindof behavior may k
directed at the person or object that is perceasethe source of frustratiow/here such
direct attack cannot be made becauséoofinstance, the source of frustration is not «
or where the source of frustration is feared, sushaapowerful superior, then i
aggression may be displaced towards some otheorpers object. With displace:
aggression, the person may find an easier, safsppeas a scapegoat for an outle

frustration.
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Regression

This meansvhen people or things regress, they return to alieeand less advanc

stage of development.

Fixation

This is persisting in a form of behavior which has adaptive value and containing
repeat actions which have no positive resultsiealility to accept change, correction:

new ideas, or insisting on applying for promotionen one is not qualified.

Withdrawal

This is apathy, giving up or resignation e.g. angvat work late and leaving eal
absenteeism, refusal to accept responsibility,ipgsgork over to colleagues.
According to Don Hellriegel and Susan E (2002:38&¥cribe how understdimg the
dynamic of motivation can help managers improve leyge performance. Manage
who understand what motivates employees and whiedaie from employee motivati
have a good basis for diagnosing and rectifyingcteses of performance problems.

Summary

It is appropriate at this level to give a concisenmary of this researdpPossible explanatio
were carried out using different theoretical framerks and theorieshat was articulated |
different scholars. The literature used in thisth&overs a wide range of issue that is reladed
the statement of the problem and the researchevidlthat they are valualide addressing tt
purpose of this thesis. The literature that showusre the theory was lackiray have limitatiol

(short comings or criticized for), has been gretlken into consideration.

42



CHAPTER Il
RESEARCH DESIGN AND METHODOLOGY

3.1Research Design

The study was involved imvaluating the impact of motivation on the job periance c
employee in the specified company. Consequentlscrigive research were desigriedobtair
pertinent and precise information concerning th& pad current status of phenomena and

conclusions from the facts discovered to achieeeothjective set out by the researcher.

3.2Population & Sampling Techniques

Taking in to account the time and budget availgbiio conduct this research sample of 7
elements were selected in simple random sampliethad from different departments
Teklehiamanot Pepsi cola plant.Out of the total ydajon the researcher didn’'t take i
consideration the contract employees who are noetfited from some of the motivatiol

approach of the company.

3.3Types of Data and Tools/Instruments/ of Data Claction

This research wabasically designed to identify the motivational eggch that the manag
used in relation with the job performance of theplayee. As a primary data questionnaire was
designed, this contains both closed and sg#osed questions to collect the required data «
motivational approach and its impact on the jodgrarance of the employeln Addition to this

interview with the designated employees were cotetlic
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As a source of secondary data books, internet, aimeportand procedural manuals of
company which can supplement the evidence of writkecument and other related eval or
the subject matter were used to make the reseamplete.

3.4Description of the Instrumentation

% Questionnaire — to find the response of employegardingimpact of motivation on tf
job performance of employee.

« Work Motivation — The Independent Variable.

« Performance — The Dependent Variable.

% Case — Employees.

3.5 Procedures of Data Collection

Pre testing of the structured questionnaire haadh loaeried out using 20 respondents and t
on the feedback necessaryamendmemése incorporated on the ultimate version of

researcher’s instruments of data collection.

3.6Methods of Data Analysis

Descriptive data analysis method will be used t&ertae research complete and the respadioses
the structured close-ended questions were ratgebinentages. The percentage of resient:
for each alternative were given and analyzed. Tam ctollected wereanalyzed using tt
computer software known as Statistical PackageSkenvice Solution (SPS$nd Microsol
Excel 2010.
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CHAPTER IV

Findings of the study

4.1 Company Profile
4.1.1 Company History

Moha Soft Drinks Industry Share company was formeahe 18 of May 1996.The compa
was formed after the acquisition of four Pepsi qubnts located at Addis Ababa ( Nefas Sil
T/Haimanot), Gonder and Dessie which were purchasg&heik Mohammed H. Akmoudi in
the 18" of January 1996. Currently, with new factory in Asa (Awassa Millennium plar
Moha is engaged in the production of Pepsi colapy Mirinda Orange, Mirinda Tonic a
Mirinda Apple. The products are available in 300raturnable bttle, 1 liter PET plastic boti
and in keg or barrel container. In addition to thisha is engaged in the production of bot
water in 0.5 liter pet plastic bottle and returmaplass bottle by the name “Kool”.

Tekelehaimanot Pepsi cola plant wasablished in 1961 as “SABA TEJ” share company
nationalized in 1975 replacing the old line andtsthproducing Pepsi cola, Mirinda and T¢
brands in January 1978. Currently, T/Haimanot piamhanufacturing Pepsi Cola, 7 up, Miril
Orange, Mirinda Tonic and Mirinda Apple in 300miumnable glass bottles.

4.1.2 Vision, mission and Statement of commitmenotFood Safety and Quality

Vision :-

Moha Soft Drinks Industry Share company Tekelehawh&epsi cola plant’s vision is to make
each of the products to be a drink of first ch@ogong consumers and obtainable throughou

Ethiopian market. The company intends to crate@sapvalue for shareholders, customers and

employees.
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Mission :-

The mission othe company is to be the best soft drink industryhie country by continuous
improving the responsiveness to the needs and omod its customers, employees, partr
and the communities in which it serve. This will Becomplishedthrough the continuol

development of employees, an emphasis on costezffig, market expansion, and profitability.

Statement of commitment to Food Safety and Quality

Management and employees of Tekelehaimdteysi cola plant are committed to produ
safe, legal and quality beverage products and aes\that continue to satisfy the growing n

and requirements of its customers and interestdgepa

Product safety, legality and quality is the resphlity of everyone in the plant and all i
totally committed to meeting food safety and prddgoality requirement and contini
improvement at all levels and within all the fucts of plant. This commitment is consiste
achieved through the implentation and maintenance of food safety and qualianagemel

system that addresses any relevant legal, corpawadmer or other obligation.
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4.2 Empirical findings

4.2.1 Demographic profile of Respondents

In the previous chapter the conceptual approachiook motivation on the job performance
employee were discussed. Here in this chapter dte ahalysis of the study obtained from

company had been presented.

Table 2 Description of Respondents profile

Category Description Number of respondents | Percentage share
Sex Male 41 58.57 %
Female 29 41.43 %
Age 20- 25 2 2.86 %
25-30 21 30 %
30-35 16 22.86 %
35-40 19 27.14 %
Above 40 12 17.14 %
Education Up to Grade 8 2 2.86 %
9uptol2 4 571 %
Diploma 23 32.86 %
Degree 37 52.86 %
2" Degree 4 5.71 %
Work 1-3 Years 9 12.86 %
Experience 3 -6 Years 17 24.29 %
6 -9 Years 10 14.29 %
9-12 Years 11 15.71 %
Above 12 years 23 32.86 %
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Source: Own Survey

Based on the data collected from 70 respondentshmivere dived into various categorie
proportion of 58.57 % were male and 41.43 % fenaate an age series of 20 to 40 and ab
The education back ground of respondents indidates2.86 % were ufp Grade 8 level whi
5.71 % accomplished their secondary school wheB2a86 % were having diploma and
majority 52.86 % were degree holders along witlséhof 5.71 % who had their second de
The work experience of the respondents’ showedIh&86 % had an experience that range
1-3 years, 24.29 % were in the range & ears, 14.29 % were having 6 up to 9 years

experience whereas 15.71 % were in the categor@-&P years and the rest 32.86 % ha

experience more than 12 years.

4.2.2 Vision, Mission & Objective of the company

Table 3 Attitude of respondents towards theVisionMission & Objective of the company

objective?

Do you feel that you are well informed of the compay vision, mission &

No of respondents

Percentage share

Strongly agree

12.86 %

Agree

52.86 %
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37
Neutral 18 25.71 %
Dis agree 4 571 %
Strongly dis agree 2 2.86 %
Total
70 100 %

Source: Own Survey

Setting of organizational objectives is the stargooint of any managerial actionsserves as
guide linefor the entire employeewithin the company to knoWwatvdecisions and tasks &
align with the mission of the company. As tablen8icates that 12.86 % of the pemdents wel
strongly agree in well-informed of the company ersi mission & objective while 52.8% were
agreebesides 25.71 % were neutralwhereas the rest%.dhd 2.86 % were dis agree

strongly disagree respectively.

4.2.3 Financial Motivation

Table 4 Inclination of respondents towards the Finacial Motivation

Do you feel that you are well satisfied with the pa& benefit you get from
the company for your Job?

No of respondents Percentage share

Strongly agree 8.57 %
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6
Agree 13 18.57 %
Neutral 16 22.86 %
Dis agree 30 42.86 %
Strongly dis agree 5 7.14 %
Total 70 100 %

Source: Own Survey

Organizational interest in compensation aims tdifate performance and retain competent
dedicated employees. As it can be observed fronathle below, only 8.6 % of the respondet
were strongly agree with the pay and benefit thely §8.57% age whereas 22.86 % of
respondent were neutral and the majority 42.86 %eveesagree and the remaining 7.14 %

strongly disagree.

The impact of different categories of pay and relsamprograms on engagement
employee,discovered that thay and benefits showedweakest relationship wighntlanageri
approach of the company.

Furthermore the respondents consent regaiti@gmagination of the pay they get correspt
to their responsibility exhibited that 11.43 % weteongly agree, 18.57 uf the responder
agree, yet again 18.57 % were neutral while thpmty48.57 % were disagree witkhe res
2.86 % of the respondents who were strongly disagi@ble 5 below showtheir stanc

concerning this subject matter.

Table 5 Outlook of respondents towards their respaosibility
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responsibility?

Do you believe that the pay you get from the compammatches your

No of respondents

Percentage share

Strongly agree 8 11.43 %

Agree 13 18.57 %

Neutral 13 18.57 %

Dis agree 34 48.57 %
Strongly dis agree 2 2.86 %
Total 70 100 %

Source: Own Survey

4.2.4 Non - Financial Motivation

Table 6 Rate of respondents towards the Non-Finarali compensation

How do you rate the promotion and recognition you gt from your work?

No of respondents

Percentage share

Very Satisfactory
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571 %
4
Satisfactory 21 30%
Somewhat satisfactory 15 21.43 %
Indifferent 12 17.14 %
Unsatisfactory 18 25.71 %
70 100 %
Total

Source: Own Survey

Employees are motivated to wohlard when they are provided a fair compensationwiork
rendered to the organizatioh.is presumed that employees are willing and coaipee to d«
their jobs to the best of their abilities if theglieve that the promotion and recognitien
relatively equitable to their performancks we can see above on the table the responge
bulk of the respondents pleasing level positionedsomewhat satisfactory, indifferent
unsatisfactory even though the Small proportiom.GflL % & 30 % of the perogage share a
very satisfactory and satisfactory respectivelycawning the rate of promotion and recogni
they get from their work.

There should be an adjustment on employee’s promoifi not the company could not retain
most impotant workers and also losses the willingness anue@bive of doing their jobs to t

best of their abilities.

Beside this the chance of promotion in the respeaepartment of the respondents resp
showed that only 4.29 % rated the opportunityexagellent, 14.29 % as very good while 30 %
of the respondentsassessedmerely as good afhdtitier 21.43 % as average and the rest 30 %

ranked as poor.
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Table 7 Grading of respondents towards the opportuity of promotion

How do you rate the chance of promotion in your degrtment?
No of respondents Percentage share
Excellent 3 4.29 %
Very good 10 14.29 %
Good 21 30 %
Average 15 21.43%
Poor 21 30 %
70 100 %
Total

Source: Own Survey

4.2 5Distribution of Work

Table 8Perspective of respondents towards distribidn of Work

Do you think that there is fair distribution of wor k?

No of respondents

Percentage share

Yes

26

37.14 %

No
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62.86 %

Total 70 100%

Source: Own Survey

Table 8 shows that 37.14 % thie respondents rely on there is fair distributbtbrvork while the

left over i.e. 62.86 % had an inclination towanabalanced distribution of work.

4.2.6Task performed

From the above enquiry the researcher analyzedatiate half of the responderslieved the
there is no fair distribution of work. Having thikhe table below depicts the type of task w
has a direct effect on the job performance of theleyee. The data collected showed that 37.14
% of the respondents perform tasks which are mawlythe same, likewise 24.29 %caoyi
many but variesduties, about 15.71 % of the respiotsltasks are little and the same, while the
10 % execute little works which are varies, andrds 12.86 % of the respondents halak thei

job is neithe many nor little.

Table 9Citation of respondents towards the type daiask performed

What is your comment about the task you are perfornmg?

No of respondents Percentage share
Many & the Same 26 37.14 %
Many but varies 24.29 %
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Little & the Same 11 15.71 %
Little but Varies 7 10 %
Neither many nor little 9 12.86 %
Total 70 100 %

Source: Own Survey

The above table shows that there is uneven disimitbwof task to certain magnitudéus thi
management team of the company should have todemiéiese unlikallocation of duties ar

responsibilitiessince such gaps can create exloaustid work load stress up on employees.

4.2.7Supervision Support

Table 10 Attitude of respondents towards their Imnméiate Supervisor

Do you think that you get adequate support from youimmediate
supervisor at work place?
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No of respondents Percentage share
Strongly agree 14 20 %
Agree 37 52.86 %
Neutral 8 11.43 %
Dis agree 8 11.43 %
Strongly dis agree 3 4.29 %
Total 70 100 %

Source: Own Survey

The result indicates that most of the employeesewsaving adequate support from t
immediate supervisor. Therefore the company shbaice to keep this prospect as a sourt

asset to create a positive effect on employee®prance.

More over the response accumulated fromréspondents about their immediate supervis
understanding their problem confronted at theoaplishment of their duties alstows the
21.43 % and the majority 45.71 % of the respondare strongly agree and agrespectivel
while 21.43 % were neutral and the remaining 10%agliee along with 1.43 9%f the

respondents who were strongly disagree.

Table 11Perception of respondents towards their Im@diate Supervisor sympathy

Do you believe that your immediate supervisor undstands the problem
you face at work?

No of respondents Percentage share

Strongly agree 21.43 %
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Agree 32 45.71 %
Neutral 15 21.43 %
Dis agree 7 10 %
Strongly dis agree 1 1.43 %
Total 70 100 %

Source: Own Survey

4.2.8 Job Performance

The performance evaluation serves as an area vpegfermance improvement is needHte
supervisor provides feedback on how well the emgsog performing on employee’s job. Thus
the fair evaluation notion can help employé@®ptimize success in their job. Hence the re
shows that 12.86 % of the respondents were straayige, 37.14 % merely agree and 25.7
were neutral while 20 % of the respondents disagm@ thelimited 4.29 % were stron

disagree. Moreover it could be seen from tabledl@v.

Table 12 Review of respondents towards evaluatiorf their job performance

Do you feel that your job performance is fairly evéuated?

No of respondents Percentage share

Strongly agree 12.86 %
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Agree 26 37.14 %
Neutral 18 25.71 %
Dis agree 14 20 %
Strongly dis agree 3 4.29 %
Total 70 100 %

Source: Own Survey
4.2.9 Skill and competence

Table 13 Response of respondents towards participan of trainings

Do you participate in trainings to improve your skils and competencies?
No of respondents Percentage share
Yes 33 47.14 %
No 37 52.86 %
70 100%
Total

Source: Own Survey

Training can enhance employee performance as wgelkdl and competencies. In additi
training is seen as a useful means of coping witinges fostered by technological innovai
market competition and organizational structuritigis also necessgrto ensure an adequ
supply of staff that is technically and sociallyrgoetent and capable of career developmen

specialist departments.
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Training in Moha ismore or less unplanned and unsystematic as it eaobberved from ti
response of the respondents’. The greater percemtathe respondents i.e. 52. 86vlére no
participating in trainings, on the other hand tkeenaining proportion of the respondérnits.
47.14 %were participated. It is undeniable fact; trainitegds to have a positive impact

employee performance.

4.2.10The Outcome of Training

In order to detect the level of motivation an emgus forwarded for those who participatec
trainings whether they come up with new and betteas of doing things. The result shathvai
almost all of them had a strongconsensus on thedumatter. Since theutcome demonstrai
that it advanceskills and competence the company should facilitedeings for those wt
don’t have access so far.

4.2.11Working environment

Working environment is considered to be an impdrtéactor that affects perfmance
Subsequently company’s in order to boost produgtsiould design work emenment in a wa
that satisfyemployees. When employees feel their work envirarninas a comfortable place
work at, they would surely outperform. As it candizserved from the table below 8% of the
respondent rated the condition as Excellent, 3%4&s Very Good along with 35.74 of the
respondent who rated as Good and the remainin@e28nd 4.29 % felt that thwrking

condition were average and poor respectively.

Table 14 Mindset of respondents towards working enronment

How do you rate the working condition /environmentof your job?

No of respondents Percentage share
Excellent 8.57 %
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Very Good 22 31.43 %
Good 25 35.71 %
Average 14 20 %
Poor 3 4.29 %
70 100 %
Total

Source: Own Survey

The result indicates that most of the employeesweaving affluence in the working condit

therefore the company should have to keep this ity as source of strength to proceed.
4.2.12 Team Sprite of employees

Effective teamwork among employees creates happiaesl more positive benefits to
company. Employeeshould work pleasantly in order to achieve a betsult. The gratificatic

of employees in team sprite is ranked as 18.57 ¥hefespondent believed that it is excellent,
25.71 % and 32.86 % ranked it as very good and gespectively, and the slighimber of th
respondents that was about 18.57 % and 4.29 %eviedlithat it is average and poor. Thbl¢

below shows the respondent attitude towards thigeis

Table 15 Ratingof respondents towards team sprite

How do you rate the team sprite of your working enronment?

No of respondents Percentage share

Excellent 18.57 %
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Very Good 18 25.71 %
Good 23 32.86 %
Average 13 18.57 %
Poor 3 4.29 %
Total 70 100 %

Source: Own Survey

4.2.13Involvement of Decisions

Table 16 Attitude of respondents towards involvems of Decisions

Do you think that you have enough involvement in dasions that affect your
work?
No of respondents Percentage share
Yes 51 72.86 %
No 19 27.14 %
Total 70 100%

Source: Own Survey

As it can be observed from table 16 above bélhe respondents have enough involveme
decisions that affect their work. This trend in Misha sensible practice that can develog
confidence of the employees in their assigned dDtythe other angle there were slighbup o
respondents without enough opportunity in involvatre decisions.

4.2.14 Respondents Justifications in the involvemeof decisions
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Based on the above enquiry those respondents wiib ldave enough involvement in decisir
were requested to justify their reason and soneoregents replied as their supervisor didn’t
the opportunity whereas the other believed thatetieno delegation of power to engagehis
kind of activities and while others waar't have the access to decide and had an opihia

decisions are always from top to bottom.
4.2.15 Department feedback

Table 17 Review of respondents towards departmentsedback

Do you believe that your department uses feedback make improvement
in your performance?
No of respondents Percentage share

Strongly agree 7 10 %

Agree 24 34.29 %

Neutral 20 28.57 %

Dis agree 13 18.57 %
Strongly dis agree 6 8.57 %
Total 70 100 %

Source: Own Survey

Feedback is essential to motivate people to perfeeh. If they are never told how they are
going tosucceed, afterwards they may not reallpediorm and will soon become demotivated.
The response gathered from the respondents exhibig¢ 10 % of the respondents were strc
agree inobtaining feedback from their respectiwepaitments, likewise 34.29 % of
respondents merely agree and the 28®Were neutral while the remaining 18.57 % and 84

were disagree and strongly disagree in getting tatioo from their departments.
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4.2.16Suitability of motivational approach intendedfor employees

Table 18 Inclination of respondents towards Suitallity of motivational approach

Based on your special skill and creativity do yobelieve that the
motivation forwarded to employee is appropriate?
No of respondents Percentage share

Strongly agree 8 11.43 %

Agree 17 24.29 %

Neutral 15 21.43 %

Dis agree 26 37.14%
Strongly dis agree 4 571 %
Total 70 100 %

Source: Own Survey

Based on employees special skill and creativitpoadents were requested to ratertiagivatior
forwarded to employeeand the extent of their consent portray that ohly43 % of th
respondents were strongly agree along with 24.28H% were agree and 21.43 % were ne

whereas the remaining 37.14 % and 5.71 % werguisaand strongly disagreesequentially.
4.2.17 Present Job Satisfaction

Table 19 Attitude of respondents towards present jo satisfaction

Do you feel that you are well satisfied with youpresent job?

No of respondents Percentage share
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Strongly agree 8 11.43 %

Agree 19 27.14 %

Neutral 23 32.86 %

Dis agree 16 22.86 %
Strongly dis agree 4 571 %
Total 70 100 %

Source: Own Survey

Different factors can determine the job satisfattiof an employee, among others th
motivation is the major mechanism. As it is depictabove in the table only 11.43 05 the
respondents were strongly agree with the satisiactf their present job, 27.24 agree, where
the larger proportion (32.86 %) of the respondet been neutral in their responsesl the re:
22.86 % disagree along with the 5.71 % of the nedpnots who were strongly disagree.

4.2.18 Managerial overall approach

Motivation only works if it is meaningful and if ¢hgoals set are realistic, attainable,
measurable. It should be usually effective and abpe differentgroups of employees. T
managerial approach to motivating employee focosethe behaviors of managers, in partic
their use of goals and rewards. Consequently théctige leads to motivational level
employees that play a great role on the performah@mnployee. As it can be seen in thble
below only 10 % of the respondents Strongly agritle tlat, the company is successful base
the motivational approach extended to employeeg32% were merely agree, whilee widely

heldrespondents were neutral ,disagree and straligggree in distinct percentage share.

Table 200utlook of respondents towards the companyotivational approach
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How do you feel that the company is successful basen the reward and
motivation extended to employees?
No of respondents Percentage share
Strongly agree 7 10 %
Agree 15 21.43 %
Neutral 31 44.29 %
Dis agree 9 12.86 %
Strongly dis agree 8 11.43 %
Total 70 100 %

Source: Own Survey

Lastly at the % part of the questionnaire the respondents wereestgd to indicate the degret
motivation by some selected factors that the rebear wants to address
theindividual'sdifferentiation in motivational devand their overall motivationwhich was cite
on the specific objective of the study. Thus thecomeshows th#te respondents were mark

at distinct level of extent up on the given scMereover it could be seen from the table below.

Table 21 Degree of motivation on particular factors

High Medium Low
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No of Percentage No of Percentage No of Percentage
respondents share respondents share respondents share
Good 50 71.4 20 28.57 % - -
Salary %
Promotion & 58.57 % 26 37.14 % 3 4.29 %
Growth 41
Interesting Work 41.43 % 47.14 % 11.43 %
29 33 8
Good Working 28 40 % 11  58.57 % 1.43%
Condition 1
Job Satisfaction 45.71 % 37.14 % 17.14 %
32 26 12

Source: Own Survey

The most obvious general observation that couldhbde from table 21 above is thatehsre

group of respondents’ motivational drivevaries framdividual to individual.So managers

Moha soft Drinks company should understand the individddference that shape ee

employee’s unique view of work and use this undeding to maximize each employe

effectiveness.

DS

INTERVIEW

X In your opinion which reward System/action/ do empbyees prefer? Why?

Regarding the reward system the researcher obtainesponse from the management lir

that the employees prefer financial rewards forrdeson that the current inflation rate of

66



country is rising from time to time, hence theyl fédmat monetary reward is the best for th
Concurrently the researcher also conducted arvieterwith the focus group employees
the response that was accumulated was that theogess prefer basic salary increment
promotion and growth from their post.

X Do you believe the rewards have increased employgerformance? Why or Why

not?

The reply emanated from the focus group responderksbited that the motivation
approaches practiced in the company has increasegerformance of those emplogaghc
has got the chance in their system by being mavdyative contrary to those who hawet
got the opportunity.

K/

X Can the reward systems be improved or developed ftiver? How?

The researcher conducted an interview concerniagatiove issue with botthe manageme
and the focus group subordinate. The managemedtthad the reward systems in the com;
can be further improved since our emphasis is noordinancial rewards, besides, it car
further improved by incorporating and giving mucévdtion to norfinancial rewards for tt
betterment of employees’ further career.

On the other hand in the focus group interview wiitb subordinates the researcher acqui
suggestion from the respondents on how to improxkedevelop the reward system. Many ol
suggestions were that on the improvement of disti@dreatment oémployees who are enga
in the primary activities and support activitiestio¢ value chain analysis of the company. W
those who are engaged in the primary activities gettain incentive, yet those who are eng
in the support activities get®ne and they believed that subsequently both &esvare worke
for one mission, there shouldn’t be dissimilar tmeant.

The response emanated from some of the other rdsptm in this regards was that
improvement on the issue of promotion. &ifromotion is only made when the senior empl

resign. Furthermore they justified that there stidug¢ upgrading mechanisms for employee

67



giving grades up on his /her stay in the compastesd of the above mentioned scheme.

X What is your comment @out your department feedback to improve you

performance?

Concerning the department feedback, the reply steddrom the respondents was that the
of feedback in the company is at its infant stage different divisions or departments have

effectively and objectively evaluated their empleyeaccordingly.

X Is there a chance to participate normanagement employees in the decision maki

process of the reward system?

Regarding the participation of non-management eygas in the decision making procetig
response forwardefilom the focus group indicated that they don’'t hameugh involvement
decisions regarding the reward system. Becaudeeafeiason that thedidn’t get the opportuni
forwarded by the management and had a faith in thete is no delegation of power
participate in this kind ofendeavors.

X What is your comment about the overall reward and motivation extended tc

employee by Moha Soft Drink Company?

The overall comment emanated from the responddrustahe reward and motivation exten
to employees was that, since in this competitiveiress the human part of any organizatic

the most valuable assets of the organization, MefaDrinks Industry should coup up with 1
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competition by intensive work on the continuous ioyement of its most valuable as:
(human) and implementing different types of rewagdtems, hence the employees ca

motivated and work for the achievements of the camyand their own objectives too.

4.3 Discussion of Empirical findings

In this section the empirical findings or reswfghis study presented aboaeeconnected to t
theoretical framework.lIt is necessary to make dasler aware at this point that in dissing th
responses or results of this study, major emphadisbe placedon themajor factors c
motivation that more stipulate the statement ofrablem.

As Lawler (1998) Points out, people’s feelings ahitve adequacy of their pay are based u
comparison they make between their own and othexgernal market comparisons are n
critical because they are the ones that strondlyance whether indiduals want to stay wi
the organization.

From the study observed, even if the management tdaMoha extendedinancial motivatiol
and rewards,the researcher come to analyze thantipdoyee still have protest aboutRay it
often a dominant factoin the choice of employer and pay is important agrsition whe
people are deciding whether or not to say with myamization.Hence this trouble is likely le.

to exist the company if given the opportunity. Tea be vividly shown by inferring the number
of resigned employees for the last three yearsti@personnel annual report.

Table 22 Distribution of employees who resigned fra different departments

July 1/2012 -
Department July 1/2010 — June 30 2011 | July 1/2011 — June 30 2012 June 30 2013
Noofemployees resigned No of employees resigned  dlemployee
resigned
Finance - 1 3
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Human Resource - - 1
Procurement 1 1 2
Production 1 5 5
Quality Control - 1 1
Sales 4 4 12
Technic 2 2 1
8 14 25
Total

Source :- Personnel annual report

The above table demonstrates thatthe numberof gegdowho left the company iiscreasin:

from time to timehence; this leads the companyear additional hiring cost.

Although thetheory articulates that apartfrom Rag conditions of work, the most immed
incentives available to employees are opportunibesgpromotion. (Tim Hannagan 2008ut
this doesn’t really happening in Moha Soft Drinksnpany. The collected data and the resg
from the focus group respondents indicate that wgeisfaction level and inclination showsi
it was minimal.Consequently this leads to the o&éabor turn over since able staffs leahe
organization to do higher level work.

According to Robbins (2012) managers motivate ildigls on the job, by
designingmotivatingjob$he jobs that people perform in an organizationukhmot evolve b
chance. Managers should design jobs deliberatalytlamughtfully to reflect the demands of
changing environment, the organizat®rtechnology, and employees’ skills, abilities,d
preferences. Theesearcher has no any doubt about the fact thatmpboyee will prefer a borir
and monotonous job that lives him unsatisfied. €feee, organizations are faced with the tas
making work interesting for their employees. Hoeevesults reveal that the distributioh

work in the company is not fairly scattered and @ower it was uneven.
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It was articulated by Mackay (2007) feedback ire8al to motivate people to perform weétl.
must be rapid both positive to praise good perforceaand constrictive to correct performance.
Nonethelesthe reply harvested from the respondents wadlieassue of feedback in Moha £
Drinks company is at its grass root level and d#fe divisions or departments have
effectively and objectively evaluated their empleyeaccordinglyHence this result does |

fully support those reached by Mackay.

Chapter V

Summary, Conclusions and Recommendations

5.1 Summary of the findings

The result of this research evidently shows thatelwere some considerable differences ii
consent of the followingmotivational mechanisms.eThespondents hadome frustratio
regarding the issue of promotion and recogniti@amsequently the compg is expected to ta

some action on it.
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The major finding emerging from this research &t tthe prevalence of imbalanced work wi
can reduce the inspiration of the employee. A \wBat attention is expected in the distribu
of career since making it interesting and vasjusted can motivate employees to perform |
than obligated to warrant theirduty.

The other outcome of the study vividly showed ttia training trend in Moha soft Drin
industry isunplanned and unsystematic. Trainingushbe provided in a formal way and a
some interval for all employees sinceit surelydoas a positive impact on both motivation

job involvemen

Finally given the difficult nature of identifyingolw and what really motivate employdess it or
financial or non-financial bases the company shdaddwilling to continuouslyand on regule
basis, undertake employees surveysrder to understand what employees expects from
current job. Since meeting their expectation cailifate a mutualvorking environment for bo

the employees and its management.

5.2 conclusion

The concept of motivation alone can never threpaple to work hard. Threats can create
and resentment for the employees which are likelpe ineffective in the long run. Rather i
better that people should be motivated as it isebetl thatthe driving force which results frc
motivation will compel people to put in their bestit of willingness. Acknowledgment &
awarding even a simple thank you may be enoughhwban build difference in employe
work performance; let alone arranging different ivatttonal approach in work place. Thiohe
soft Drinks company should strive to intensivelypdoy the basic motivational approatly
having a good HRM system; which subsequently l¢éadsonstruct more loyaltygommitmen
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and motivation to utilizeadditional effort for itsbjectives. Therefore Moha Soft Drink:
company wants to earn furtherit must consider gleats, to improve the motivatiorialel of

employees.

5.3 Limitations of the study

However data is collected with full level of thesearcher effort, gt there remain some flaws

the study. While doing this survey the researclvedasome problems. The prime difflties
which had been faced in the collection of datéia study weredck of time and other resour:

as it was not possible to conduct the study aelégel. Furthermore While collection of the data
some employees were unwilling to fill the questiain@ due to various reasons. Finally since the
area for study was limited to specific plant of dwenpany that are quite a small area to jutige

impact of motivation.

5.4Recommendations

Employeesare always the vital resource of the organizatidnd at times, they are oft
neglected at their jobswhich lead to their failtoeperform. As the researchbelieved the
motivation can raise employee’s performance inteeptevel and eventually the positive effe
can directly goes to company’s success. Hence Msbfh Drinks Company should te

considerable actions on those motivations appredmth are not really effective for the staff.

In order to make employees perform their jobs be tbest of their abilitiesand tc

creategratification, an adjustment on employee&maradvancemenfpromotion) should &
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programmed for those employees who deserve it sio astain valuable employees, sinc

encourages employee loyalty and satisfaction.

Aimed at reducing or overcoming job dissatisfactaomd employee inefficiency arising fre
repetitive and imbalanced tasks, through job desiga,company should try to raise producti

levels and can gain the enthusiasm of the employee.

As it can perceived that training is a systemizeagpession of employee’s attitude, skitica
knowledge in order to create motivation and inceettgeir performance towards their job

company should facilitate trainings for the majpof the staffs.

Finally the researcher recommend thdtliaonal research should be carried out to ge¢
continuous view, insight and knowledge of what weaties employeeto perform best on th:

job. Since it icone of the problem and challenge facing organinatioday.
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APPENDI X

PART |
Direction: - Please select your answer by encircling the appgpoate response
Demographic Profile of respondents

1.Sex
1.Male

2. Female
2. Age Category
1. 20-25

2. 25-30
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3. 30-35
4. 35-40
5. Above 40

3. Education

1. Up to grade 8
2.9upto 12
3. Diploma
4. Degree
5. 2% degree
4. Work Experience

1. 1upto 3 years
2. 3upto 6 years
3. 6upto 9 years
4. 9 upto 12 years
5. Above 12 years

PART Il :

Direction: - Please select your answer by encircling the@pjate response.
1. Do you feel that you are well informed of thengany’s vision, mission & objective?

1. Strongly agree

2. Agree

3. Neutral

4. Dis-agree

5. Strongly dis-agree

2. Do you feel that you are well satisfied with theey & benefit you get from the company for
your Job?

1. Strongly agree
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2. Agree
3. Neutral
4. Dis-agree
5. Strongly dis-agree
3. Do you believe that the pay you get from the gany matches your responsibility?
1. Strongly agree
2. Agree
3. Neutral
4. Dis-agree
5. Strongly dis-agree
4. How do you rate the promotion and recognition get from your work?
1. Very Satisfactory
2. Satisfactory
3. Somewhat satisfactory
4. Indifferent

5. Un satisfactory

5. How do you rate the chance of promotion in ydepartment?
1. Excellent

2. Very Good
3. Good
4. Average

5. Poor
6. Do you think that there is fair distribution\ork?
1. Yes 2. No
7. What is your comment about the task you areopmihg?
1. Many & the Same

2. Many but varies
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3. Little & the Same
4. Little but Varies
5. Neither many nor little
8. Do you think that you get adequate support fyoor immediate supervisor at work place?

1. Strongly agree
2. Agree
3. Neutral
4. Dis-agree
5. Strongly dis-agree
9. Do you believe that your immediate supervisataratands the problem you face at work?
1. Strongly agree
2. Agree
3. Neutral
4. Dis-agree

5. Strongly dis-agree

10. Do you feel that your job performance is faglsaluated?

1. Strongly agree
2. Agree
3. Neutral
4. Dis-agree
5. Strongly dis-agree
11. Do you participate in trainings to improve yasuills and competencies?
1. Yes 2. No

12. If your answer to question # 11 is “yes” ar@ ymcouraged and motivated to come up with

81



new and better ideas of doing things?

1. Strongly agree
2. Agree
3. Neutrals
4. Dis-agree
5. Strongly dis-agree
13. How do you rate the working condition /enviramhof your job?
1. Excellent
2. Very Good
3. Good
4. Average
5. Poor
14. How do you rate the team sprite of your workengironment?
1. Excellent4. Average
2. Very Good 50P0
3. Good

15. Do you think that you have enough involvemardecisions that affect your work?

1. Yes 2. No

17. Do you believe that your department uses feddtmamake improvement in your

performance?

1. Strongly agree
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2. Agree
3. Neutral
4. Dis-agree
5. Strongly dis-agree
18. Based on your special skill and Creativity do Yelieve that the motivation forwarded to
employee is appropriate?
1. Strongly agree
2. Agree
3. Neutral
4. Dis-agree
5. Strongly dis-agree
19. Do you feel that you are well satisfied withuy present job?
1. Strongly agree
2. Agree
3. Neutral
4. Dis-agree

5. Strongly dis-agree

20. How do you feel that the company is succedsged on the reward and motivation extel
to employees?

1. Strongly agree
2. Agree
3. Neutral
4. Dis-agree
5. Strongly dis-agree
Part Il
Please indicate the degree you are motivated by th@lowing factors by Putting a Thick
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Mark ( V)

High Medium Low
1 Good salary
2 Promotion
andGrowth
3 Interesting work
4 Good working
Condition
5 Job satisfaction
INTERVIEW
1. In your opinion which reward System/action/ do eoypkes prefel
Why?

2. Do you believe the rewards have increased emplpgefrmance
Why or Why not?
3. Can the reward systems be improved or develop¢aeith How?

4.  What is your comment about your department feedladknprove
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your performance?

5. Is there a chance to participate noanagement employees in
decision making process of the reward system?

6. What is your comment about the overall reward anativatior

extended to employee by Moha Soft Drink Company?
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Review of Related Literature
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