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ABSTRACT 

 

This dissertation examined the effects of employee motivation on the growth of 

Fisheries Education and Training Agency (FETA). In particular, the study was 

guided by the accompanying examination questions: In what manner does FETA 

motivates its employees? How motivation has influenced the growth of FETA? What 

are the challenges the FETA encountered in motivating its employees? What are the 

measures of improving motivation program at FETA? A case – oriented research 

design was used to accomplish the specific objectives of the study. Structured 

questionnaire with both open and closed ended and interview methods were 

administered to collect data from 100 respondents, whereby 90 respondents filled the 

questionnaire and 10 respondents were included in interview method.  Descriptive 

analysis was used to analyse qualitative data while Statistical Package for Social 

Science (SPSS) was used to analyse quantitative data. The findings indicated that 

motivation has been offered including salary bonuses, allowances, promotion, 

conducive environment and training. The study also revealed that motivation 

influenced the growth of the organization. Findings from the respondents suggested 

that motivation affects employees to act towards achieving organisation goals and 

targets. The findings of the study indicated that motivation has played a vital role on 

the organisational growth. Moreover, the study revealed major challenges which 

hinder employee motivation practices of at FETA, including poor communication, 

inequity motivation, inadequate motivation and delayed payment.  

 

In view of the above, this study concludes that, motivation is extremely important 

engines for organization growth in a country. Therefore, organization employee 

motivation is of crucial importance as it reduces underperformance, complain, 

employee turnover and labor mobility which altogether amount to underperformance 

of the organization. It was therefore concluded that employee motivation plays an 

ultimate role in enhancing the employee productivity and hence organisational 

growth. Employee motivation is directed connected to employee commitment, 

productivity and organisational profits.  
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CHAPTER ONE 

 

PROBLEM SETTING 

 

1.1 Introduction 

This chapter conveys the introductory piece of the present study. The ebb and flow 

area fills in as an introduction of the chapter pursued by background of the study and 

issue proclamation just as targets of the study and the exploration questions. This 

chapter besides, covers significance of the study, limitations and delimitations of the 

study. Different areas depicted in this chapter incorporate, meaning of key terms 

segment and association of the exposition. 

 

1.1 Background to the Problem 

Organizations are seen as living creatures from now on they have a progression of 

life cycle (Osibanjo et al., 2014). Moreover, for any organization to proceed in 

business, endurance and development are considered as significant targets in this 

current focused world. Thinking about the significance of persistent business 

activity, organizational development has become a focal region of study for in the 

field of human asset for some scientists. Writing puts clear that, organizations go 

through a few phases of development from now on came to be distinguished as 

organizational life cycles (Silvola, 2008). In spite of the fact that the terms which are 

regularly utilized by various specialists may wander, up to that point, the procedure 

through which every organization passes stays pretty much comparable. The greater 

part of the investigations prescribe that every organization must be founded, at that 

point develop while encountering different difficulties and fiascos, and in conclusion 

develop and decay (Gupta et al., 2013). 

 

Also, studies suggest that there are various variables which impact the development 

of an organization (Gupta et al., 2013). Two significant resources (human and 

material) are contended as primary factors which add to organizational presence and 

development (Osibanjo et al., 2014). Moreover, in any organization there are 

cooperation which are vital from its individuals fundamentally employees and 
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administrators else they would need to stop (Dobre, 2013), henceforward, in view of 

human asset factor, endurance and development of any organization is basically 

relies upon compelling correspondence that exists among employers and employees 

in accomplishing organizational objectives and goals (Osibanjo et al., 2014).In this 

view, organizational development is a vital factorof a thriving organization (Gupta et 

al., 2013). 

 

Regularly, employees in any organization wish for their accomplishments not to be 

perceived yet in addition compensated inside the organization. This is against the 

background of getting that, a frequently acknowledgment of brilliant performance is 

basic in expanding work motivation and it raises employee fearlessness at their work 

place. Employees would consistently battle to play out their obligations in a superior 

way gave that they are offered positions to investigate their gifts inside the 

organization. For this situation the administrators are required to give fundamental 

bearing just as help on objective way and estimations of performance for the 

advancement of the employees and organizational achievement all in all (Odukah, 

2016). 

 

As needs be, if any organization experience powerful cooperative energies which set 

up together employers and employees, employee motivation is one of the techniques 

of administrators to expand work viability among employees in an organization. At 

the point when employees are roused they become responsive of the ideal 

organizational objectives and goals which are set to be accomplished, subsequently 

they centre toward that path. Accordingly, motivation figures a functioning 

organization increasingly effective. This is on the grounds that spurred employees 

are always searching for improved practices to play out a work (Muogbo, 2013) 

inside their organization.  

 

In accordance with the Fisheries Education and Training Agency vision to turn into a 

focal point of greatness in fisheries and aquaculture instruction and preparing in Sub-

Saharan Africa by 2025 (FETA, 2010a), inspiring its employees into conveying their 

best would guarantee that the organization achieves its objective. In this way, it is 
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essential to discover to what degree motivation impact the development of 

organizations in Tanzania. Along these lines, the important discoveries could be 

utilized to perceive potential answers for improve motivation rehearses in Tanzania, 

an instance of Fisheries Education and Training Agency (FETA). Four principle look 

into questions were utilized to address the expressed issues. 

 

Fisheries Education and Training Agency (FETA) is a government institution under 

the Ministry of Livestock and Fisheries Development liable for providing specialized 

labour to the country in the field of fisheries, aquaculture and united businesses 

(URT, 2011). The Agency was set up under the official organization Act, top. 245 

and it appear on the 28th of October 2011 with an order to do its capacities portrayed 

from the National Fisheries Sector Policy and Strategy Statement of 1997, National 

Aquaculture Development Strategy of 2009 and the National Council for Technical 

Education Act of 1997. Surely, the foundation of FETA is in accordance with United 

Republic of Tanzania Fisheries Master Plan of 2000 (FETA, 2010).Just like different 

organizations which move and outfit manageable long haul development, FETA is 

resolved to accomplish and continue the best quality in arrangement of instruction 

and preparing administrations (URT, 2011). 

 

In addition, the vision of FETA is to turn into a focal point of greatness in fisheries 

and aquaculture education and training in Sub-Saharan Africa by 2025. Furthermore, 

the strategic the organization is to give quality fisheries and aquaculture education 

and training, lead applied research and spread fitting innovations to partners through 

improved help conveyance (FETA, 2010a). Along these lines the degree of such 

responsibility showed by having dynamic and viable motivations among the 

labourers is the impetus with the goal that the agency can have the option to develop 

and improve its performance. Given its training and advancement work, FETA 

conveys assorted work power and perspectives employee motivation as exceptionally 

critical in understanding its vision and mission. It is subsequently this organization 

that this study expected to concentrate on to investigate impacts of employee 
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motivation on the organization development by concentrating on FETA Headquarters 

in Pwani locale, Tanzania. 

 

1.2 Problem Statement 

Different studies existing this field of human asset management and motivation. Be 

that as it may, the majority of these studies center around determinants and impacts 

of employee motivation on employees performance (Keijzers, 2010; Rounok and 

Parvin, 2011; Kivuva, 2012;Barzoki et al., 2012;Thao and Hwang, (2014) ) Gichure 

2014, Gupta and Subramanian, 2014;Safiullah, 2015Odukah, 2016; Wanjihia, 

2016;Somsa-ard and Mahamud, 2016). Almost no information exists concerning 

employee motivation in connection to organizational development, a hole this paper 

planned to fill.  

 

Powerful employee motivation is among of the most significant yet confused 

commitments of management to execute. Anyway its implementation has become 

progressively significant as for organizational development in this time of worldwide 

challenge. To persuade and satisfy employees, administrators should initially think 

about every individual's disparities (Dobre, 2013; Wanjihia, 2016) as opposed to 

utilizing one general strategy particularly mulling over that motivation is simply 

however one of different elements that influence performance. Employees probably 

feel exceptionally energetic when they are associated with defining compelling key 

commitments in their organizations; besides they are likewise given to the 

achievement of significant destinations once they are included. Thus, well-propelled 

employees are ensured to impact the efficiency of an organization towards 

accomplishing the proposed objectives (Wanjihia, 2016). 

 

While Maslow's hierarchy of requirements Theory (1943) contends on motivation as 

the most instrument for employee's activity fulfilment and satisfaction being at the 

top, for a greater part of employees, getting the correct motivation is independent 

from anyone else a persuading factor. It has been contended by different specialists 

and researchers that, how much employees are happy with their activity and their 
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availability to stay in an organization is a component of motivation bundles and 

reward arrangement of the Organization (Nawab, 2011; Odunlade, 2012 ; Obasanjo, 

2014) .Therefore, the ebb and flow style in numerous divisions has been to regard the 

employees as makers and drivers of significant worth instead of one more factor of 

generation (Obisanjo et al., 2014). Despite the fact that the determinants of 

motivation and the impacts of motivation on labourers’ performance are clear, the 

consequences for organizational development are what required to be analysed. By 

distinguishing the variables which influence employee motivation and how these 

motivations influence development of an organization will be useful to control to set 

up improved motivation and in this way organizational development. It is critical to 

inspect the impacts of employee motivational on organizational development. 

 

In spite of different sectors in Tanzania are giving close consideration to the amount 

they pay, the sort of parts that this compensation incorporates and whether they are 

offering aggressive prizes to draw in and hold and spur the best ability. In spite of a 

scope of government endeavours and activities towards public help improvement, for 

example, PSRP, the public sector in Tanzania is as yet confronting various staff and 

performance issues. A portion of the issues still incorporate defilement, burglary, 

misappropriation and non-attendance which are for the most part impact inefficient 

practices and markers of poor work fulfilment among employees (Prasad, 2004) that 

has prompted lacklustre showing of public sectors in Tanzania. In this way, it was 

important to lead this study to discover to what degree employee motivational 

impacts organizational development in Tanzania. In this manner, the discoveries 

could be utilized to perceive potential answers for improve employee motivational in 

Tanzania towards affecting organizational development, an instance of FETA. 

 

1.3 Research Objectives 

1.3.1Main Objective 

The main objective of this study was to analyse the effects of employee motivation 

on the organisation growth, a case study of Fisheries Education and Training Agency 

(FETA). 
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1.3.2 Specific Objectives 

i. To identify various types of motivation provided by Fisheries Education and 

Training Agency (FETA). 

ii. To determine how motivation has influenced the growth of Fisheries Education 

and Training Agency (FETA). 

iii. To determine challenges the Fisheries Education and Training Agency (FETA) 

faces in motivating its employees.  

iv. To suggest ways of improving motivation program at Fisheries Education and 

Training Agency (FETA). 

 

1.4 Research questions 

i. What are the various types of motivation provided by Fisheries Education and 

Training Agency (FETA)? 

ii. How motivation has influenced the growth of Fisheries Education and 

Training Agency (FETA)? 

iii. What are the challenges the Fisheries Education and Training Agency 

(FETA) encounter in motivating its employees? 

iv. What are the ways of improving motivation at Fisheries Education and 

Training Agency (FETA)? 

 

1.5 Significance of the study 

Significance of the study alludes to how significant a study is, shows the benefits 

which have been gotten from the agreed findings and results benefits analyst by and 

by and other part. The study was huge in two points of view both in hypothetical and 

experimental viewpoints. Anyway significances of the study contacted various 

gatherings specifically Employees, strategy producers, human asset officials and 

public authorities, management different scientists and academicians, analyst 

himself.  

 

To the extent employee motivation and organizational development is worried in the 

field of human asset management, the findings of this study shed light on the 

significance of undertaking employee motivation which has overflow benefits on the 
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development FETA. On a very basic level, the findings are valuable to support the 

directors and other human asset approach producers on the significant of employee 

motivation and how to execute motivation practice for their employees for the point 

of improving development and long haul endurance of their organizations.  

 

Through the findings of this study helped the NGOs and other headway accessories 

could manufacture their knowledge on different sorts of motivation offered by the 

public sector to the public labourers, challenges experienced by the public sector 

when choosing motivation decisions and various gauges that are used by the public 

sector to improve employee motivation practices. The findings could engage them to 

improve employees' motivation programs in their specific Institutions.  

 

The study was huge to proficient human asset directors and public administrators of 

public sectors. It included existing administrative and specialized information; 

abilities to human asset chiefs in understanding the impacts of employee motivation 

of organizational development in both public and private sectors. In their day by day 

assignments and obligations that worry with provision motivation to the employees. 

Likewise the study assisted human asset chiefs with consolidating the current 

motivation framework and reconsider of any improvement towards the motivation 

practice framework. 

 

The study is valuable and noteworthy to coming researchers and academicians to 

recognize feasible regions for further research. For example on the off chance that 

researcher intrigued to explore on the employee motivation on organizational 

development, at that point the study turns into a practical territory. In this manner it 

makes ready to researcher to examine on a similar issue concerns. Besides the study 

may be utilized as secondary literature review and extra reference to researchers who 

are understudies and researchers who are not understudies. The two may take the 

study on literature review part especially recorded as a hard copy empirical studies, 

hypothetical viewpoint.  
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The study findings improved the information on researcher concerning employee 

motivation practices and difficulties especially in public institutions. Data from this 

study contributed more in building up researcher's profession. The findings of the 

study helped other coming researcher in creating and setting up an exploration hole. 

 

Specifically and by and by the study helped me as researcher in incomplete 

satisfaction of the necessities for the qualification bosses of Science in human asset 

Management (MSc HRM). At Mzumbe college Dar es salaam. I couldn't be granted a 

degree without achievement of this thesis. The study made me to be progressively 

equipped and become a specialist on the field of leading examines. In addition the 

study expand my current information on comprehension about employee motivation 

on organizational development especially in public sector, it tops off the exploration 

holes recently left by different researchers on a similar theme. 

 

1.6 Scope of the Study 

The study concentrated on the effects of motivation on organization growth. One 

public organization was chosen to be under study. This study was conducted in 

Pwani region, Bagamoyo at Fisheries Education and Training Agency (FETA) 

Headquarters; in this way the findings may not sum up to speak to other FETA 

Offices. 

 

1.7 Organisation of the study 

This study structured into five chapters as follows; Chapter One presents the 

introduction part. The chapter is divided into ten sub-chapters and the following are 

the details of each sub-chapter; section 1.1 serves as an introduction of the chapter 

and it is followed by background to the problem in section 1.2. Focused on the 

statement of the problem, section 1.3 focused on objectives of the study and the 

research questions are described in section 1.4 and section 1.5 focused on the 

significance of the study. Furthermore, scope of the study is clarified in section 1.6. 

Section 1.7 presents study organisation. Chapter two of the study covers, literature 

review which also be divided into sub section comprising of theoretical, empirical, 
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research gap as well as conceptual framework. Chapter three of the study focused on 

the methodology while chapter four cover the data presentation and discussion. On 

the other hand, chapter five cover summary, conclusion, implications to the study 

and suggestions of further areas of study.   
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CHAPTER TWO 

 

LITERATURE REVIEW 

2.0 Introduction 

This chapter introduces the review of literature dependent on employee motivation 

and organizational growth relationships. It is partitioned into four fundamental 

sections. The present section gives the introductory piece of the entire chapter. The 

accompanying section shows a review of employee motivation and organizational 

growth pursued by the linkage between employee motivation and organizational 

growth in the following. This linkage depends on the proof of past studies. The last 

section condenses the chapter and gives concluding comments of the entire chapter. 

 

2.1 Theoretical Literature 

2.1.1 Meanings of the Key Terms 

2.1.1.1 Motivation 

Motivate intends to furnish with a thought process and motivation is characterized as 

the demonstration or procedure of rousing. As indicated by Farhad et al (2011) 

characterized motivation as a control that reinforces conduct, offers course to 

conduct and triggers the inclination to continue. Accordingly so as to accomplish and 

accomplish guaranteed targets; employees must fulfil and be clear about their 

destination. It is a strategy that starts through a physiological or mental need that 

animates a performance that is expected at a target.  

 

Motivation can be the reasons fundamental conduct (Guay et al, 2010). It is the 

power or impacts that reason someone to execute something. It is a craftsmanship 

and the act of giving someone an explanation to accomplish something. Motivation is 

likewise characterized as the arrangement of standards or good code otherwise called 

qualities which stirs, guides and keep up human conduct to accomplish certain 

objective (Ramlall, 2004). In addition, employee motivation is a lot of vivacious 

powers which start both inside just as beyond a personal frame of mind, to select 

business related employee, and to decide its structure, direction, force and duration 
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(Safiullah, 2015).Motivation as the way toward animating individuals to accomplish 

their objectives (Gupta and Subramanian, 2014). 

 

2.1.1.2 Employee Motivation 

So as to achieve organization objectives, organizations plan various strategies to rival 

the outer market, purposely of expanding the performance and assurance long term 

endurance and organizational advancement. A few organizations accept that the 

human personnel and employees as significant resources of the organization which 

can guide them to better achievement or disappointment if not concentrated well 

(Dobre, 2013; Manzoor, 2012). In spite of, the employees of any organization are 

satisfied with it, are motivated for the assignments achievement and objectives 

achievements and empowered, none of the organization can guarantee long term 

growth (Manzoor, 2012).  

 

Organizations regardless of their dimension and market battle to hold the best 

employees, conceding their significant job and support on organizational adequacy 

(Dobre, 2013). Consequently, management personnel are responsibility to motivate 

their employees in the organization to function according to the possibility so as to 

help the organizational performance and growth (Sekhar et al., 2013). 

 

Employee motivation likewise alludes as the arrangement of chiefs to increment 

successful occupation achievement management amongst employees in organizations 

(Shadare et al, 2009). A motivated employee is open of the particular objectives and 

destinations he/she should achieve; consequently he/she coordinates its endeavors in 

that direction.  

 

Employees performance fundamentally relies upon numerous components however 

literature detailed that motivation influence more employees to execute their given 

undertakings since help organization increasingly fruitful in light of the fact that 

constrained employees are continually searching for improved practices to do a 

work, so it is imperative for organization to impact motivation of their employees. 

Getting employees to do their best work even in debilitating conditions, is one of the 
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employees generally enduring and oily difficulties and this can be made likely 

through inspiring them. 

 

2.1.1.3 Organisation 

Organization is a group of people who have appropriately allotted their jobs and who 

cooperate towards accomplishing want objectives (Wanjihia, 2016). In like manner, 

organizational growth can be distinct in various terms, for example, income 

generation, organizational worth addition, and organizational spreading out as far as 

size of the business. It can additionally be estimated as subjective highlights like 

market position, nature of item, and neighbourliness of the clients (Gupta et al., 

2013). 

 

2.1.1.4 Organisation Growth 

The presence of the organization relies upon the labor who works for it whereby 

every person contributes towards the completion of the definitive objective of an 

organization. Chiefs realize that at the center of each profitable and fruitful 

organization lies a flourishing organizational culture and skillful employees and 

collaborate to deliver extraordinary outcomes (Sekhar et al., 2013).  

 

Moreover, organizations mean to be fruitful and achieve growth over the long haul in 

any event, when the environment is getting significantly focused as time slips by 

(Dobre, 2013). The organizational life cycle, growth of an organization pursues a 

series of stages otherwise called gaps. The study set forward that another gap must be 

crossed before the start of the following phase of growth. 

 

The recognized gaps are grouped into five sorts; to be specific dispatch limit, 

expansion, organizational formalization, succession, and long-term growth. 

Additionally, crossing every gap will involve the organization not exclusively to 

secure new abilities yet in addition to organize administrative assignment inside the 

organization. A portion of the organizations may set aside long effort to move 

starting with one gorge then onto the next, while for a few, it might be a quick 

progression (Chaston, 2010).  
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Also, Chaston (2010) expounds a few components like monetary help and non-

suitable intends to new innovation can be accounted A well-fabricated organization 

need a skilful successor. The organization may go to a decision to dole out an inner 

person or utilize in the organization another CEO all things considered. Bombed 

substitution for the originator may constraint the organization to come up short and 

die down. 

 

Figure 2.  1: Five dimensions of organisational growth according to Chaston 

(2010).                      

                                                                                                                Long term 

growth 

                                                                  Organisational formalisation 

                                          Succession 

                               Expansion                              

Launch capacity 

 

 

Source: Chaston (2010) 

Organizational growth is the notion of how competent an organization is in achieving 

the outcomes the organization means to create (Muhammad, et al, 2011). It assumes 

a fundamental job in quickening organizational improvement (Bulent et al, 2009). It 

is the net satisfaction of all constituents in the act of social event and changing 

contributions to yield in an efficient methodology (Matthew et al, 2005).  

 

Additionally, there are different elements that lead the organizational growth such as 

performance examinations, employee motivation, Employee satisfaction, 

compensation, Training and improvement, employer stability, Organizational 

structure, etc, yet the study intrigued only on employee motivation as this factor 

impact the organization growth. 
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2.1.1.5 An overview of employee motivation and organisational growth 

Presently, every organization tries to be fruitful and have wished to get steady 

improvement as time passes. The present period is extremely aggressive and 

organizations independent of their size, load of innovation and market center are 

confronting employee preservation challenges. Accordingly, to comprehend these 

constraints a strong and empowering relationship just as bonding ought to be set up 

and kept up between different sides; these are employees and their organizations. In 

any organization human being is the most major part thus they should be impacted 

and convinced towards achieving their given undertakings (Dobre, 2013; Manzoor, 

2012).  

 

In addition, employee motivation is a methodology of directors to expand work 

productivity amongst employees in organizations. In a work place, a motivated 

employee is congenial of the positive objectives and goals which he/she need to 

achieve; consequently he/she coordinates its endeavours in that direction. Employee 

motivation impact the organization progressively effective in light of the fact that 

constrained employees are continuously searching for improved acts to perform; so it 

is crucial for organizations to execute motivation practice of their employees for the 

fruitful of an organization (Manzoor, 2012; Odukah, 2016). 

 

2.1.1.6 The Relationship between Employee Motivation and Organisational 

Growth 

The term motivation has been plagiaristic from the word motive. Rationale is 

something that impact or continues action. It is an internal express that empowers, 

initiates or moves and that coordinates or channels conduct towards objectives. 

Thought process is a psychological vitality inside a person that gets him under way 

(Gupta, 2006). Motivation is the game-plan of moving toward a person's inward 

powers and actions towards specific objectives and submitting his/her energies to 

achieve these objectives. It draws in a chain reaction beginning with felt needs, 

bringing about thought processes which offer ascent to unfulfilled wants which 

causes action towards objectives. It is the way toward invigorating individuals to 
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endeavour passionately towards the achievement of organizational objectives 

(Prasad, 2004). Motivation is a non-existent construct used to depict conduct. It 

speaks to the reasons for individuals' actions, wants, and needs. It can likewise be 

disclosed as one's direction to conduct or what makes a person need to rehash 

conduct and the other way around.  

 

Researchers accepted that organizations as living life forms have a penchant to 

encounter growth attributes; and this can't be achieved except if there are noteworthy 

aides of the diverse partner's viz-a-viz employees consequently employers and 

organizations. Besides, organizations expansion employees' capacities and abilities in 

their occupations both present and future. In this way, organizations offer 

empowering environment for employee’s growth openings which eventually 

motivate, advance, perceive, compensate, and hold important employees inside the 

organization (Osibanjo et al., 2014). 

 

The same to financial funds, human resources can set up upper hand for their 

organizations (Dobre, 2013). Chiefs perceive the capacity of employees concerning 

organizational growth, in this manner they probably motivate their employees since 

they plan to make their organization developing (Keijzers, 2010).  

 

All things considered, achievement or disappointment of any organization is 

controlled by how well the employees are being motivated among themselves 

towards their work and how they are devoted on expanding organizational 

performance. Employee motivation assumes a definitive job in improving the 

employee productivity and consequently organizational growth. Employee 

motivation is coordinated connected to employee guarantee, productivity and 

organizational profits. Persuading employees builds productivity, joy, duty and fulfill 

them more to their occupations.  
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Consequently, organizations would ensure progressively profitable, expanding 

adequacy and proficiency when its labourers are confidence over them; at the same 

time this will manual for high productivity and in this manner growth. Human 

creatures are complementary in nature. On the off chance that you excess your 

employees well they will respond emphatically and treat you well, the other way 

around is likewise obvious that treating them severely they will respond similarly 

and treat you seriously (Nizam and Shah, 2015). 

 

On other hand, it is considered that motivation dimension improves organization 

performance and accordingly growth, training is utilized to upgrade the aptitudes, 

effectiveness, and new information on employees and it acquaints them with the 

organizations objectives, rules, and regulations. The employees are prepared for 

utilization of new innovation, gear and work strategies (Van Vianen et al. 2011).  

 

Also, giving an employer stability to an employees in the organization improves 

them more accountable toward work. Employer stability has been seen from a few 

speculative points of view, including as a motivational antecedent to work 

performance. In like manner, employee recognition is helpful to satisfy the 

characteristic should be thankful for and work to be approved by the employee job. 

Recognition is significant in light of the fact that employee wish for to be regarded 

and esteemed for their everyday contribution. Employee recognition is a functioning 

communication intends to improve employee performance which finally prompts 

upgrade organizational performance and growth (Sekhar et al., 2013).  

 

As indicated by Williams et al. (2003) guarantee that the activity satisfaction moves 

in the direction of building up compelling relationships with staff and partners just as 

bringing sway for employee inside the organization. It is fundamental in the 

beginning periods of work that conjures an employee honestly to state I am happy 

with my activity and it further prompts employee motivation to arrive at objectives of 

the organization.  
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Additionally, work promotion is the inevitable persuading factor for any employee 

since it will in general change employees forward in hierarchy of a specific 

organization included with new responsibility, higher regard, and honours that are 

joined by increment in rank of instalment and stipends. Promotion is forever 

employee's definitive anticipation for the administration rendered by him/her in the 

organization and it is the impetus for employee profession improvement (Sekhar et 

al., 2013).  

 

In this time of globalization which is described by aggressive air, organizations 

perform more enthusiastically to consolidate its employees and to keep the 

coordination among them to improve the filling in just as employee yield. The 

beneficial outcome of motivation progresses in the direction of recuperating singular 

responsiveness in this manner expanding profit and organization affectability (Sekhar 

et al., 2013). 

 

So as to appropriately examine the effects of employee motivation on organizational 

growth this study will utilize six dimensions of employee motivation as proposed by 

Sekhar et al. (2013). These are compensations, training, employer stability, 

recognition, work satisfaction and occupation promotion. The hypothetical linkage 

between these dimensions and organizational growth is introduced by Figure 2.2 of 

this study. 
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Figure 2.  2: Theoretical linkages between dimensions of motivation and 

organisational growth.  

 

 

  

 

 

 

 

 

 

 

 

 

Source: Adopted from Sekhar et al. (2013) 

 

2.1.7 Types of Employees Motivation 

Motivation is grouped into two kinds, the natural and extraneous motivation. These 

two motivation contrasts in the wellspring of requests or joy that lift every one of 

them". As indicated by Amabile (1993) claimed “that people are naturally motivated 

when they look for delight, intrigue, satisfaction of interest, self-expression, or 

personal test in the work. In other hand he contended that people are outward 

motivated when they utilize in the work so as to get some objective that is separated 

from the work itself. 

 

2.1.7.1 Intrinsic Motivation 

This kind of motivation turns out from an individual satisfaction or enthusiasm for 

the undertaking and it doesn't draw in dealing with exercises for outer prizes, it rather 

requires the sentiment of inward joy in the action itself. It tends to be viewed as a 

power that includes doing exercises without outer support.  
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As per Story et al. (2009), people high in characteristic motivation appear to favour 

testing psychological assignments and can self-direct their practices, thus, offering 

rewards, settling outside objectives or cut-off times, will do little for them, however 

they are additionally high in extraneous motivation. For employees that are high in 

inborn motivation, accentuation could be set on the connecting with nature of the 

activity and support of self-set objectives and cut-off times. 

 

Intrinsic motivation has been contemplated since the mid-1970s. As indicated by 

Droar (2006), intrinsic motivation is oneself want and enthusiasm to scan for new 

things and new difficulties, to look through one's ability, to study and to increase new 

information". It is directed by intrigue and satisfaction inside the activity itself, and 

exists inside the individual employee as opposed to relying upon outer environment 

or an aspiration for compensation. The phenomenon of intrinsic motivation was first 

perceived inside investigational studies of creature conduct. In these studies, clearly 

the creatures would take an interest in clever and curiosity driven practices in the 

absence of motivator (Campbell, 2007). "Intrinsic motivation is a normal 

motivational inclination and is a critical component in subjective, social, and 

physical growth. 

 

Employees who are intrinsically invigorated are progressively expected to take on 

the activity enthusiastically just as put endeavors to push forward their skills, and 

accordingly improve their capacities. Intrinsic motivation can be long-enduring and 

fruitful. Extraneous motivation alludes to the implementation of an action so as to 

achieve a necessary result and it is something contrary to intrinsic motivation 

(Dessler, 2008). 

 

2.1.7.2 Extrinsic Motivation 

It is the contrary of intrinsic motivation, it respects the doing of an action so as to 

achieve an outer reward. The wellspring of extrinsic motivation is from an individual 

physical environment. More occupation benefits, greater pay, motivators and 

employment promotion are a few remunerates that prompts extrinsic motivation 

(Reena and Shakil 2009: 270-279).  
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Extrinsic motivation as a major control and with compose use can manual for high 

results. Outside remunerations can support intrigue and participation in which person 

has not had introductory intrigue Praises can convince to acquire new abilities or 

information. At the time when individuals have examined more they become 

increasingly motivated intrinsically. Outside remunerations can be a decent sign that 

a laborer works superbly and allow to comprehend that their performance is achieved 

reinforcing (Cherry,2016: 15). Employees must be perceived for their activity results 

that make them feel a piece of the organization. Significant utilizing of outer 

motivator can expand efficiency and performance at work and yet actualizing less 

measure of impetus, for example, prizes or recognition can prompt diminishing of 

employee's desire to work"(Reena and Shakil 2009: 270-279).  

 

Extrinsic motivation originates from impacts outside of the person. In extrinsic 

motivation, the harder question to answer is the place do individuals get the 

motivation to complete and continue to drive with determination. This is the place 

compensation comes in (Droar, 2006: 25-27). Much of the time extrinsic motivation 

is utilized to achieve results that an employee would not accomplish from intrinsic 

motivation. Visit extrinsic boosts are compensation, for example, pay increment for 

demonstrating the necessary conduct, and the coercion of punishment, for example, 

demotion because of rowdiness. Competition is likewise considered an extrinsic 

boost since it urges employees to succeed and to beat others, not exclusively to enjoy 

the intrinsic prizes of the task (Droar, 2006: 51-57). 

 

2.1.7.3 Incentive Types 

2.1.7.4 Monetary Incentive  

This is the most common system in current organizations on the most proficient 

method to motivate employees. The primary reward in this technique is money. 

Money is perceived as the significant boss to convince personal needs. Money wages 

and bonuses are so widespread instrument that it fulfills various needs, for example, 

security, social and mental (Management Study direct, 2015). Monetary motivating 

force is utilized by employers to remain the best cerebrums in an organization by 
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compensating employees so as to demonstrate that they have done their function 

admirably and predominance.  

 

In addition, incentives are readied remembered for motivation installment plans. 

Simultaneously, motivating force installments plans are bonded legitimately or in a 

roundabout way to efficiency standard (Olubusayo, Stephen& Maxwell, 2014). For 

the most part, the most common monetary motivation incorporates base 

compensation or pay, bonuses, singular performance related compensation, 

remittances and wellbeing and restorative insurance. In any case, some literature 

discovered that utilizing monetary incentives can power to creating competition 

among partners and control organization growth yet decimate relationship and 

positive environment in an organization. 

 

2.1.7.5 Types of Monetary Incentives  

There are different types of monetary or financial incentives in most organization 

according to the motivation theories. The following are some of the types of 

monetary incentive.  

 

2.1.7.6 Bonuses  

Bonus is a monetary installment made to employees far beyond their standard pay or 

compensation bundle. It is the one sort of remunerations whereby employers 

compensate their employees for a well occupation done. There are different sorts of 

bonuses gave in public sectors. In addition, the most common that is given in most 

public organizations is merit based plan whereby an employee gets a bonus 

dependent on their own performance. Different kinds of bonuses incorporate 

occasion bonuses, year's end bonuses, achievements bonuses and milestones 

bonuses. 

 

2.1.7.7 Base Salary or Pay 

Mukherjee, (2001) Base pay as something that each government worker gets as often 

as possible (normally fortnightly or monthly) from the government by temperance of 

being on its payroll. The base compensation is often varying from public and private 
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sectors. Mukherjee, (2001) contended thatbase pay is normally connected to the 

employee's position and is uniform crosswise over comparative positions. For 

instance, the base pay could be 1000 money units for the post of Agricultural 

Extension Officer, and 1500 cash units for the post of Deputy Permanent Secretary in 

Agriculture Ministry. 

 

2.1.7.8Individual performance related pay 

Performance related pay is a financial reward to employees whose try sincerely and 

arrived at a necessary standard, or more normal. Performance related pay is regularly 

pointless where employee performance doesn't fitinto the measures. (Riley, 2014). 

Individual performance reviews consistently for the most part once every year 

against concurred targets or performance measures. In addition, Performance related 

pay as of late develops broadly in both public and private sectors. This is a revolution 

of compensating singular performance which reflects singular situation or yields 

(Riley, 2014). 

 

2.1.7.9Allowances  

In addition to base pay, government workers are given allowances. The point of this 

kind of incentives incorporates for instance transport, lodging, travel. At the point 

when these allowances are paid in real money they are often part of government 

employees' assessable salary. At the point when they are given in kind, for example a 

free telephone at the habitation, or lease free accommodation they stay outside the 

expense risk (Mukherjee, 2001). In-kind rewards could likewise be something 

offered no matter how you look at it to every single government worker, for 

example, top of the line for subscription to government employees' group wellbeing 

or extra security (Riley, 2014). 
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2.1.7.10Non-Monetary Incentives 

In addition, money related rewards there are non-monetary ones. As it were, these 

are needs that can't be estimated. To non-monetary incentives describe fulfilling 

mental needs, security and furthermore self-actualization, inner self, giving adaptable 

working hours, trainings and education, charming workplace. (The Role of Monetary 

and Non-monetary Incentives in the Workplace as Influenced via Career (Stage 

2003).  

 

Non-monetary incentives are intrinsic in nature since employees feel progressively 

fulfilled and satisfied by the action they take on. With these sorts of conditions 

administrators are more supporter than controllers. In this manner, chiefs should 

think more on giving non-monetary motivating force rather than monetary one since 

it will help to ensure high participation of employees at work. 

 

2.2Factors Affecting Employees’ Motivation 

In both public and private sectors, employees want to acquire reasonable 

compensation and payment and employees wish their laborers to feel that is the thing 

that they are getting. Money is a central consolation; no other impetus or 

motivational method comes even near it as for its strong compelling worth (Sara et 

al, 2004). It has the predominance to keep up and motivate people towards better. As 

per Adeyinka et al (2007) considers money to be the most basic angle in inspiring 

employees to oversee more prominent efficiency.  

 

Literature has recommended that reward cause satisfaction of the employee which 

legitimately impact performance of the employee (Kalimullah et al, 2010). Rewards 

are management instruments that encourage to contribute organization viability and 

growth by affecting individual or gathering conduct. Most organizations employ pay, 

promotion, bonuses or different sorts of rewards/incentives to motivate and advance 

elevated level of employees' performance (Reena et al, 2009). So as to utilize pay 

rates as help, the employers must consider compensation structures which ought to 

incorporate significant organization to connect to each activity, payment as indicated 
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by performance, personal or extraordinary allowances, incidental advantages, 

pensions, etc (Adeyinka et al, 2007).  

Authority is tied in with completing things the correct way, to do what you need 

individuals to pursue. In this way, in the event that you need them to confide in you 

and get things done for you and organization, they should be motivated (Baldoni, 

2005). Speculations suggest that pioneer and devotees raise one another to more 

elevated levels of ethical quality and motivation (Rukhmani, 2010). Motivation is 

just impacted by initiative conduct. Authority and motivation are vigorous 

processes(Baldoni, 2005).  

 

As per Hassan et al (2010) contended that trust as the understanding of one about 

others, decision to act based on discourse, conduct and their decision. On the off 

chance that an organization needs to create and be fruitful, trust assumes a 

noteworthy job, accordingly it ought to consistently be protected to ensure an 

organization presence and to expand employee motivation (Annamalai, 2010). It is 

significant in light of the fact that encourage interpersonal effects and contribute the 

relations all around of the organization (Hassan e al, 2010).  

 

Besides, regardless of how modernized an organization may be,but high efficiency 

and growth of an organization relies upon the degree of motivation practices and 

viability of workforce so staff training is an important procedure for inspiring 

laborers. One of the most ideal approaches to motivate employees is to give and 

disseminate suitable information about what they should acts towards the given 

assignments or work necessities (Adeyinka et al, 2010). 

 

2.2.1 Theoretical Perspective 

There are various theories of motivation, but it is impossible to cover all of them, this 

part review only two the most prominent theories of motivation. The Herzberg Two 

Factor Theory and Maslow Hierarchy Need Theory were selected to explain how 

they relate with the study.  
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2.2.2 Herzberg’s Two Factor Theory 

Herzberg (1959) built up his two-factor theory got from a work of Mayo and Coch 

and French. He uncovered that relationships among laborers and their directors had a 

greater number of consequences on specialist yield than any sort of manipulation of 

environmental conditions. As per Herzberg there are various factors which can make 

employees to fulfill and others can make disappoint employees. These factors known 

as Motivators that convey work satisfaction and cleanliness that brought activity 

dissatisfaction. Employment sparks kept an eye on intrinsic to the matter of the 

activity which consists achievement, recognition, work itself, responsibility, work 

headway, and growth (Ramlall, 2004). On the hand work dissatisfaction is the result 

of extrinsic non-work related factors known as cleanliness factors. The cleanliness 

factors incorporate of organization arrangements, pay, laborers' relations and 

supervisory styles. The cleanliness theory expresses that the evacuation of 

employment dissatisfaction doesn't bring about a condition of occupation 

satisfaction. In the event that chiefs overlook the activity disappoints can only 

mitigate dissatisfaction yet doesn't bring motivation (Ramlall, 2004). 

Table 2. 1: Two Factor Theory 

Motivators  Hygiene Factors 

Achievement  Company Policies 

Recognition  Salaries  

Job itself Co-worker relationships 

Responsibility  Supervisory Styles  

Advancement   

Growth  

Source: Steers as cited by Ramlall, 2004 

 

2.2.3 Maslow Hierarchy of Needs Theory  

As per Maslow (1943) human needs can be organized in a progressive way with 

lower level needs being a prerequisite of higher request needs. In his need hierarchy 

Maslow states that there are in any event five arrangement of objectives which are 

known as the fundamental needs.  
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1. Physiological needs: These needs are legitimately related to endurance of 

individual or species. These are regularly unmistakable needs, for example, 

eating, dressing and dozing. Absence of these needs can cause physical or 

make the human not to function up to limit, physiological needs are is by all 

accounts the most significant and must be met first.  

2. Security needs: This kind of need is to think about against different dangers, 

if a person's security needs are generally satisfied, their wellbeing needs 

come first and rule conduct. Without physical security because of war, 

catastrophic event, family viciousness, youth misuse, individuals may 

encounter post-horrible pressure issue. The inadequacy of economic 

wellbeing because of wellbeing because of economic emergencies and 

absence of work openings, these security needs will clear itself in manners, 

for example, inclination for employer stability (Maslow, 1943).  

3. Social need of belonging to group: It uncovers the need of social dimension 

of the person who needs to feel recognized by groups in his family, work, 

closeness, kinship and partners. As per Maslow, human needs to feel and 

have the feeling of belonging and been acknowledged among social groups 

in life they decide to belong or ends up in these group perhaps huge or little, 

these groups incorporates, religion group, collaborators, professional 

organizations, sports group or packs, while little groups incorporates love 

relationship, individuals from the family, mentor, partners and confidants. 

4. The esteem needs, respect and trust: Human have a need to feel respected, 

this incorporates the need to have confidence and sense of pride. Esteem 

shows the commonplace human wish for acknowledged and esteemed by 

others. Persons as a rule include themselves in a profession or interest to get 

recognition. These exercises give the person a feeling of recognition or 

worth.  

5. Personal development: According to Maslow, this need plans to escape 

condition absolutely material to arrive at satisfaction. This degree of needs 

is the need to achieve everything that one can and to turn into the most that 

one can be (Srivastava 2005).  
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Maslow depicted that human creatures have internal needs convincing them in the 

direction of self-satisfaction and personal prevalence. He then thought of an opinion 

that there are five exceptional position of needs and once the employees are fulfilling 

a need at one position of the hierarchy it will have an effect on our demeanour. Right 

off the bat, people are motivated by Psychological needs, these mental needs 

assemble the basic need for endurance, and it might incorporate warmth, dress, 

nourishment and haven. As per the theory of Maslow clarify that when individuals 

are anxious and don't have attire or safe house, they are increasingly motivated to 

achieve these needs in light of the fact that these needs go to be an incredible effect 

on their conduct. In any case, then once more, when people have surpluses in those 

essential needs they will in general move to the second level where it was seen by 

Maslow as the higher request of needs (Srivastava 2005).  

 

The second level is the security needs: it is the most critical need to individuals at 

this level. This is seen and clarified in the security of the employee's wellbeing and 

family. The social needs came third. At the point when an employee feels secured 

and safe at work, he will then take the standard and regulations of the organization 

genuine and adhere to the rules, likewise a decent companionship, love and closeness 

will be framed. Going up the hierarchy is the confidence needs. It is the fourth degree 

of needs by Maslow and it acquaint the recognition with be common and esteemed 

by others. The fifth level is the self-actualization needs which regularly form into 

what an individual is to become or what is skilled to turn into. 

  



28 
 

Figure 2.  3: Maslow Hierarchy of Needs 

 

Source: Maslow (1943) 

 

These theories are valuable to the study since shows the rationales of employees' 

motivation and its implication to the organization growth. The connection among 

theories and motivation connected on the sort of motivation, intrinsic and extrinsic. 

Also, the theory demonstrates that motivation in fundamental for employees to 

perform as indicated by the organization goals and targets. In other hand the theories 

clarify that both material motivator and non-incentives are the factors impacts 

motivation. 

 

2.3 Empirical Studies 

This section covers studies from various researchers which identifies with employee 

motivation and organizational growth. The reason for this section is to discover the 

exploration hole which must be filled by the present study.  
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Maduka and Okafor (2014) conducted a study from 400 staffs in one of the 

assembling firms and applied the study philosophy. The outcomes concluded that 

pay rates which were gotten by junior staff were low and subsequently poor 

motivated which prompts terrible showing. The study found further that lesser staff 

inclines toward budgetary incentives when contrasted with non-money related 

incentives.  

 

Zameer et al. (2014) dissected the effect of employee motivation and utilized 150 

questionnaires. The study utilized regression and correlation to investigation the 

factors of the study. The outcomes show that professional stability, incentives and 

reasonable pay rates motivate the employee gets and legitimately increment 

organizational performance. Therefore, the study prescribed that organizational top 

management ought to commit on inspiring employees to improve their performance 

and the organizational growth also. Asim (2013) conducted the study from 118 

respondents. The study concluded that correlation and regression strategies to dissect 

the information. As likewise proposed by Maduka and Okafor (2014) and Zameer et 

al. (2014), the findings of this study uncover that the organizations particularly 

colleges ought to improve the compensation and reward for their employees so as to 

liven up the performance of the organizations. 

 

Muogbo (2013) conducted a study to look at the impact of employee motivation on 

organizational performance and select 103 employees from 17 distinct organizations. 

The study applied elucidating measurements to answer the set up three research 

questions of the study. At the same time, the correlation coefficient was applied to 

test the three hypotheses. The outcomes uncover that there is a noteworthy 

relationship which exists between employee motivation and labourers’ performance 

just as organizational growth. The study concluded that extrinsic motivation majorly 

affects the employee's performance. The study prescribes that organizations should 

execute extrinsic rewards so as to help profitability.  
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Chaudhary and Sharma (2012) utilized the example sizeof 70 specialists and applied 

overview strategy. The study recommended by organizations ought to consider the 

significance superior by paying and appropriately persuading employees so as to 

develop rapidly.  

[ 

Manzoor (2012) broke down effects of the employee motivation on organizational 

viability. The findings uncover that strengthening and recognition influence 

employee motivation; hence organization should utilize strengthening and 

recognition will in general increment the work motivation. At the same time, the 

study found an idealistic relationship between employee motivation and 

organizational growth. Hence, organizations should treat their employees in a 

superior way and welcome them so as to get growth.  

 

Nduro (2012) analysed the significance of human resources as the key which impact 

performance and efficiency in an organization. The study received the blended 

strategy, along these lines concentrated on both quantitative and subjective. 

Information were gathered by utilizing the review and questionnaires in an example 

of 150 specialists and at long last were dissected utilizing SPSS. The findings show 

that there exists is a relationship among motivation and organizational performance. 

This showed the manner in which employees were treated by their management has 

an effect over their yield and growth of an organization. The study therefore 

suggested that organization management ought to consider the significance of 

employee motivation so as to guarantee long term endurance. 

 

Prashant (2008) conducted a study on how employee motivation is significant in 

organizational profitability and what are the primary factors which decide employee 

performance, duty and dedication. The study applied overview as research plan and 

information were gotten from the employees of various organizations. The findings 

results uncover that a motivated employee will in general be submitted towards the 

organization and in this way their efficiency will increment. The outcomes 

uncovered further that smugness and recognition are main considerations which 

decide employee motivation.  
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This study, is significant to the present study, anyway it was conducted practically 

more than ten (10) years back, this give a hole to conduct another study which would 

center impact of motivation to performance however on the present years. 

 

2.4 Research Gap 

Literature reviewed has proved that there is a relationship among motivation and 

performance in both government and private organizations just as in created and 

creating nations. Notwithstanding, none has been found to concentrate on employee 

motivation and its effects on organizational growth the instance of fisheries 

education and training agency. The majority of the studies conducted have would in 

general spotlight on the significance of motivation on organization profitability, such 

studies as conducted by Prashant (2008) Chaudhary and Sharma (2012). Conversely 

the present study is planning to concentrate on the effect of motivation in 

organization growth without disregarding its related results. 

 

Another research gap can be found on the studies that have been conducted long time 

back. For instance, study by Prashant (2008). Basing on time allotment, change of 

the innovation and globalization we have seen certainty of conducting the study on 

effect of motivation in organization growth in ongoing time. To wrap things up, 

studies have been conducted basing. 

 

2.5 Conceptual Framework 

So as to examine the impact of employee motivation on organizational growth, this 

study figures the accompanying conceptual structure model. The model shows the 

relationship between the reliant and free factors. A portion of the autonomous factors 

are pay rates, bonuses, achievement, promotion, headway, organization approaches 

and employer stability. In other hand the reliant variable is organizational growth 

since its reality relies upon how the employees are motivated in an organization for 

example, skill employees, employee’s satisfaction, compensate framework and client 

relations. 
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Figure 2. 4: Conceptual Framework of Employee Motivation and its Effects on 

Organisational Growth  

Independent variables                                                     Dependent variable  

 

 

 

 

 

 

 

 

 

 

Source: Developed by the author from literature (2018) 
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CHAPTER THREE 

 

RESEARCH METHODOLOGY 

 

3.0 Introduction 

This chapter presents the research procedures and methods that were used in the 

study. The chapter include the research approach, research design, the area of the 

study, population, sample and sampling techniques, source of data, data collection 

methods, study validity and reliability, data analysis and study limitations.  

 

3.1 Research Approach 

Research approach utilized for this study was inductive research approach. It was 

inductive research approach in light of the fact that the study included examine 

destinations and research questions rather the formulation of hypothesis. For the 

most part, inductive research approach used research objectives and questions to 

limit the extent of the study. 

 

3.2 Research Design 

Research design is a conceptual structure inside which research is conducted. It 

constitutes the outline or the collections, estimation and examination of information 

(Kothari, 2004). There are a few research design in inquire about field, including 

contextual investigation look into design which this study used since it concerns with 

the ebb and flow status of the subject under study, deciding and announcing the way 

things are(Adam and Kamuzora, 2008). Moreover, this kind of research endeavors to 

portray such things as conceivable conduct, frames of mind, qualities and attributes. 

It was a suitable design for empowering the researcher to make far reaching 

information collection. Regarding approach, the study utilized both subjective and 

quantitative data. The design involves examination of a specific issue, truth or 

occasion inside its genuine point of view utilizing various wellsprings of 

information. This design enabled the researcher to study profoundly various parts of 
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the phenomenon, adaptability as far as information collection strategies and was also 

cost effective. 

 

3.3 Study Area 

This study was conducted at Fisheries Education and Training Agency (FETA) 

Headquarters in Pwani region, Tanzania. Fisheries Education and Training Agency 

(FETA) Headquarters was chosen in light of the fact that is one among the colossal 

public organizations in Tanzania. It was additionally simple for the researcher to 

have simple access to the top management of the organization and information with 

respect to employee’s motivation issues. Additionally the organization was situated 

in a spot where there was adequate communication framework; along these lines it 

was simpler for the researcher to arrive at the institution. 

 

3.4 Population of the study 

Study population is a group of individuals or things that offer at least one attributes 

from which information can be assembled and examined. Population is set of all 

units that the examination covers, or to which it very well may be summed up 

(Neuman, 2006). For the most part, population is the totality of the items under 

scrutiny (Adam and Kamuzora, 2008). The population for this study included 

employees of Fisheries Education and Training Agency (FETA). Explicit unit of 

request was administrative level since they were engaged with decision making 

concerning employees motivation plans and implementation. Likewise, operational 

level employees since they are the ones who influenced with the decided, either 

emphatically or adversely. Hence, information accumulated from these groups was 

important and sufficient to respond to the exploration questions. 

 

3.5 Sampling Procedures and Techniques 

As indicated by Adam and Kamuzora (2008) a sample is a subset of a population that 

is utilized to speak to the whole group in general. It is often unreasonable to 

overview each individual from a specific population in light of the fact that the 

absolute number of individuals is essentially huge. Purposive sampling is a non-

likelihood sampling method whereby the significant criteria remembering a person 
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for the sample is possession of ability and experience about an issue under study. The 

study utilized purposive sampling since it is more affordable and speedy for choosing 

a sample (Kothari, 2004). Accordingly serving the researcher both time and money 

related resources. Purposive sampling was utilized to choose a sample of 100 

respondents. A sample of 45 respondents from the population is defended by Bailey 

(1994) who contends that a sample or sub-sample of 30 respondents is an absolute 

minimum for a study where factual information examination is to be done, paying 

little heed to the population size. 

 

This sample size included employees from managerial level such as Administrators, 

Human Resource Managers and employees from operational level such as training 

officers, ICT Officers and non-manager employees. 

 

3.5.1 Purposive sampling 

In this kind of sampling researcher picked respondents which he accepted had the 

option to convey the necessary information. Besides In this technique the researcher 

intentionally included or prohibited a portion of the respondents in the sample. The 

significant criteria for remembering a person for a sample is possession of mastery or 

experience about the issue under scrutiny, the employee motivation for picking 

purposive sampling is that researcher trusted a few respondents had alluring 

properties, attributes, encounters and skill about the phenomenon for instance 

respondents, for example, chiefs of divisions, human asset and administration 

supervisors, human asset officers, managerial officers and different employees from 

the money and administration office, were the ones managing motivation. In this 

manner researcher utilized purposive sampling to them and not different respondents 

like security officers, drives, advertising officers business administration officers 

who were less educated about the issue explored. 

 

3.6 Data Collection Methods and Instruments 

Data collection is the process of gathering information so as to serve or demonstrate 

a few realities (Tromp and Kombo, 2006). They demand researchers must have an 

unmistakable downplaying of what they plan to get and how they would like to get.  
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The principle instruments used to gather data for this study were an organized 

questionnaire and meeting. A questionnaire is a data collection instrument that 

consists of a lot of foreordained and organized questions given to the subject to 

respond to recorded as a hard copy or to be filled by researcher through self-directed 

questionnaire (Adam and Kamuzora, 2008). A self-controlled questionnaire with shut 

and open finished questions was utilized to accumulate information from employees. 

Meeting is a data collection technique that includes oral-verbal questioning and 

discussion between a questioner (Researcher) and an interviewee (Respondent) 

which can be conducted up close and personal or through telephone conversation 

(Kothari, 2004). 

 

3.6.1 Primary Data 

Primary data alludes to the direct information that is assembled legitimately from 

respondents painstakingly chose (Tromp and Kombo, 2006). In this way, the 

questionnaire and meeting were material to accumulate data from the current 

sources. 

 

3.6.1.1 Questionnaire 

Questionnaire is an instrument consisting list of questions that a number of people 

are asked so as to collect information about something (Minerva, 2009). Both 

category; open-ended questionnaire that gives the respondent more freedom to add 

more information to the specific question and closed-ended questionnaire, that limits 

the freedom of respondent to add more words to a particular question. Thus, these 

two types of questionnaire were used to collect data at FETA through list of 

questions as the instrument for the purpose of collecting both qualitative and 

quantitative data whereby 90 respondents filled the questionnaires. Appendix 1 

provides questionnaire guide for the study.  

 

Furthermore the rationales and benefits researcher got after using questionnaires 

were that the method gave freedom to employees to express their opinions, views, 

experiences and feelings about employee motivation on organisational growth at 
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FETA, The method gave freedom to respondents to provide their own answers, 

questionnaires covered large sample at lower cost. 

 

3.6.1.2 Interview 

Interview is a list of questions managed through oral or verbal communication or is 

an eye to eye discussion between the researcher and the interviewees (Kothari, 

2004). Personal interview was used by the research to meet some employees at 

FETA and structured interview questions were used to collect data from the 

respondents. The interview method was more flexible because adapted to the 

situation and helped to get immense information and more unexpected information 

from the interviewees. Therefore, 10 respondents were included in interview among 

them were not able to express themselves in writing, so through interview clear and 

adequate information were easy collected from the respondents. Appendix 2 provides 

interview guide for the study.  

 

Moreover, the method brought several advantages to researcher. For instance it 

allowed greater flexibility in questioning process, researcher was assured that all 

questions were answered, enabled him to control the situation, and there was also 

wide coverage of the respondents. The interview conducted enabled them participate 

fully by listening and responding to questions and also raising other issues which 

were relevant to the study. This method enabled the researcher to interact directly 

with respondents, thereby facilitating the elaboration of answers on context-sensitive 

questions. 

 

3.6.2 Secondary Data 

Secondary data are those data which have already been collected by someone else 

and passed through the statistical process (Kothari, 2009). Documentation method 

was used by the researcher to get ready made relevant information by passing 

through various related academic works and reports including journals, previous 

related researches, books and other related documents concerning the effects of 

motivation on organisation growth.   
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3.7 Validity and Reliability 

As indicated by Yin, (2008) validity of an exploration can be achieved in two stages 

they are inner and outside validity. Inward validity is exactness or the nature of the 

exploration work, outside validity is the degree at which results or findings can be 

summed up. Validity is the degree to which a question or a scale is estimating the 

concept, quality or property. It is how much a test estimates what it should quantify 

(Bailey, 1994).  

 

Reliability is the degree the study can be rehashed with same outcomes (Williamson, 

2002). The reliability for the overview can be viewed as accepting quality responses 

for the questions, and how you can get the respondents to comprehend the 

questionnaire. Reliability of research instrument concerns the degree to which the 

instrument yields similar outcomes on the rehashed preliminaries (Bailey, 1994). The 

questionnaire was pre-tried to check for inconsistencies, equivocalness and whether 

the questions had the option to encourage the collection of significant information. 

After pre-testing corrections were made to improve the instrument.  

 

The researcher dispersed questionnaires and interviewed a couple of respondents. 

The responses to the questionnaires and interview questions were archived and 

investigated. From there on researcher found that study was dependable one might 

say that the outcomes acquired in pilot study were consistent when and the study was 

legitimate in light of the fact that the questionnaires as instrument of data collection 

it estimated the exploration destinations, inquire about questions of the study. 

Researcher viewed reliability and validity as significant in the study since it 

estimated what he expected to quantify then the after-effects of the study were 

utilized to respond to the exploration question, which is the fundamental point of the 

study.  

 

3.8 Data analysis 

Data analysis refers to computation of specific measures along with looking for 

examples of relationship that exist among data groups (Kothari, 2004). In subjective 

analysis, content analysis was utilized to break down information gathered from the 
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respondents. Quantitative data was investigated dependent on measurable including 

frequencies and rates by utilizing Statistical Package for the Social Science (SPSS 

Version 16); tables were utilized to speak to the key findings of the study. 

 

3.9 Study Limitations 

The study examined various types of motivation, how those types influenced 

organisation growth, challenges and ways to improve motivation to influence 

organisation growth. The study was limited to one public organisation, Fisheries 

Education and Training Agency (FETA). The use of non-probability sampling 

technique of sample selection may be subjective and hence expose the study findings 

and critique possible bias. Thus, findings of this study are not to be generalised to all 

other public organisations.  

 

Time range for conducting this study was limited because activities such as data 

gathering demanded more enough time to process permit from the respective 

authority and responsiveness of the respondents could not be predicted. Some 

respondents were reluctant to provide the needed information to the researcher due to 

the fear that information they gave out would be used against them. This situation 

was handled by establishing good relationship with respondents and ensuring them 

that the information they offered would be handled confidentiality.  

 

Financial constraints: conducting research is very expensive and requires substantial 

amount of financial resources. The researcher had limited funds given that she was 

relying on her salary to meet the costs of the field work from upkeep and tuition.  On 

confidentiality, some of the employees were not ready to give out the information as 

they thought that it would be out in the public domain. 

 

For the case of financial constraints, the researcher had to cut down some of the 

expenses. On the issue of confidentiality, the researcher had to assure the 

respondents on the ethics of research that their names will not appear in the research 

report. With regards to time, after agreeing on the date and time of collecting the 

questionnaires and found them unanswered, the researcher had to request for 
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telephone numbers from the employees and had to call them frequently and remind 

them to ensure that the questionnaires were answered by their members. This helped 

a lot in that, the researcher was informed via the telephone on the completion of the 

questionnaires, hence arranged to pick them.  
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CHAPTER FOUR 

 

PRESENTATION AND DISCUSSION OF FINDINGS 

 

4.1 Introduction 

This chapter presents findings and discussion on the employee motivation effect on 

organisational growth. It is organised around four research questions namely: In what 

manner does FETA motivates its employees? How motivation has influenced the 

growth of FETA? What are the challenges the FETA encountered in motivating its 

employees? What are the measures of improving motivation program at FETA? 

Section one presents background characteristics of respondents. Section two presents 

identified types of motivation offered by Fisheries Education and Training Agency 

(FETA). Section three is about the influence of motivation on the growth of FETA; 

section four is about challenges of motivation encountered by Fisheries Education 

and Training Agency (FETA) and section the last section five presents the measures 

for improving motivation program at Fisheries Education and Training Agency 

(FETA).  

 

4.2 Response rate 

The response rate of respondents encompasses the particulars of men and women 

included in this study. About 120 questionnaires were distributed to respondents 

while the returned questionnaires were 100. On other hand 10 respondents were 

included in interview method, whereby the researcher managed to get responses from 

all 10 respondents. 

 

4.3 Respondents’ Profile 

4.3.1 Background information of the respondents 

The background information of the respondents encompasses the particulars of the 

100 men and women included in the study. Data presented in the tables were 

collected from 90 respondents who filled the questionnaires. Data collected from 

interview with 10 respondents were presented through content analysis. The 

respondents were asked to indicate their appropriately demographic information. 
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Among the most important respondents’ characteristics dealt with in this study were 

respondents’ gender, age, departments, education level and working experience. 

Therefore, general responses from the respondents were presented in Table 4.1 

 

Table 4. 1: Demographic Information of the Respondents 

Demographic 

characteristics  

Categories and description of the 

demographic characteristics   

Number of 

respondents  

Percent

age % 

 

Sex Male   50 55.6% 

Female  40 44.4% 

Age  18 -30 20 22.2% 

31 -40  45 50% 

41 and above  25 27.8% 

Departments Technology development  25 27.8% 

Administration and HR  10 11.1% 

Marketing and information  33 36.7% 

Finance    22 24.4% 

Education level  Secondary level 15 16.7% 

Certificate level   30 33.3% 

Diploma level  20 22.2% 

Degree level 15 16.7% 

Masters level  8 8.9% 

PHD level  2 2.2% 

working 

experience  

Less than a year  15 16.7% 

1-3 45 50% 

4-5 25 27.8% 

6 years and above 5 5.5% 

Source: Field Data, 2018  

 

4.3.2 Sex of the respondents 

It can be observed from the Table 4.1 whereby 50 respondents equivalent to 55.6% 

were male while 40 respondents equivalent to 44.4% were female gender. The data 

suggests there was a difference between the number of males and females used for 

this study. This implies that many questionnaires were answered by the male who 

were majority. The gender is important in the study because the researcher wanted to 
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know what kind of gender has understood well the effects of employees’ motivation 

on organisational growth. The study found that both male and female gender were 

highly understood well the whole study.  

 

4.3.3 Classification of the Respondents by Age 

Age is among the most significant demographic variables and is the prime 

foundation of demographic categorization in vital statistics, census and surveys 

(TDHS, 2005). According to the data the highest proportion of respondents who 

filled questionnaires (50%) was aged between 31-40 years, while (27.8%) was aged 

between 41 and above and (22.2%) was aged between18-30. Age of the respondents 

was included in the study because the researcher wanted to know which age group 

has understood well the effects of employee’s motivation on organisational growth.  

 

4.3.4 Classification of the respondents by respective Departments 

Furthermore Table 4.1 indicated the respondents’ departments. The sample size for 

this study composed of respondents from various departments within the 

organisation namely; technological development, administration and HR, finance and 

marketing and information. According to the gathered data, some of respondents 

(27.8%) were from Technology development, (11.1%) of the respondents were from 

Administration and HR, while (36.7%) of the respondents were from Marketing and 

information and (24.4%) of the respondents were from Finance. The aim of 

considering departments was due to the fact that different employees had different 

understanding on the matter under study. Therefore, most of the respondents were 

from the lower management level, rarely involved in decision making regarding 

employees’ motivation but mostly affected by the motivation decisions made by the 

top management level.  

 

4.3.5 Classification of the respondents by Education level 

The respondents were asked to indicate their education levels. As it indicated in 

Table 4.1, the majority of respondents (33.3%) were certificate holders, (22.2%) of 

the respondents were diploma holders, (16.7%) of the respondents were degree 
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holders, while also (16.7%) of the respondents were secondary certificate holders, 

(8.9%) of the respondents were master’s holders and (2.2%) of the respondents were 

PhD holders. The education level was considered as the important attribute in this 

study because education was assumed to have a crucial role in enabling the 

respondents to understand different questions concerning the effects of motivation on 

organisational growth at FETA.  

 

4.3.6Classification of the Respondents by working experience 

Respondents were asked to indicate their years of service in the organisation 

whereby the majority of respondents (50%) were between 1 and 3 years of service, 

followed with (27.8%) of the respondents who were between 4 and 5 years of 

service, while (16.7%) were less than a year and (5.5%) were 6 years and above 

years of service. The reason behind to consider working experience because the 

researcher wanted to know whether working experience matters in understanding 

well the effects of employees’ motivation on organisational growth. The study 

revealed that most of the respondents included in this study had average experience 

motivation at FETA.  

 

4.4 Specific findings on Employee motivation and organisation growth 

Analysis of the findings and argument of the findings have been done in relation to 

the specific research objectives namely to identify various types of motivation 

provided by Fisheries Education and Training Agency (FETA), to determine how 

motivation has influenced the growth of Fisheries Education and Training Agency 

(FETA), to determine challenges the Fisheries Education and Training Agency 

(FETA) faces in motivating its employees and to suggest ways of improving 

motivation program at Fisheries Education and Training Agency (FETA).  

 

4.4.1 Types of motivation provided by Fisheries Education and Training Agency 

Respondents were asked to mention types of employee motivation provided by 

FETA. The researcher’s intention of this question was to realise different motivations 

packages provided at FETA. However, in indicating their answers respondents 
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provided different views, comments that associated with the types of employee 

motivation on organisational growth.  

 

Table 4.2 presents the various types of motivation offered by Fisheries Education and 

Training Agency (FETA). Data collected from questionnaires suggest that (55.6%) 

of the respondents have been offered salary bonuses. The salary bonuses are essential 

for influencing employee’s performance in the organisation, hence facilitate the 

organisational growth. According to ELRA (2004) salary is an employee’s legal 

rights and an employer’s legal responsibility. Salary represents the monthly rates of 

pay irrespective of the number of hours put in by an employee. It differs from 

employee to employee depending on the nature of job, seniority and merit. In other 

hand (16.7%) of the respondents have been offered allowances, (11.1%) of the 

respondents have been offered promotion, while (5.5%) were mentioned conducive 

environment as the motivation in the organisation. and (11.1%) of the respondents 

have been offered training as the motivation. The study revealed that monetary 

incentives are more offered by the organisation than non-monetary incentives. 

Although the non-monetary incentives seem to motivate employees and essential for 

the employee’s performance. For instance, Public Service and Incentives Policy 

(2010) was integrate non-monetary incentives into public service total remunerations 

structure. This is because improved working facilities, improved budget, and 

improved management, more training, recognition and promotion. Moreover, 

collected data suggested that non-monetary incentives were somehow offered at 

FETA, as one of the respondents who interviewed stated that;  

 

 “...I have worked here for almost five (5) years now and I have attended 

various trainings but I was never promoted, and i wish it...”  

 

In addition, allowances were one among the types of motivation that offered by the 

organisation. The study revealed that the organisation offered constantly overtime 

allowances, but it seems currently the organisation has omitted those allowances 

including overtime allowances.  One respondent said; 
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 “..., it has been two years now since i was given allowance, I am not the 

only one and this is not a first time, even before the organisation has 

omitted those allowances it was sometime hard to get the allowance 

especially overtime allowance that is more considered here”. 

 

Table 4. 2: Types of Employee Motivation 

Variable n % 

 

Salary bonuses 50 55.6 

Allowances  15 16.7 

Promotion  10 11.1 

Conducive working 

environment  

5 5.5 

Training  10 11.1 

Total 90 100.0 

Source: Field data, 2018  

 

4.4.2 Employee Motivation Influenced Organisational Growth at FETA 

Respondents were asked to what extent employee motivation influence 

organisational growth. The researcher’s intention of this question was to realise how 

employee motivation packages provided at FETA influence organisational growth. 

However, in indicating their answers respondents provided different views, 

comments that associated with the employee motivation on organisational growth.  

 

Table 4.3 presents respondents opinion on whether the employee motivation program 

influenced organisational growth at FETA. Data collected by questionnaires 

indicated that (72.2%) of the respondents they answered yes, while (22.2%) of the 

respondents they answered no and (5.6%) of the respondents they did not know. This 

question was intended to understand if employee motivation program has influenced 

organisational growth at FETA. Therefore, the data gathered explore that majority of 

respondents agreed that employee motivation helped and influenced organisational 

growth at FETA.   An organisation which provides conducive environment for 

employees growth opportunities which finally inspire, encourage, acknowledge, 

remunerate, preserve valuable employees within the organisation (Osibanjo et al., 
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2014.In addition data collected through interview also support the question. One of 

the respondents said that;  

 

“...the concept of employee motivation is prominence in here and to 

large extent helped to encourage employees, in other words I can say it 

motivate workers, because they compete in ensuring that the given tasks 

are well accomplished...” 

 

Moreover the study revealed that if the organisation considers the motivation 

dimension that enhances organization performance and therefore growth, training is 

used to enhance the skills, efficiency, and new knowledge of employees and it 

familiarizes them with the organizations goals, rules, and regulations. The employees 

are trained for use of new technology, equipment and work methods (Van Vianen et 

al. 2011). It is important to make advancement to the employees for the aim of being 

competent against current market competition.  

 

Table 4. 3: Respondents Suggestions Whether Employee Motivation on 

Organization Growth at FETA 

Variable N % 

 

Yes 65 72.2 

No 20 22.2 

I do not know  5 5.6 

Total 90 100.0 

Source: Field data, 2018  

 

4.4.3 Challenges Encountered in motivating employees at FETA 

Respondents were asked to suggest challenges in motivating employees at FETA. 

The purpose of this question was to know different challenges that affect employee 

motivation at FETA influence organisational growth. However, in indicating their 

answers respondents provided different views, comments that associated with the 

challenges of employee motivation.  
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Table 4.4 presents respondents’ opinions about challenges of motivation that are 

encountered by Fisheries Education and Training Agency (FETA). Challenges that 

were mentioned by some of the respondents (50%) they mentioned inequity and 

(22.2%) they mentioned inadequate motivation. The study found that there were 

major motivation disparities between those who from top management and 

subordinates. For instance top managers employees claimed to receive on call 

allowance consistently and timely while no manager’s employees were often delayed 

and sometimes not provided at all. One of the respondents said; 

 

“...I do not know what is the problem but on call allowance for non-

managers is often provided late compared to those from top management 

and sometimes we are not receive it all while others from to management 

receive their on call on time, this is totally unfair ...” 

 

It was also found that some from top management were provided with housing 

allowance while the subordinates did not receive any housing allowance. Carrel and 

Dittrich (1978) that employees determine what their equitable return should be after 

comparing their inputs and outcomes with those of their co-workers. Therefore, when 

inequity is perceived to exist it can result to lower productivity, absenteeism, 

increase in turnover, corruption, embezzlement, strikes and other unproductive 

behaviours. The interviewed respondents also suggested that motivation incentives 

provided by Fisheries Education and Training Agency (FETA) were not adequate 

and sufficient enough because they could not cover all cost of living. Therefore, 

satisfied some of the basic needs, some of the respondents said;  

 

“...the truth is even the allowances we receive are not really enough and 

sufficient compared to the recent cost of living. Goods and services are 

very expensive nowadays and with these allowances I can only afford 

some of the necessities such as food and shelter but it is very hard to 

provide to other human needs ...” 
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According to Mutahaba (2005), employees who are paid wages which are inadequate 

to meet basic needs and do not have the option of opting out of the job, they would 

adopt deviant work behaviour which could include strategies to supplement their 

income such as theft and corruption. Other challenges were poor communication 

motivation plans, 16.7% of responses while only 11.1% mentioned delayed payment.  

 

Table 4. 4: Motivation Challenges Faced  

Variable N % 

 

Poor communication 

motivation plans 

15 16.7 

Inequity motivation  45 50 

Inadequate motivation  20 22.2 

Delayed payment  10 11.1 

Total 90 100.0 

Source: Field data, 2018  

 

4.4.4 Measures to improve Employee Motivation 

Respondents were asked to suggest ways in motivating employees at FETA. The 

purpose of this question was to know different measures that might influence 

employee motivation at FETA. However, in indicating their answers respondents 

provided different views, comments that associated with the measures of employee 

motivation.  

 

Respondents’ suggestions measures to be taken to improve employee motivation at 

Fisheries Education and Training Agency (FETA) are presented in Table 4.5. Some 

of the respondents (38.9%) suggested that employee participation in judgment 

making is one way to improve inspiration program at FETA. This is because through 

involvement, employees’ suggestions and opinions on motivation needs could be 

heard and considered in designing motivation packages. Neuman (1989) makes a 

decision about participative decision making as a lot of arranged methodology for 

systematizing singular power and autonomy in the point of view of faction 

responsibility and related to framework wide control. Employee participation and 

strengthening direct to productivity, adequacy and innovation however they likewise 
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support employee gratification, work motivation and trust in the organization 

(Constant, 2001). 

 

Moreover, equal and fair motivation was suggested by 27.8% of the respondents as 

another way to improve motivation program at FETA. Respondents commented that 

motivation disparity that existed between top rank management employees and lower 

rank employees in provision allowances and housing allowances should be resolved 

to restore motivation equity, fairness and satisfaction among employees. Public 

service pay and incentive policy (2010) was also meant to eradicate motivation 

inequality in public service by harmonizing pay in accordance with the rule of equal 

pay for equal value of work.  

 

In addition, effective communication was also mentioned as another way to improve 

motivation at Fisheries Education and Training Agency (FETA). It is found that apart 

the government policies, the organization had no clear strategies concerning 

motivation program that was transparently known to all employees. Effective 

communication of motivation plans and strategies could help employees be aware of 

what they should expect from the organization in terms of motivation. For example, 

one of the respondents said;      

 

“...I personally think that the management should prepare and formulate 

a well motivation policies like other organisation that will help us be 

aware about what allowances and incentives we are supposed to receive 

because right now we rely on bylaws from the central government which 

are not well implemented ...” 

 

It was also suggested by interview gathered data that the Government and 

development partners should provide enough funds that would enable the 

organization to motivate its employees fairly, adequate and equitably according to 

the value they create in the organization. Formulation bylaws which inform and 

direct management about who to motivate and what motivation should consider the 
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availability of funds so as to ensure successful implementation of motivation 

program. One of the respondents said;  

 

“...most of the time we as management we consider motivation to all 

employees in the organisation, but the problem is that lack of enough 

fund is a problem to provide motivation packages consistently, the 

organisation is in progress to formulate bylaws which will help to avoid 

unnecessary misunderstanding at the work place...” 

 

Moreover, the study revealed that employees must be provided with opportunities for 

training and development equally. Promotion and other procedures should be 

improved to ensure employees who deserve to be promoted are promoted in 

accordance and timely.  

 

Table 4. 5: Measures to improve motivation 

Variable N % 

Measures to improve motivation 

Effective communication 10 11.1 

Adequate salaries 20 22.2 

Employee participation in decision making 35 38.9 

Equal and fair rewards 25 27.8 

Total 90 100.0 

Source: Field data, 2018 

 

Therefore, data gathered to answer this question implied that employees of Fisheries 

Education and Training Agency (FETA) felt that their input in motivation decisions 

process was essential for improving motivation process, hence influencing 

organizational growth. Equal and fairly motivation was important in motivation 

program because influence employees recognition.  
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CHAPTER FIVE 

 

SUMMARY, CONCLUSIONS AND IMPLICATIONS 

 

5.1 Introduction 

This chapter presents the summary of the study, conclusions, implications policy and 

last part covers suggestions for further research.  

 

5.2 Summary 

The relationship between employee motivation and organizational growth has current 

gain fundamental attention in studies of the work place. This is because motivation is 

one among the vital factor for the existence of competent employees in an 

organisation which helps the organisation capability. When employees are motivated 

they become responsive of the definite organisational goals and objectives which are 

set to be achieved, therefore they direct their efforts in that direction. Consequently, 

motivation formulates an active organization more successful. This is because 

motivated employees are continuously looking for improved practices to perform a 

work (Muogbo, 2013) within their organization.  

 

Despite the huge information and attention given to employee motivation and 

organisation growth, but still the managers are seeming to ignore the concept of 

motivating their employees especially in those public organisations. Therefore, this 

study aimed at bridging the gap that exist by assessing the effects of employee 

motivation in influencing organisational growth with specific focus in one public 

organisation, which is Fisheries Education and Training Agency (FETA). 

 

The study was guided by specific research questions namely; in what manner does 

FETA motivates its employees? How motivation has influenced the growth of 

FETA? What are the challenges the FETA encountered in motivating its employees? 

What are the measures of improving motivation program at FETA?The study used 

both quantitative and qualitative approaches in data analysis covering 100 
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respondents who involved in the study. The study adopted interview and 

questionnaires methods as data collection instruments. The study used simple 

descriptive data analysis techniques from which percentages and frequencies were 

obtained. Data presentation was done in regards to specific objectives.  

 

5.3 Conclusion 

This section shows a snap short of the conclusion from each study objective as 

shown below: 

 

5.3.1 Types of motivation provided by Fisheries Education and Training Agency 

The result showed that, salary bonuses have impact on organisational growth and. 

The salary was a major type seems to affect the employees’ performance in the 

organisation. It was also found out that allowances offered by TEFA as a motivation 

factor was also an important technique to influence organisational growth.  

 

Moreover, it was found that, promotion is one of the important attributes to bring 

success of an organisation. Employees wanted to be recognized as the ones who 

create more efforts to the existence of an organisation. It was found that the 

promotion factor was more powerful factor to influence quickly and tremendous 

organisation growth. In other hand it seemed that the promotion was not consistently 

it takes a period of time one to be promoted.  

 

Furthermore, the conducive environment and training were also offered by the 

organisation as motivation factors to influence organisational growth at FETA. It is 

found that employees wanted to work in favourable and friendly working 

environment which helped them to be comfortable in accomplishing their day to day 

given tasks. In other hand the regular training was also provided at FETA whereby 

both short and long training opportunities have been offered to the employees for the 

purpose of increasing skills, knowledge and gaining new technological advancement 

techniques.  
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It can therefore be concluded that, managers in the organisation are ought to consider 

employee motivation which enabled employees to feel a part of an organisation by 

providing both material incentives and non-material incentives. Therefore, create 

employee’s satisfaction and bring organisational growth.  

 

5.3.2The influence of motivation on organizational growth at FETA 

The second objective of the study intended at assessing how motivation has 

influenced growth of FETA. The results of the study explains that popular of the 

respondents had understood the concept of motivation and how it helped to influence 

organizational growth; The findings of the study showed also majority of the 

respondents involved in the study considers that, without motivating the employees 

in the organization might affect the growth of both the employees careers and 

organization itself, because when motivating employees it can help them to work 

hard and accomplish their assigned tasks timely with well performance. 

 

Furthermore, it was found out that, the minority of the respondents they did not know 

if motivation brought about organisational growth. They are aware on the concept 

but what they believe is the organisational growth depends much on the competent of 

its employees but the motivation practices. They argued because some of them were 

not motivated especially in terms of material incentives and they work hard to ensure 

the organisation is producing a better public service. 

 

It is therefore, concluded that, the organisation growth is considered in the 

organisation as an organisation goal.  Furthermore, it can be concluded that, the 

organisation has to ensure and take to action some changes and improvement to 

improve motivation for the future of the organisation. It can be helpful to attain and 

retain the competent employees in the organisation. 
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5.3.3 Challenges faced by Fisheries Education and Training Agency in 

motivating its employees 

The third objective of the study aimed at assessing the challenges faced by Fisheries 

Education and Training Agency (FETA); The findings of the study showed the 

following results; The findings of the study showed that, majority of the respondents 

involved in the study considers that, inequity motivation and inadequate motivation 

have a diverse negative effect to the growth of an organisation. The findings showed 

that, majority of the respondents considered that the unfair motivation among 

employees create enmity and lead poor performance. 

 

Furthermore, it was found out that, the respondents consider that, poor 

communication motivation plans and delayed payment were also the challenges that 

affect effective employee motivation practice in the organisation. Moreover, 

discrimination in offering training among employees affects the effective motivation 

process in the organisation. Last but not least, the study showed that, the lack of 

enough funds affects the effective employee motivation to a great extent.  

 

It is therefore, concluded that, all the negative factors that seems to hinder effective 

employee motivation program should be removed and ensure the motivation is taking 

place for the survival of an organisation. Those problems and challenges might cause 

competent employees to quit to other organisations. Therefore, the organisations 

have to ensure all motivation incentives are in place and timely for the purpose of 

influencing employee’s hard work for the future organisation benefits.  

 

5.3.4 Measures taken by Fisheries Education and Training Agency (FETA) to 

improve motivation program 

The fourth objective of the study aimed at identifying the measures to improve 

employee’s motivation. The findings show that employment participation in decision 

making and equal and fair rewards were the considered measures at FETA for 

improving employee motivation and influence organizational growth. In other hand 

the study revealed that adequate salaries and effective communication were also 
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considered as the measures of improving organization growth at Fisheries Education 

and Training Agency (FETA). 

 

Therefore, FETA should ensure these measures are taken in consideration for the aim 

of influencing organization growth. Apart from these measures, FETA also has to 

remove all obstacles that seems negatively affect the organization growth in the. 

Moreover, the organization has to ensure modern management system such as 

Formulating organization bylaws for motivation program) purposely to compete with 

the current global management systems. 

 

5.4 Implications for the findings 

The following section covers implication of the study which are based on the 

conclusions.  

 

5.4.1 Implications to the theory 

From theoretical literature review, it was discovered that, success or failure of any 

organization is determined by how well the employees are being motivated among 

themselves towards their work and how they are dedicated on increasing 

organisational performance. From the findings and conclusion above, the theoretical 

implication is that, employee motivation plays an ultimate role in enhancing the 

employee productivity and hence organisational growth. Employee motivation is 

directed connected to employee commitment, productivity and organisational profits.  

 

5.4.2 Implications to the Policy 

It was found out that job security had positive effect growth and development of 

FETA. It is therefore recommended that, for further more production, and 

development, there is a need for the organisation to review its policies such that 

employee’s feels more secured. Once an employees is secured he or she can settle 

initiate short and long term plan but also can implement his plans while settled and 

with zeal. 
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The country’s employment polices acknowledges that, employees need to be given 

allowances to cover the basic needs as relying on the salaries its self is demotivating. 

It is therefore, recommended to the Ministry of Labour, to reconsider formalising all 

sorts of motivations which are necessary at improving and motivating employees 

since it would increases productivity, happiness, and commitment and make them 

more satisfied to their jobs. 

 

Last but not least, employee’s recognition was found to have strong effect and 

positive relationship to the organisation performance. It is therefore recommended 

that, employee need to feel part of the organisation, but also they should be 

motivated by recognizing their well job done. For those who perform better, they 

should be given letter of recognition and appreciation.  

 

5.6 Suggested areas for further research 

While this study aimed at analysing employee motivation and its effects on 

organizational growth at FETA, results from this study cannot be used to generalise 

situations in other institutions of similar nature. Forthcoming researchers on 

motivation and organization growth should embark on assessing similar problem 

under study in other public training institutions. This is important because it will 

facilitate a wider understanding of the complexity of employee motivation.  

 

Similarly, researchers may also conduct a research concerning effects of employee 

motivation in other FETA offices apart from headquarters. For instance, FETA 

offices in other regions in Tanzania mainland. This is important because it will help 

to compare the findings of this study and others and thereafter strengthen its existing 

motivation systems.  

 

A step further to the comparative analysis of the public and the private sector on the 

effects of public sector employee motivation on organisational growth is crucial. 

Such analysis will assist to identify information gaps and measures in improving and 

implementing motivation in either public or private sectors. 
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APPENDICES 

APPENDIX 1: Questionnaire 

Dear colleagues, I am doing a master degree in Human Resources management at 

Mzumbe University. I am required to do a thesis which is a requirement to 

accomplish my studies. In view of this, I am currently doing a research on the 

assessment of employee motivation and its effects on organisational growth, a case 

study of Fisheries Education and Training Agency (FETA). The research is seeking 

your opinions and understanding as staff of FETA on types of motivation, how 

employee motivation influenced organisational growth, challenges of employee 

motivation and measures to improve motivation practices so as to influence 

organisational growth. The information you provide will be confidential and used for 

the research purpose only. 

 

Section A: Background information 

 

A1: Age of respondent                                                   _______________________ 

 

A2: Sex of respondent  

i. Male 

ii. Female                                                                 _______________________ 

 

A3: What is the name of your department?     _______________________ 

 

A4: What is your education level? 

 

A5: Years of service at Fisheries Education and Training Agency (FETA)     

______________________ 
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Section B: Types of motivation at FETA 

B1: Does FETA have a motivation plan/ strategy for its employees? 

i. Yes 

ii. No 

iii. I don’t know 

 

B2: What are the types of motivation/ rewards offered by FETA? Please tick the 

appropriate answer/ answers 

i. Salary                                                                                     _____________ 

ii. Incentives (e.g. commission, bonus)                                      _____________ 

iii. Fringe benefits (e.g. Health insurance, accident relief)          _____________ 

iv. Perquisites (e.g. Housing, office cars)                                    _____________ 

v. Non- monetary benefits (e.g. Recognition, promotion)          _____________ 

vi. Others, please  

vii. specify……………………………………………………………………… 

………………………………………………………………………………………… 

 

B3:  Apart from the types mentioned in question (B2), what other types of motivation 

do you think should be included in the motivation strategy/ plan of your 

organization?  

…………………………………………………………………………………………

…………………………………………………………………………………………

………………………………………………………………………………………… 

………………………..................................................................................................... 

 

B4: As an employee of FETA, have you ever been motivated/rewarded? 

i. Motivated/rewarded  once 

ii. Motivated/rewarded several times 

iii. I have never been motivated/rewarded 

iv. I don’t know        ____________________ 
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B5: Does the key types of motivation/ reward you ticked in question (B2) help in 

stimulating work morale? 

i. Yes 

ii. No 

iii. I don’t know                                                                         _______________ 

 

B7: Please give reasons for your answer in question (B5) above 

…………………………………………………………………………………………

…………………………………………………………………………………………

………………………………………………………………………………………… 

 

Section C: Challenges of motivation 

C1: How would you rate the implementation/execution of the motivation plan in 

your organization? 

i. Effectively implemented 

ii. Somehow implemented 

iii. Negligently implemented 

iv. Poorly implemented 

v. Not implemented 

vi. I don’t know         ____________________ 

 

C2: Please give reasons for your answer in question (C1) above 

…………………………………………………………………………………………

…………………………………………………………………………………………

………………………………………………………………………………………… 

 

C3: How would you rate the sufficiency level of the motivation/rewards provided by 

your organization? 

i. Adequate 

ii. Average 

iii. Inadequate 
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iv. I don’t know         ___________________ 

C4: Please give reasons for your answer in question (C3) above 

…………………………………………………………………………………………

…………………………………………………………………………………………

………………………………………………………………………………………… 

 

C5: What motivation challenges do you encounter/face in your organization? Please 

tick the appropriate answer/answers. 

i. Poorly communicated motivation plans                                    __________ 

ii. Inequity in motivating employees                                             __________ 

iii. Unfair motivation                                                                      __________ 

iv. Inadequate motivation (e.g. Salary, incentives etc)                    __________ 

Others, please specify……………………………………………………………....... 

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

……………………………………………………………………………………… 

 

C6: Are you happy with the motivation system of your organization?  

i. Yes 

ii. No 

iii. I don’t know                                                             ___________________ 

 

C7: Please give reasons for your answer in question (C6) above 

…………………………………………………………………………………………

…………………………………………………………………………………………

………………………………………………………………………………………… 

 

C8: Do you think motivation of staff in public institutions is well managed? 

i. Yes 

ii. No 
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iii. I don’t know                                                           ___________________ 

 

C9: Please give reasons for your answer in question (C8) above 

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

………………………………………………………………………………………… 

 

Section D: Measures to improve motivation program 

D1: Do you think equal and fair motivation/rewards will increase your job morale? 

i. Yes 

ii. No 

iii. I don’t know                                                                     _________________ 

 

D2: Please give reasons for your answer in question (D1) above 

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………….................................

......................................................................................................................................... 

D3:  Do you think prompt and timely payment of claims will increase your job 

morale? 

i. Yes 

ii. No 

iii. I don’t know                                                                      _________________ 

 

D4: Please give reasons for your answer in question (D3) above 

…………………………………………………………………………………………

…………………………………………………………………………………………

………………………………………………………………………………………….

......................................................................................................................................... 
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D5:  Apart from the types of motivation provided by FETA, what other types of 

motivation do you think will make you feel more satisfied with your job if you were 

offered? Please explain 

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

………………………………………………………………………………………… 

 

D6: What are the measures do you think should be taken to improve motivation/ 

reward system in your organization? Please explain 

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

………………………………………………………………………………………… 

 

 

Thank you for your cooperation. 
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APPENDIX 2: Interview Guide 

 

1. How is motivation defined in your organization? 

2. What are the types of motivation provided by Fisheries Education and 

Training Agency (FETA)? 

3. How is motivation administered in your organization? 

4. How employee motivation has influenced the growth of Fisheries Education 

and Training Agency (FETA)? 

5. When is motivation administered in your organization? 

6. Does your organization have a motivation policy? 

7. Is the motivation policy of your organization effectively implemented? 

8. What are the motivation challenges faced by Fisheries Education and 

Training Agency (FETA)? 

9. Which areas of employee motivation should be improved at Fisheries 

Education and Training Agency (FETA)? 

10. Which measures should be used to improve employee motivation at Fisheries 

Education and Training Agency (FETA)? 

 

 

 


