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ABSTRACT 

 

The study conducted is about the “impact of employee’s motivation on performance 

in the public sector in Tanzania” particularly at the President’s Office, Planning 

Commission. Objectively, it aims on finding the problems which are caused by lack 

of motivation and propose measures to be taken   to overcome this problem for 

organization and individual benefits. However the important of motivation has been 

identified in chapter two.  That the purpose of pay and incentives is to compensate 

employees for work they do, to motivate them to perform well, to retain them, and 

thereby avoid the need for expensive recruitment and training for replacement the 

public service, like any other organization.   POPC needs to compensate, motivate 

and retain its employees so as to avoid incurring those costs.  It is in this context that 

the POPC management has been continues with efforts to motivate its workforce.   

 

Chapter three was mainly concerned with different methods of data collection and 

means of analyzing the collected data through organizational analysis and Task 

analysis for the purpose of meeting the requirements of this study and hence 

successful completion of this assignment. 

The questionnaire included the section such as strategies used by the management to 

improve employee motivation, level of satisfaction from the work they do, factors 

used by POPC management to influence employee’s motivation and Challenges 

facing by POPC management in the implementation of providing incentives to its 

employees. 

Data were collected from various POPC staff in different categories such as clusters, 

divisions and units using different data collection tools and techniques like focus 

group discussions, interviews, administering questionnaires and documentary 

reviews.  Feedback was received from individual employees through questionnaires, 

interviews and holding focus group discussion.   

 

The findings obtained from the research revealed that there is a need of motivation in 

the organization otherwise it leads to various problems administratively in the daily 

operational and decision making process. 
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CHAPTER ONE 

INTRODUCTION 

 

1.1   Background of the problem 

The study of motivation can be traced back to the writing of ancient Greek 

philosophers more than 23 Centuries ago.  According to Hedonism is that a person 

seeks out comfort and pleasure and avoids discomfort and pain (Kamal 2002).  

According to Mitchell, (1982) when people are motivated they do believe they can 

do what are their best interests. This can often result in brilliant achievements and 

great humanitarian acts. Most of the time it results in the ordinary activities workers 

engage, in every day, usually with satisfaction results. Studies show that motivates 

employees can lead to increased productivity and sale, improved customer relations, 

safer work environment, and increased morale. Another benefit of motivating 

employees is that turnover rates drop substantially (Chowdhury 2007) maintains that 

motivation benefits both the employee and the organization.  Motivated employees 

are more likely to have higher self-esteem and self-efficacy and perform tasks 

successfully.  Having motivated employees increases morale in an organization.  

This can have a ripple effect across the company. Motivation is intrinsic, it is inside 

workers. Workers feel a desire or drive to do something and behave in ways to 

accomplish that. However, motivation is affected by external factors referred to as 

extrinsic factors such as; rewards, recognition, bonuses, promotion and praise.  

 

Discussing about motivation in today’s work places, Chowdhury  (ibid) showed that 

many employers are not familiar with different strategies they can use to motivate 

their employees. Motivating employees may not be as easy as one may believe.  

Many managers still believe that money is the most powerful tool to motivate 

employees.  As such, according to Gupta (2010 33:6) too many managers are relying 

on money alone to motivate their employees.  The research has shown this to be 

untrue.  Money alone is not enough to motivate employees.  Money fails to act a 

motivator when the link between performance and reward is not clear. (Gupta ibid).  

It was found that in some cases money has a de-motivating consequence. In fact, 

some of the most powerful ways to motivate employees do not involve money at all. 
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Not all employees are motivated in the same way.  As such, it has become apparent 

that a lack of motivation is common throughout many organizations.  Many workers 

are not motivated at their jobs. This is alarming since most workers spend more time 

at work than with their own families.  

 

Realizing that offering staff competitive compensation is not enough and the fact that 

there is more to motivation than monetary rewards, organizations in many countries 

including America, Canada, British Columbia ensure their employees are sufficiently 

challenged, thank employees both verbally or in writing promptly and courteously 

when they do excellent work,  talk with employees face-to-face, give specific 

feedback about work performance directly to employees, allow an employee to 

participate in decision-making processes, promote training and development to 

encourage employees to grow and learn new skills to be used in the company and let 

employees know that their hard work is valued and appreciated.  

 

Along with these strategies according to Cole (2000) an organization can develop a 

well-designed incentive program.  Every organization and business wants to be 

successful and have desire to get constant progress. The current era is highly 

competitive and organizations regardless of size, technology and market focus are 

facing employee retention challenges. To overcome these restraints a strong and 

positive relationship and bonding should be created and maintained between 

employees and their organizations. Human resource or employees of any 

organization are the most central part so they need to be influenced and persuaded 

towards tasks fulfillment. For achieving prosperity, organizations design different 

strategies to compete with the competitors and for increasing the performance of the 

organizations. A very few organizations believe that the human personnel and 

employees of any organization are its main assets which can lead them to success or 

if not focused well, to decline. Unless and until, the employees of any organization 

are satisfied with it, are motivated for the tasks fulfillment and goals achievements 

and encouraged, none of the organization can progress or achieve success. 
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The intensity for the performance of worker's belief never depends on their definite 

services excluding but also on the height of inspiring every one shows (Burney & 

Widener 2007).  The  process of motivation is much more complex than many people 

believe and motivational practices are most likely to function effectively if they are 

based on proper understanding of what is involved (Michael Armstrong 1999).   

 

The biggest employer world – wide is the Public Sector, commonly referred as 

government.  The workers in the government form a substantial fraction of the labour 

force and are therefore a major issue in the economies of their countries.  There is a 

need therefore to motivate them to perform well - URT – Public Service pay & 

incentive policy (2008).  The history tells us that the use of performance incentives 

and rewards dates back to the Era of Scientific Management movement, which was 

championed by Fredrick Taylor in the early 20th century.  Since then, the Private 

Sector in most developed countries has continued to employ performance incentives 

with a view to raising the productivity of their workers. 

 

While the research on the impact of motivation on employees’ productivity has been 

a prominent area of interest in human resource management; it has largely 

concentrated on Private Sector ignoring the Public Sector (Mboma 1997).  It may be 

due to the fact that the goals of the Public Sector are different from those of the 

Private Sector.   

However, it has been generally believed that while Private Sector employees are 

motivated to maximize their own utilities; the Public Sector employees should seek 

to maximize the Social welfare of the people in the society. There is a general feeling 

especially in developing countries that employees in government have less to do and 

hence poor performances are experienced in Public Sector.  The poor performances 

have been associated with lack of motivation.  Tanzania being among the developing 

countries falls in this pattern.  Public Sector employees like any other organization 

need to be compensated for the work they do, motivated so as to perform well and be 

retained at their employment. 
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According to Bloisi (1997) motivation is very important because it makes better 

utilization of resources and workers abilities and capabilities.  Higher degree of 

motivation leads to job satisfaction of workers and that reduces absenteeism, 

turnover and labour unrest.  It also makes the workers more committed to the 

organization and attracts a better work force to join the organization. The motivation 

and other incentives can increase competitiveness, profitability and competitive 

advantage. 

 

It generally assumed that morale and productivity go hand in hand, i.e there is a 

direct and positive correlation between them (Kombo & Tromp, 2006).  Managers 

believe that higher the morale, higher the productivity and vice versa.  However this 

is not true in all cases.  Research reveals that there is some positive correlation 

between morale and productivity but they are not absolutely related.  There are many 

other factors like technology, style of supervision, employee training, organizational 

culture, etc. 

 

Organizational performance is the concept of how effective an organization is in 

achieving the outcomes the organization intends to produce. Organizational 

effectiveness is an abstract concept and is basically impossible to measure.  

Measuring organizational effectiveness, the organization determines alternative 

measures which will be used to represent effectiveness. These alternative measures 

includes things like efficiency of management, performance of employees, core 

competencies, number of people served, types and sizes of population segments 

served and so on. Focusing on the performance of the employees means measuring to 

what extend this proxy measure contributes in Organizational effectiveness. (PSRP II 

– 2008 – 2012).   Every employee in an organization contributes to organizational 

effectiveness. Taking into account skills, experience, motivation and rank, some 

employees play a bigger role than others. These are the people who contribute to the 

development of organization mainly with their knowledge. 
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1.2 Statement of the Problem 

It is acknowledged that in order to achieve their goals and objectives, organizations; 

public and private are advised to develop an effectively strategies that can increase 

employees motivation so as to compete in highly aggressive markets and to increase 

their performance, Kimbele, H.M (1999;21).  However, just a few organizations 

deem the employees as being their main asset, competent of leading them to success 

or if not managed properly, to decline. If the employees are not pleased with their 

jobs and not motivated to fulfill their tasks and achieve their goals, the organization 

cannot attain success.  

In the process of dealing with human resource management, Motivation has been 

defined as: the psychological process that gives behavior purpose and direction 

Higgins, J. M. (1994); whereby organization faces a variety of problems such as poor 

performance, conflict, absenteeism, labour turnover, laziness, early retirement, that 

need the proper way of handling such problems.  

Based on the above circumstance, the study intended to assess the impact of the 

employees’ motivation on organizational performance in the Tanzanian Public 

Service Organizations, while in this study the President’s Office, Planning 

Commission (POPC) was used as a case study.   

1.3 Objectives of the Study  

1.3.1 General Objectives 

The main objective of this study was to assess the impact of employee’s motivation 

on organizational effectiveness at President Office, Planning Commission. 

 

1.3.2    Specific Objectives 

(i.) To examine strategies used  by the management to improve employee 

motivation at President’s Office Planning Commission 

(ii.) To determine the factors that influence employees motivation at President’s 

Office Planning Commission 
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(iii.) To assess the indicators that lead to employees satisfaction at President’s 

Office Planning Commission 

(iv.) To examine the challenges accounted with employees motivation and 

performance at President’s Office Planning Commission 

 

1.4   Research Questions 

(i.) What are the strategies used by the management to improve employee 

motivation at President’s Office Planning Commission? 

(ii.) What are the factors influencing employees motivation at the President’s 

Office Planning Commission? 

(iii.) Which indicators show that employees at Planning Commission are satisfied? 

(iv.) What are the challenges accounted with employee’s motivation and 

performance at President’s Office Planning Commission? 

 

1.5    Significant of the Study 

This study has got significant to different people at different levels:  At the level of 

the researcher, the researcher has been able to merge theory taught in the classes with 

the practice obtained in the field, at the institute level, this information has become 

among of the institute data bank knowledge. Policy makers within the Organization, 

the study findings may help to improve the organization’s employee’s motivation 

policies and strategies and determine the best type of employee’s motivation 

packages to harmonize the employee expectations and Organizational performance.   

 

1.6   Limitations of the Study 

Doing an academic research is an activity that is not free from challenges or 

limitations. During the field work the researcher encountered different limitations, 

such as: Reluctance of respondents to disclose relevant information and documents 

that could bear fruitful gain to the study, interviews with officers sometimes took 

long time for them to respond where some of them pretended that they were busy 

with office activities, unfulfilled appointments with officers claiming that they were 

not yet prepared for the interview, this limited and fiscal constraints and financial 

constraint also affected the study.  
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CHAPTER TWO 

 

LITERATURE REVIEW 

 

2.1  Introduction 

Literature review is an account of what has been analyzed or researched in relation to 

the study topic by accredited scholars and researchers (Kombo & Tromp, 2006).  It is 

a critical look at the existing research that is significant to the work that the 

researcher is carrying out. 

 

One of the major reasons for literature reviewing is determining what has been done 

before so as to avoid duplication.  Another reason would be pointing out to the 

researcher some research strategies, methods and instrument that have been found 

productive or faulty. 

 

This chapter provides explanation on theoretical literature that tells about what 

writers say about this problem. It also looks on empirical literature which focuses on 

research already done by other researchers related to this matter, important of 

motivational factor, research gap observed and conceptual framework.   

 

2.2  Theoretical Literature Review  

In order for a public sector organization or government department to deliver on its 

mandate of service delivery to public, human capital within the organization plays an 

important role and as a backbone to fulfill the ever changing needs of publics. 

Performance is viewed as the implementation of an action or one’s ability, Raymond 

et all (2006).  Good performance is also related with achieving the quality, quantity, 

cooperation, dependability and creativity. Employee performance is considered as 

the measures of the quality of human capital which was held by the organization 

increasingly, organizations are realizing that they have to establish an equitable 

balance between the employee’s contribution to the organization and the 

organization’s contribution to the employee.  Establishing this balance is one of the 

main reasons to reward employees.  In contemporary work environment, it is 
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imperative for organization to retain staff and ensure their effectiveness. This is 

because corporate entities are established to achieve specific goals (Kreitner 1995) 

and these goals are tied to various degrees on staff motivation, retention and 

productivity. 

 

According to Churchill, Ford and Walker, (1987), the determinants of performance 

are personal, organizational, environmental, motivation, skill level, aptitudes and role 

perceptions.  Moreover, Vroom (1964) explained that motivational components are 

typically based on expectancy theory, which states that productivity increases when 

the level of motivation is increased. Motivation is considered as a predictor of 

organization performance. To the state of government, employee performance is very 

important because it will reflect the government performance. Employee 

performance standards were designed by the government to measure the performance 

of the organizations. The quality of employees is the important influence on 

performance. The person with high motivation level will succeed. 

 

The importance of the performance of government function is significant, many early 

management and academicians studies focused on personal factors believed to relate 

to or predict job performance among government employees. Employees are the 

human capital to the organizations and performance of them within an organization 

which leads to organizational success or failure.  The management of organizations 

needs to manage the resource appropriately to ensure success. Shulze and Steyn 

(2003) postulate that motivation represents the complex forces and needs which 

provide the energy for an individual to perform a particular task,  someone who is 

motivated is always conscious of the goal to be achieved and directs his or her efforts 

at attaining that goal.  

 

2.3  The Concept of Motivation 

Along with perception, personality, attitudes, and learning, motivation is a very 

important part of understanding behaviour. Luthan (1998) asserts that motivation 

should not be thought of as the only explanation of behaviour, since it interacts with 

and acts in conjunction with other mediating processes and with the environment. 
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Luthan stress that, like the other cognitive process, motivation cannot be seen. All 

that can be seen is behaviour, and this should not be equated with causes of 

behaviour. While recognizing the central role of motivation, Evans (1998) states that 

many recent theories of organizational behaviour find it important for the field to 

reemphasize behaviour. One thing of these definitions have in common is the 

inclusion of words such as "desire", "want", "wishes", "aim", "goals", "needs", and" 

incentives". Luthan (1998) defines motivation as, “a process that starts with a 

physiological deficiency or need that activates behaviour or a drive that is aimed at a 

goal incentive”. Therefore, the key to understanding the process of motivation lies in 

the meaning of, and relationship among, needs, drives, and incentives. Relative to 

this, Minner, Ebrahimi, and Watchel, (1995) state that in a system sense, motivation 

consists of these three interacting and interdependent elements, i.e., needs, drives, 

and incentives. 

 

2.3.1 Incentives 

Extra payment or other rewards in addition to the basic salary made by the employer 

push the behavior of the employee.  Payment as a motivation to an employee 

increase morale to deliver services effectively and efficiently (Public service Pay and 

incentive Policy October 2010). 

 

2.3.2 Background Information of the President’s Office, Planning Commission 

(POPC) 

The President issued a Notice on assignment of Ministerial Responsibilities 

(Instruments) vide Government Notice No.20 of February, 2008. This assignment of 

responsibilities and functions is a creation of the Second Cabinet of the Fourth phase 

Government.  

 

As a result of that creation, the Planning Function has been moved from the 

Ministry of Planning and Economic Empowerment (which is now merged with 

Ministry of Finance to form a new Ministry of Finance and Economic Affairs) to 

form a Planning Commission (Think Tank) under the President's Office.  
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As a Think Tank, the Planning Commission will work as a network of professionals 

with recognized expertise and competence in a particular domain and an authoritative 

claim to policy-relevant knowledge within that domain or area of concentration 

(issue area).  

 

The Planning Commission is to be staffed by an appropriate number of highly 

qualified core full-time employees, who will lead large scale research projects with 

the help of part-time professional experts for the duration of the project as the 

situation may require and advise accordingly. These core staff may also work solo or 

in small groups in small scale research projects which do not require a big number of 

staff. This working structure will be organised in the context of matrix arrangement 

within or without the clusters, and with no further cluster sub-division.  

 

The Planning Commission will be responsible for monitoring; analysing and 

providing advice on big picture and long term sectoral policies and socio-economic 

developmental issues, as well as, focus on the needs of policy makers on current 

policy issues. Consequently, the Planning Commission will conduct, creative, 

insightful and counter intuitive policy analyses on problems of great public 

importance to provide solutions to be implemented by the Government. This process 

is continuous in a systemic context.  

 

2.3.3   The roles and functions of the Planning Commission are as follows:-  

(i.) To monitor, evaluate and analyse existing policies and their strategies with a 

view to strengthening their implementation and to propose new policies 

where it is deemed necessary in the national interest  

(ii.) To analyse trends in key economic variables including balance of payments, 

money supply and prices and advise the Government accordingly  

(iii.) To assess the state of the national resources for development and advise the 

Government on the efficient utilization of those resources  

(iv.) To analyse employment generation trends, strategies and programmes and 

advise accordingly  
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(v.) To analyse National Demographic Strategies with a view to strengthening 

their implementation and propose new ones as is required  

(vi.) To analyse any social and economic issues and recommend to the 

Government appropriate policies and measures to be taken in the national 

interest  

(vii.) To monitor the implementation of government decisions on matters of 

planning and the management of the economy  

(viii.) To issue guidelines for the formulation of the National Plan and monitor the 

preparation process of long-term, medium term and short term annual plans  

(ix.) To issue guidelines on economic relations with other states and international 

organizations  

(x.) To develop professional staff under the Commission  

(xi.) To coordinate, collect, process, store and disseminate statistical data and 

information  

(xii.) To monitor day-to-day performance of various sectors of the economy and 

ensure that appropriate measures are taken to solve any operational problems 

as may be detected in those sectors.  

 

2.3.4 Vision and Mission of the Planning Commission 

Vision  

To be a centre of excellence in the provision of socio-economic advice to the 

Government. 

  

Mission 

To provide advice on sustainable, equitable economic growth and improved social 

welfare through proper guidance of the national economy. 

 

2.3.5  Factors affecting Employees’ Motivation 

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

and payment, and employees desire their workers to feel that is what they are getting 

(Houran.J).  Money is the fundamental inducement; no other incentive or 

motivational technique comes even close to it with respect to its influential value 
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(Sara et al, 2004).  It has the supremacy to magnetize, maintain and motivate 

individuals towards higher performance. Frederick Taylor and his scientific 

management associate described money as the most fundamental factor in motivating 

the industrial workers to attain greater productivity (Adeyinka et al, 2007). 

 

Research has suggested that reward now cause satisfaction of the employee which 

directly influences performance of the employee (Kalimullah et al, 2010).  Rewards 

are management tools that hopefully contribute to firm’s effectiveness by influencing 

individual or group behavior.  All businesses use pay, promotion, bonuses or other 

types of rewards to motivate and encourage high level performances of employees. 

To use salaries as a motivator effectively, managers must consider salary structures 

which should include importance organization attach to each job, payment according 

to performance, personal or special allowances, fringe benefits, pensions and so on 

(Adeyinka et al, 2007). 

 

Leadership is about getting things done the right way, to do that you need people to 

follow you, you need to have them trust you,  and if you want them to trust you and 

do things for you and the organization, they need to be motivated (Baldoni.J, 2005). 

Theories imply that leader and followers raise one another to higher levels of 

morality and motivation (Rukhmani.K, 2010).  Motivation is purely and simply a 

leadership behavior. It stems from wanting to do what is right for people as well as 

for the organization. Leadership and motivation are active processes.  Empowerment 

provides benefits to organizations and makes sense of belonging and pride in the 

workforce.  In fact, it builds a Win - Win connection among organizations and 

employees; which is considered an ideal environment in numerous organizations and 

their employees. Empowering can flourish virtual human capacities. Empowered 

employees focus their job and work-life with additional importance and this leads to 

constant progress in coordination and work procedures. Employees execute their 

finest novelties and thoughts with the sense of belonging, enthusiasm, and delight, in 

empowered organizations. Adding up, they work with a sense of responsibility and 

prefer benefits of the organization to theirs (Bryson, 2004) 
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Trust is defined as the perception of one about others, decision to act based on 

speech, behavior and their decision (Hassan et al, 2010). If an organization wants to 

improve and be successful, trust plays a significant role so it should always be 

preserved to ensure an organizations existence and to enhance employees’ 

motivation.  It can make intrapersonal and interpersonal effects and influence on the 

relations inside and out the organization (Hassan et al, 2010). No matter how 

automated an organization may be, high productivity depends on the level of 

motivation and the effectiveness of the workforce so staff training is an indispensible 

strategy for motivating workers. One way managers can instigate motivation is to 

give appropriate information on the sentences of their actions on others (Adeyinka). 

 

2.3.6 The relationship between Motivation and Employees Job Performance 

The level of performance of employees relies not only on their actual skills but also 

on the level of motivation each person exhibits (Burney et al., 2007). Motivation is 

an inner drive or an external inducement to behave in some particular way, typically 

a way that will lead to rewards. Over-achieving, talented employees are the driving 

force of all firms so it is essential that organizations strive to motivate and hold on to 

the best employees (Harrington, 2003). The quality of human resource management 

is a critical influence on the performance of the firm. Concern for strategic 

integration, commitment flexibility and quality, has called for attention from 

employees motivation and retention.  Financial motivation has become the most 

concern in today’s organization, and tying to Masllow’s basic needs, non-financial 

aspect only comes in when financial motivation has failed. 

 

Motivation can be intrinsic and extrinsic.  Extrinsic motivation concerns behavior 

influenced by obtaining external rewards (Hitt, Esser, & Marriott, 1992). Praise or 

positive feedback, money, and the absence of punishment are examples of extrinsic 

or external rewards. (Deci, 1980).  Intrinsic motivation is the motivation to do 

something simply for the pleasure of performing that particular activity.  Examples 

of intrinsic factors are interesting work, recognition, growth, and achievement. 

Several studies have found there to be a positive relationship between intrinsic 

motivation and job performance as well as intrinsic motivation and job satisfaction 
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(Linz, 2003).  This is significant to firms in today's highly competitive business 

environment in that intrinsically motivated employees will perform better and, 

therefore, be more productive, and also because satisfied employees will remain 

loyal to their organization and feel no pressure or need to move to a different firm. 

 

Intrinsic motivation on the other hand are those rewards that can be termed 

„psychological motivations‟ and examples are opportunity to use one’s ability, a 

sense of challenge and achievement, receiving appreciation, positive recognition, and 

being treated in a caring and considerate manner. An intrinsically motivated 

individual, according to Ajila (1997) will be committed to his work to the extent to 

which the job inherently contains tasks that are rewarding to him or her. And an 

extrinsically motivated person will be committed to the extent that he can gain or 

receive external rewards for his or her job. He further suggested that for an individual 

to be motivated in a work situation there must be a need, which the individual would 

have to perceive a possibility of satisfying through some reward. If the reward is 

intrinsic to the job, such desire or motivation is intrinsic. But, if the reward is 

described as external to the job, the motivation is described as extrinsic. 

 

2.3.7 Motivation Theories and their Relevance to Work Situations 

According to Certo, S.C (2003:354) motivation is a fairly difficult area and there are 

a number of theories which have been developed to try to explain why people behave 

in the ways that they do and to try to predict or guess what people actually will do, 

based on these theories. The theories shows various employee’s motives, which 

influence people’s behavior and performance, and also provides framework to direct 

attention to the problem of how best to motivate staff to work willingly and 

effectively. 

Basically there are two general approaches to motivational theory such as;  

 

Content Theories - what makes people tick? What turns them on or off? These 

theories suggest that people have certain needs and/or desires which have been 

internalized. They attempt to explain the factors that motivate individuals through 

identifying and satisfying their individual needs, desires and the aims pursued to 
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satisfy these desires. E.g. Hertzberg’s two factor theory, Alderfer’s ERG theory, 

McClelland acquired needs theory etc.  

 

Process Theories - how and by what goals people are motivated. Process theories of 

motivation look at what people are thinking about when they decide whether or not 

to put effort into a particular activity. E.g. Adam’s Equity Theory, Needs – goal 

theory, Vroom expectancy theory etc. Seven major approaches which have led to the 

understanding of employee motivation will be discussed on this research study, they 

are; Maslow’s - needs hierarchy theory, Hertzberg - two factor theory, Vroom -  

expectancy theory, Adam equity -  theory, Skinner’s theory,  and McClelland - 

achievement motivation theory. According to Cook, Curtis W (1997:187), Abraham 

Maslow developed a “hierarchy of needs” or an order of five needs as the source of 

different motivating behaviors. If a manager embraces Maslow’s hierarchy, he/she 

will motivate employees, keeping the order of needs in mind. 

 

The hierarchy of needs is shown below:  

 

Figure 2.1: Maslow’s Hierarchy Needs 

Source: Abraham Maslow (1943) 

   

Self actualization – Personal growth, achieving full potential creativity, Esteem - 

Need for respect, prestige, and recognition from others as well as self esteem and 

personal sense of competence, Social – Need for love, affection, and belongingness 

Self-actualization 

Esteem 

Social 

Security 

Physiological 

High 
order 

needs 

Basic 
needs 
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in one’s relationships with others, Safety – Need for security, protection, and stability 

in the personal events of everyday    life and Physiological – most basic of human 

needs; need for food, water, and sustenance. 

 

Maslow argued that satisfying the lower level needs before higher level need would 

motivate employees. Thus employers have to provide adequate pay to meet 

employees’ basic requirements. Using this theory, managers can use the hierarchy to 

motivate people by satisfying the most important needs.  According to Utouh, J. 

(2000:52), Victor Vroom presented Vroom’s expectancy theory and argues that, 

motivation is based in values and beliefs of individuals, or how a person feels effort, 

performance and outcomes. He developed an equation to “calculate” motivation 

using three factors such as: Expectancy – the probability that effort will be followed 

by personal accomplishment, instrumentality – the probability that performance will 

lead to outcomes and  Valence - the value of an individual of an outcome.  Vroom’s 

expectancy theory helps the managers to understand the relationship between 

performance and the rewards. Vroom argues that a manager can use the equation 

Motivation = Expectancy x Value to predict whether a particular reward will 

motivate an individual.  Mullins, T. (1995:411) indicated that “people go to work to 

satisfy range of different needs and not simply monetary rewards”. For this reason, 

managers should try to match rewards to the workers needs. 

 

According to Certo S.C, J. Stacy Adam in his equity theory argues that people are 

motivated by "inequity".  He found that when individuals believe they have been 

treated unfairly in comparison with their co-workers, they will react in one of the 

following ways to try to right the inequality: Some will change their work inputs to 

better match the rewards they are receiving, some will try to change the 

compensation they receive for their work by asking for a raise or by taking legal 

action, if attempts to change the actual inequality are unsuccessful, some will try to 

change their own perception on the inequality, some will leave the situation rather 

than try to change it.  The Equity theory enable the effective managers strive dealing 

with equity issues because the steps that workers are prone to take to balance the 

scales are often far from good for the organization. 
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Figure:  2.2:  Adam’s Equity Theory 

 

Source: John Stacey Adams (1963) 

 

According to Mullins, T. (ibid), McClelland and his associates came up with three 

major needs in work place situations, such as need for achievement, need for 

affiliation, and need for power. A high need to achieve has been positively related to 

higher work performance when jobs provide responsibility, feedback and moderate 

challenge. Managers must identify employees who are self motivated, those who rely 

more on internal incentive and those who obtain their achievement drive through 

training.  McClelland’s ideas are very good, according to this author, and they can be 

applied today and tomorrow. According to Cook, Curtis W (1997:188 - 190), Clayton 

Alderfer, developed a need specific model of motivation that relaxes some of 

Maslow’s original assumptions and combines level of needs. He called his model the 

ERG theory, based on the initials of the three categories of motivating needs such as: 

Existence needs – refers to basic survival needs that every one must satisfy to 

maintain life, relatedness needs – needs that draw people into interpersonal contact 

for social    – emotional acceptance, caring and status, growth needs – involve 

personal development and sense of self- worth. 

What I get from my job: pay, salary, expenses, perks, 

benefits, pension arrangements, bonus and commission 

- plus intangibles - recognition, reputation, praise and 

thanks, interest, responsibility, stimulus, travel, 
training, development, sense of achievement and 

advancement, promotion etc 

What I put in to my job: effort, loyalty, hard 

work, commitment, skill, ability, adaptability, 
flexibility, tolerance, determination, heart and 

soul, enthusiasm, trust in our boss and 

superiors, support of colleagues and 
subordinates, personal sacrifice, etc. 

Inputs Output

s 

People need to feel that there is a fair balance between inputs 

and outputs. 
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Alderfer rejects Maslow’s premises that lower level needs must be satisfied before 

higher level needs are activated. He believes that a person can seek growth 

experiences when relatedness and may be even existence needs have not been 

adequately met. He also believes that human kind is complex, and more than one 

need may be operating at a time. Alderfer concludes that human needs vary over time 

and they vary across people, nevertheless some persons are consistently driven by 

higher – order needs, while others struggle with lower order existence needs.  

Mullins, T. ((1995:411)) put his emphasis on these theories that, “It is important to 

emphasize that these theories are not conclusive, they all have their criticisms or 

have alternative findings which purports to contradict the original ideas”. Thus 

managers must judge the relevance of these different theories, how best to draw upon 

them and how they might effectively be applied in particular work situation so as to 

motivate their employees. 

 

2.3.8     Motivation is the Key to Performance Improvement 

There is an old saying you can take a horse to the water but you cannot force it to 

drink; it will drink only if it's thirsty - so with people. They will do what they want to 

do or otherwise motivated to do. Whether it is to excel on the workshop floor or in 

the 'ivory tower' they must be motivated or driven to it, either by themselves or 

through external stimulus. 

 

Are they born with the self-motivation or drive? Yes and no. If no, they can be 

motivated, for motivation is a skill which can and must be learnt. This is essential for 

any business to survive and succeed. Performance is considered to be a function of 

ability and motivation, thus: 

 

Job performance - (ability) (motivation).  Ability in turn depends on education, 

experience and training and its improvement is a slow and long process. On the other 

hand motivation can be improved quickly. There are many options and an uninitiated 

manager may not even know where to start.  As a guideline, there are broadly seven 

strategies for motivation.  Positive reinforcement high expectations, effective 

discipline and punishment, treating people fairly, satisfying employees needs, setting 
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work related goal, restructuring jobs and Base rewards on job performance.  These 

are the basic strategies, though the mix in the final guidelines that will vary from 

workplace situation to situation. Essentially, there is a gap between an individual’s 

actual state and some desired state and the manager tries to reduce this gap. 

 

Motivation is, in effect, a means to reduce and manipulate this gap.  It is inducing 

others in a specific way towards goals specifically stated by the motivator.  

Naturally, these goals as also the motivation system must conform to the corporate 

policy of the organization. The motivational system must be tailored to the situation 

and to the organization. 

 

2.3.9 The Role of Motivation in Modern Organizations 

The question is; why do we need motivated employees? The answer is survival of e 

organization (Smith, 2007). Motivated employees are needed in our rapidly changing 

workplaces. Motivated employees help organizations survive. Motivated employees 

are more productive.  

 

To be effective, managers need to understand what motivates employees within the 

context of the roles they perform. Of all the functions a manager performs, 

motivating employees is arguably the most complex. This is due, in part, to the fact 

that what motivates employees changes constantly (Bowen & Radhakrishna, 1991). 

For example, research suggests that as employees' income increases, money becomes 

less of a motivator (Kovach, 1987). Also, as employees get older, interesting work 

becomes more of a motivator. 

 

Employee values, attitudes, and leadership behavior play a very important role in 

enhancing employee work motivation and performance. Employee work values, 

attitudes and leadership behavior can carefully be adjusted to produce a strong 

impact on employee work motivation. 

 

It would, therefore, be interesting to examine the precise nature of their roles in 

influencing the intrinsic versus extrinsic motivation of employees. Individuals vary 
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in their value systems. For example, achievement is a concern for the advancement 

of one’s career while concern for others may reflect caring.  

 

Employee motivation is one of the strategies of managers to enhance effective job 

performance among workers in organizations. Motivation is a basic psychological 

process. Motivating is the management process of influencing behaviour based on 

the knowledge of what make people tick (Luthans, 1998). Luthans (1998) asserts that 

motivation is the process that arouses, energizes, directs, and sustains behaviour and 

performance. That is, it is the process of stimulating people to action and to achieve a 

desired task. One way of stimulating people is to employ effective motivation, which 

makes workers more satisfied with and committed to their jobs. Money is not the 

only motivator. There are other incentives which can also serve as motivators. 

However, in order to observe an effective work performance in an organization, 

work motivation may not be only key factor as put by Luthans (1998).  

 

According to Greenberg and Baron (2003, 2000) definition of motivation could be 

divided into three main parts. The first part looks at arousal that deals with the drive, 

or energy behind individual (s) action. People turn to be guided by their interest in 

making a good impression on others, doing interesting work and being successful in 

what they do. The second part referring to the choice people make and the direction 

their behaviour takes. The last part deals with maintaining behaviour clearly defining 

how long people have to persist at attempting to meet their goals. 

 

Motivation can be intrinsic and extrinsic. Extrinsic motivation concerns behavior 

influenced by obtaining external rewards (Hitt, Esser, & Marriott, 1992). Praise or 

positive feedback, money, and the absence of punishment are examples of extrinsic 

or external rewards (Deci, 1980).Intrinsic motivation is the motivation to do 

something simply for the pleasure of performing that particular activity (Hagedoorn 

and Van Yperen, 2003). Examples of intrinsic factors are interesting work, 

recognition, growth, and achievement. Several studies have found there to be a 

positive relationship between intrinsic motivation and job performance as well as 

intrinsic motivation and job satisfaction (Linz,2003). This is significant to firms in 
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today's highly competitive business environment in that intrinsically motivated 

employees will perform better and, therefore, be more productive, and also because 

satisfied employees will remain loyal to their organization and feel no pressure or 

need to move to a different firm. 

 

Deci and Ryan (2000) conducted and replicated an experiment that showed the 

negative impact of monetary rewards on intrinsic motivation and performance. A 

group of college students were asked to work on an interesting puzzle. Some were 

paid and some were not paid for the work.  The students that were not being paid 

worked longer on the puzzle and found it more interesting than the students being 

paid,  When the study was brought into a workplace setting, employees felt that their 

behavior was being controlled in a dehumanizing and alienating manner by the 

rewards. It was discovered that rewards would seriously decrease an employee's 

motivation to ever perform the task being rewarded, or one similar to it, any time in 

the future. 

 

Performance has been defined by Hellriegel, Jackson and Slocum (1999) as the level 

of an individual’s work achievement after having exerted effort. Cummings and 

Schwab (1973) and Whitten  and Cameron (1998) believe that performance is 

ultimately an individual phenomenon with environmental variables influencing 

performance primarily through their effect on the individual determinants of 

performance – ability and motivation. Behling and McFillen (1996) confirmed the 

link between high performance and leadership in the United States by developing a 

model of charismatic/transformational leadership where the leaders’ behaviour is 

said to give rise to inspiration, awe and empowerment in his subordinates, resulting 

in exceptionally high effort, exceptionally high commitment and willingness to take 

risks. It has been widely accepted that effective organizations require effective 

leadership, and organizational performance will suffer in direct proportion to the 

neglect of this (Amos and Staude, 1999). 

 

According to Fox (198 in spite of the enduring hard work in setting up more efficient 

structure for performance assessment, there is persuasive proof of the authorities 
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displeasure of the appraisal methods.  Numerous tribulations in the midst for the 

recruits to affirm organization apprehension be straight for the consequences 

regarding manager’s inability for assessment course of action. Solving many work-

related troubles in a range of fields, such as : job task, promotion, relocate, removal 

from office, instruction as well as remuneration in actual fact upon the deficiency of 

judgment structure (Zavvarzadeh & Mahrpkh 1997).  As Mirsepassi at hand 

judgment structure be a window-dressing furthermore may perhaps doesn't direct for 

anticipated consequences . That fritter away the administrator's moment at the same 

time meager custom. Suppose with the purpose of regardless of the responsibility and 

logical importance judgment, have frequently futile within diverse association for the 

consequences absolute apathy along with disparage by employees as well as director 

(Mirsepassi, 1998). 

 

Several administrators satisfying verdict appearance highlight the recruits ' 

supremacy. For the purpose set conclusion for subsidiary recruits for potency, 

ingenuity, determination and seriousness. Predetermined critics pragmatic quite a lot 

of period dazzling evaluation be interrupted, for this activity administrator award 

position by means of the difficulty "who go round by moment?" , prior to pack out 

appearance. During accumulation, Personnel management transforms the judgment 

position with the technique, with the intention of giving towering position for 

permitted personnel. On the other hand, yet specifications of a worker’s attain 

towering position, it would not be prop up them for least amount prerogative. 

Respond to query "Either concert assessment is obligatory?" A number of 

supervisors utter like pursue: "They frequently notify personnel management never 

rank the workforce in a sense so as to subsist rundown from assembly upgrading as 

well as they mark the rank structure either they notify toward segregate ultimate rank 

among appraisal factors, so that the worker can acquire the projected position." 

(Naser 1999). Typically contingent starting of arithmetical relations with the 

intention of personnel management structure to augment concert aptitude for 

workforce, capability which are the not merely the outcomes for proficiency 

although for the inspiration as well as chances for the attainment of these 

proficiencies. 
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Although point out the assurance positioned within the contingent relative 

associations, entitled interested in query. Initially, significant observed problems 

elevate regarding probable prejudice consequential as of dimension blunder, 

growing, as well as gone astray patchy innate hooked on assessment. (Becker & B 

1996) Subsequent as well as mainly outstandingly, presumption regarding accidently 

contained principally support the supposition, no confirmation, that personnel 

management strategies along with procedures encourage projected sway reaction 

commencing workforce, by way of ensuing possessions regarding actions along with 

presentation. The capacity for depict precise supposition regarding spot on 

possession's personnel management for concert conclusion's necessitate, 

consequently, they supplementary eloquent along with authenticate several 

fundamental postulations regarding worker influencing reaction toward human 

resource' strategies as well as procedures. (D.E & C 2004) 

 

Motivation signifies a worker yearning and obligation, which is marked as effort. 

Some populace wish for to absolute project excluding efficiently distracted or 

dejected. They have greatest point but diminutive guarantee. Other hoof next to with 

splendid principle, but there is effort unimaginative. This populace has elevated 

pledge but little need (Kamal et al. 2005).  According to Luthans ( 1998) with the 

intention of inspiration this is the procedure which arouse, stimulate, leads, and with 

position manners and concert. With the intention for the succession of stirring 

populace to operate and to complete an elected obligation,  One way for attractive 

community for overhauling genuine inspiration, that construct personnel 

supplementary contented with and fanatical for their profession.  Coinage merely not 

a motivator. At hand some sources of encouragement to be capable to concentrate as 

persuaders. On the other hand, to classify and distinguishing the functioning vocation 

production within the connection, endeavor enthusiasm could not be simple key 

characteristic as establish through Luthans. (Luthans 1998).The intensity for the 

performance of worker's belief never depends on their definite services excluding but 

also on the height of inspiring every one shows. (Burney & Widener 2007). 

Encouragement is an interior aspiration or an peripheral inspiration to carry out for 

various ways to convinced basically a technique with the intention to head the 
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plunder (Dessler 1978) .In excess of accomplishing, sparkling workforce for the 

potency of hammering all society subsequently imperative for the challenge of 

supervision to inspire furthermore the supreme workforce .Motivation creates a 

dominant component when going through the procedure of social knowledge. If the 

group does not hold the capability to motivate its workers, the information within the 

Group is not basically used to a maximum (Islam & Barhem, 2007) and (Islam & 

Ismail, 2008). 

 

2.4 Empirical Literature Review 

A research done by Kimbele, H.M (1999: 21) on Motivation & Productivity in 

Manufacturing Organization, concluded that “Though there are number of numerous 

factors contributing to increased productivity, motivation to employees play a key 

role in increased production at the plant, since it creates an environment for all 

individuals and teams to develop to their full potentials, which is a great benefit to 

the organization in its productivity” Also the research done by Mmary, U.M 

(2004:45) on the effectiveness of employee’s motivation to the organization 

performance, concludes by saying “… people are the greatest single asset available 

to an enterprise, in fact an organization is people, but unfortunately they are the only 

asset that can actively work against the organization goals. It is only by collaborative 

efforts through motivation, that people can direct their energy and creativity in the 

service on enterprise. How well people work is influenced as much by attitude and 

competitive as by motivation” 

 

Researchers at Ohio State University have found evidence that employee respond to 

informal and timely recognition of their efforts. Therefore, a manager who does not 

notice employee actions is missing prime opportunities to motivate their employees. 

Here are some employee recognition ideas that are simple, easy to utilize and provide 

targeted recognition. Create recognition business card (RB cards) to give after an 

employee completes a difficult project, create recognition memos on gold papers. 

The same to RB cards which also provides blank space to fill the employee’s name 

and specific behaviors being recognized. Managers sign it, create employee freedom 
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card. “This allows an employee to take a certain amount of time off of work at their 

leisure. 

 

In research by Odongo, C.E (99:27) on Motivational profile and productivity in 

public enterprises indicated the global acceptance of the role of employee motivation 

in the modern organization, the researcher made conclusion on his study that “it has 

been universally accepted that people can work diligently and efficiently if there is a 

motive behind such work. People highly motivated assume their responsibilities 

hearty and it is true that, where individuals are de-motivated they can not work 

effectively and efficiently there by affecting the performance of the firm.   Kazuor 

Inamori’s study in regarding to employees motivation. He says “Organization learns 

only through individual.  Whether its research and development, company 

management or other aspect of business the active forces is people. And people have 

their own will, mind and way of thinking. If the employee’s themselves are not 

sufficiently motivated to challenge the goals of growth and technological 

development. There will be simply no growth, no gain in productivity and no 

technological development” 

 

In a research done by Moorhead and Griffin (1998) on employee motivation, they 

have suggested that employee performance is a joint function of ability and 

motivation. Therefore, motivating employees to perform to the best of their ability is 

seen as one of the manager’s primary tasks. This fact was reiterated in the 1990s 

when public recreation managers ranked motivating employees as their most 

important goal to pursue. Nogradi, Yardley, and Kanters (1993) also conduct a 

research to explore the relationship among work-related attention, the motivating 

potential of jobs and job effectiveness outcomes. Their findings indicated that jobs 

that have a low motivating potential are often the result of poor job design. 

 

Ambrose and Kulik (1999) conducted a review of more than 200 studies on work 

motivation published in the organizational behavior and management literature 

between January 1990 and December 1997. They drew a number of general 

conclusions; 
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First, that most of the traditional motivation theories had received considerable 

empirical support. 

 

The authors also suggested that the traditional motivation theories are well 

established and that major shifts in understanding employee motivation are not 

likely. A third finding was that use of the key words “work” and “motivation” as 

literature search terms often produced limited findings.  It was suggested that theory 

names be used for search purposes, as this approach produced much better research 

results. The authors attributed this to the fact that much of the organizational 

behavior research has largely abandoned the broad concept of motivation and has 

replaced it with more concise specific measures of employee behavior (task 

performance, job satisfaction, etc.) Pinder (1998) in his research on motivation in 

workplace, he has described work motivation as the set of forces, internal (individual 

needs and motives) and external (environmental forces), that initiate work-related 

behavior and determine its form, direction, intensity and duration. 

 

2.5  Important Motivational Factors 

Some other Researchers tried to analyze the important motivational factors but he did 

not give credit on how they can improve the organizational performance. Thus it is 

the critical challenge for the researcher to make sure how motivational factors help 

the organization to survive.  

 

Gray Vikesland (1999) gives ranked order of motivating factors as interesting work, 

goods wages, full appreciation of work done, job security, good working conditions, 

promotions and growth in the organization, feeling of being in one thing, personal 

loyalty to employees, tactful discipline and sympathetic help with personal problems. 

It appears that studies done in the organizational behavior and management field 

explore work motivation from a much broader perspective than do those conducted 

in the leisure-services field.  It would also appear that researchers in the leisure-

services field might consider exploring work motivation from some of the varying 

approaches. 
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2.5.1  Motivation of Employees in Public organizations  

The Government is committed to implementing this pay and incentive policy for the 

public service within an affordable wage bill. The policy provides a harmonized and 

unified framework for determining pay while eradicating pay disparities across the 

entire public service as stipulated in the Public Service Management and 

Employment Policy (2010). The Government intervention is aimed at attracting and 

retaining well qualified personnel, in the public service, as well as motivating 

employees by addressing equitable remunerations across the service.  

 

Harmonization and unification of pay will lead to salary enhancement for the entire 

public service especially for technical, professional and managerial cadres. Pay 

enhancement is a necessary incentive required for utilizing existing potential more 

effectively and improving performance (PSM (2010)).  In this policy the 

Government also adopts principles that will address equitable distribution of staff 

across the country by developing multi-dimensional approaches towards staff 

motivation. Nevertheless, this will be carried out in an affordable and sustainable 

manner that is consistent with the Medium Term Expenditure Framework (MTEF).  

The purpose of pay and incentives is to compensate employees for work they do, to 

motivate them to perform well, to retain them, and thereby avoid the need for 

expensive recruitment and training for replacement the public service, like any other 

organization needs to compensate, motivate and retain its employees. It is in this 

context that the Government of Tanzania continues with efforts to motivate its 

workforce.    

 

Recent Government efforts to reform its pay and incentive system can be well 

explained in the context of macro-economic reforms that were started in the 1980s 

through to the 1990s.  In 1994, the Government adopted Pay Reform as an integral 

component of Civil Service Reform Program (CSRP). This was because many of the 

problems associated with poor performance of the public service were related to lack 

of an appropriate compensation structure and weaknesses in the incentive regime. It 

ought to be said at the outset that Pay and Incentives problems in the public service 

go beyond salaries. Goals of the pay reform were as follows: 
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Ensuring evolvement of a rational and transparent Compensation structure; ensuring 

development of appropriate and adequately competitive remuneration levels to allow 

public service to attract and retain the desired number and quality of Human 

Resource (HR) with appropriate requisite skills and experience; ensuring evolvement 

of an incentives regime with appropriate rewards (and sanctions) to adequately 

motivate public servants towards acceptable standards of performance; and 

facilitating wage bill determination, planning, and control. 

 

Figure 2.3   Conceptual Framework  

A conceptual framework in this study considers both independent and dependent 

variables.  Thus the performance of the organization depends on the satisfying needs 

and wants and a behavior of the employees. It aims at indicating the most important 

areas to be covered by the study.  As we can not construct a house without a 

foundation, a research also needs a foundation.(Kamuzora 2008). 

 

Figure 2.3:  Impact of Employees’ motivation on performance of the 

Organization 

Independent variables           Interventions     
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CHAPTER THREE 

 

RESEARCH METHODOLOGY 

 

3.1   Introduction 

This chapter presents the methodological procedures used to collect data in order to 

address the objectives of the study.  The chapter particularly focuses on research 

design, geographical area of study, population, population sample and sampling 

techniques and methods of data collection and analysis. 

 

3.2  Area of the Study 

The research was conducted at President’s Office Planning Commission.  President’s 

Office Planning Commission has chosen by the researcher because of its proximity. 

This helped the researcher to minimize the travelling since it is where the researcher 

works.  So it has been easier to get information and data.   

 

3.2.1   Research Design 

The research designed as a case study to collect data and analyze in a style that 

aimed at combining relevance with economical procedures. (Kothari 2004) wrote 

that, a good research is one which is flexible, appropriately economical, minimizes 

bias, gives the smallest experimental error, yields maximum information and 

provides an opportunity for considering many aspects of the problem while 

maximum reliability of data collection and analysis.  The Case study design was 

employed in this study because of its flexibility in data collection and analysis as the 

study employ different respondents in   clusters, departments and units in POPC.  In 

addition, it enabled the researcher to capture the emotional perspectives of the 

respondents as far as employee satisfaction concerned.   

 

3.2.2  Population of the Study 

The population of the study composed of employees from five clusters, two 

Departments and six units at the President’s Office Planning Commission, namely 

Macro-economy cluster, Productive Sector cluster, infrastructure and Service cluster, 
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Social Sector and Demographic cluster and International Trade and Economic 

Relation.   These clusters, departments and units were selected because they are the 

key sources of information. 

 

3. 4   Sampling Techniques and Sample size 

3.4.1 Sample Size 

Mugenda, (2003) define sample as a subgroup of particular population, while 

Krishnaswami, (2003) recount sample as a unit of study, a subject on which 

dimension of study is taken or a part of population. The researcher used sampling 

because it condenses time and cost consuming as the field research was conducted 

for more than three months. The data collection alone consumed about a month in the 

POPC Headquarter. The researcher aimed at interviewing the management team and 

distributing 50 questionnaires that could meet 50% of the total of the employees who 

were targeted for this study. 

 

3.4.2 Sampling Techniques 

Purposive sampling is a non probability sampling technique where the researchers 

used prior knowledge to purposively choose information rich respondents for the 

sample of respondents for the sample (Monnette, et al. 2008). Hence, the researcher 

applied the purposive sampling technique to collect data, where she singled out 

people who exactly helped her with this study, mainly from POPC clusters, 

departments and units. A sample size is the number of individual required in a 

sample.  

The sample purposively obtained from two categories the management staff and the 

employees; a sample of 49 respondents was selected for the study out of the total of 

123 of the staff of President’s Office Planning Commission.   Employees using 

simple random and purposive sampling techniques, from 5 clusters, 2 departments 

and 6 units as shown in the table below:-  
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Table 3.1: Sampling Plan 

Source: Field work data, 2013 

 

3.4.3 Data collection Methods 

This study was a combination of methods to collect data including a standardized 

questionnaire with both open and close ended questions supplemented by in depth 

interviews with key informants and observations. The use of multiple instruments 

ensured validity and reliability of data collection.  The purpose of using close 

questions was to get responses that were direct, short and clear. 

 

3.4.4 Questionnaires  

A questionnaire refers to a set of written questions that people respond to directly on 

the form without the aid of an interviewer (Monette, et. al., 2008). A standardized 

and structured questionnaire with both open and close ended questions was 

administered directly to respondents for them to fill in data. The major advantage of 

a questionnaire was that, it allows a researcher to collect data from a large audience 

located in the President’s Office, Planning Commission.  Two types of 

S/N Clusters Population Selected sample 

1 Macro- Economy 8 3 

2 Productive Sector cluster 8 3 

3 Infrastructure and service Cluster 7 3 

4 Social Services and demographic cluster 8 3 

5 International trade and economic Relations 8 3 

 DEPARTMENTS   

6 Administration &Human resources 50 20 

7 Planning & Monitoring 6 2 

 UNITS   

8 Management Information System  4 2 

9 Library & Documentation  3 1 

10 Internal audit  4 2 

11 Information Education & Communication  3 1 

12 Finance & Accounts  10 4 

13 Procurement Management  4 2 

 Total 123 49 
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questionnaires were designed and distributed to the selected sample.  The first set 

was designed for ordinary employees while the second set was for the top 

management comprising of Directors and senior levels within the POPC. 

 

3.4.5  Interviews 

This method gathers deep knowledge on the respondents’ views on the studied 

phenomena by asking questions concerning studied phenomena.  The method has 

been very successful because it enabled to consume less time and cost effective.   It 

also reduced tension among the respondents and made them comfortable in providing 

the required data.  The purposes were to solicit in-depth information which would 

not be forthcoming from ordinary workers who are not key decision makers.  In 

addition, face to face interviews tend to increase high response and return rates. It is 

easier to clarify points and in general to have a conclusion on a concerning 

phenomena. 

 

3.4.6 Observation 

The method was used to observe what was exactly happening in the organization 

concerning the issue of motivation.  It relies on the researcher seeing, testing and 

smelling things (Enon, 1998).  This technique was used to explore validity 

information collected through other techniques.  In this aspect the researcher was 

physically participate in daily activities in the organization. 

 

3.4.7  Primary Data 

Primary data was collected using a questionnaire with both open and close ended 

questions which were administered in face to face interviews as well as through in-

depth interviews with key decision makers and through observations on how 

incentives and other motivation could ensure the organizational performance.  Both 

primary and secondary data source were collected in the course of the study hence 

research instruments was questionnaires, interviews, documentation review and 

observations. 

 



 

33 

 

3.4.8  Secondary Data  

Secondary data was collected through library research and documentary review. Both 

published and unpublished materials like books, thesis, journals, articles, research 

reports, budgets, project documents and e-resources were reviewed and major points 

summarized. By using documentation the researcher obtained some important 

secondary data from different sources such as reports from secondary data, official 

and personal files and management meetings. These sources of data were used 

because it will provided contemporary information.   

 

3.4.9 Data Analysis 

Both qualitative and quantitative methods of data analysis employed. Quantitative 

field data organized into categories, labeled, edited and coded.  A Statistical Package 

for Social Scientists (SPSS 18.0) programme and Microsoft Excel were used to 

derive, frequencies, percentages, tables and charts.  Qualitative data from interviews 

and open ended questions organized into meaningful themes and analyzed using 

content analysis. This enabled the researcher to interpret data collected and 

ultimately make necessary, recommendation and reach a conclusion.   
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CHAPTER FOUR 

 

RESULTS AND DISCUSSION 

4.1   Introduction 

In this chapter, the findings from the field work are presented, analyzed and 

discussed. With the help of the use of the measures of central tendency, findings 

have been presented using tables, graphs and charts. Analysis was done qualitatively 

with the help of quantitative techniques presented data using the above mentioned 

measures. 

 

4.2 Characteristics of Respondents 

In this study, it was considered important to know the gender, age of respondents, 

level of education, name of department the employee is serving and employee 

working experience. There was an assumption that these variables influence 

employee’s motivation within the organization as well as satisfaction employee 

towards impact of employees’ motivation on performance at President Office 

planning commission.  

 

4.2.1 Gender 

A question on gender of respondents was asked to ascertain their sex and type of 

motivate they receive while at President Office Planning Commission. In some 

circles women in work places, as pointed out by Kamel (1998) are disadvantaged 

because they lack basic skills required to get the benefits of employees’ motivation 

schemes. However, out of 36 respondents the data (see Fig.4.1) shows that 44.6% 

were females and 55.6% were males.  
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Figure .4.1 :   Gender of Respondents 

 

Source:  Field Data, 2013 

 

4.2.2 Working Experience of Respondent  

A question on age and the gender was asked. Findings revealed that 23 (63.9 %) out 

of 36 of the respondents there working experience was between 0-5years, while 

8(22.2%) there working experience was between 5-10 years. 4(11.1%) there working 

experience between 10-15years and 1(2.8%) was above 15 years (See Table 4) 

 

Table 4.1:  Working experience 

 S/N Respondents  Frequency Percent 

1 0-5 years 23 64 

2 5-10 years 8 22 

3 10-15 years 4 11 

4 More than 15 years 1 3 

  Total 36 100.0 

Source:  Field Data, 2013 

 

4.2.3 Composition of Employees from each Department 

Respondents were composed from different cluster, department and units as shown 

in the table below. It was important to know the department the employee is serving 

because this always depends on the personal professional.  
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Table 4.2: Working department/Cluster/Units   

S/N Responses Frequency Percent 

1 Administration and HRM 7 19 

2 Planning and Monitoring 5 14 

3 Macro Economy 3 8 

4 Productive Sector Cluster 5 14 

5 Infrastructure and Service Cluster 3 8 

6 Internal Trade and Economic Relations 3 8 

7 Social Services and demographic 3 8 

S/N Responses 
Frequency Percent 

8 Management Information System 2 6 

9 Library and Documentation 1 3 

10 Finance and Accounts 3 8 

11 Procurement 1 3 

  Total 36 100.0 

Source:  Field Data, 2013 

 

From the total frequency of respondents, seven respondents were from 

Administration Department which included the Director of Human Resources, 

Administrative Officers, Personal Secretaries and Drivers. Five respondents were 

from Planning and Monitoring which included Director, principal statistics and 

economists. Seventeen respondents were included from the following clusters; 

Macro Economy, Productive Sector, Infrastructure and services, Social Services and 

demographic, International Trade and Economic Relations.  Seven respondents were 

obtained from 4 units which were Management Information System, Library and 

Documentation, Finance and Accounts and Procurement. 

 

4.3 Research Findings based on the Key Research Objectives 

This part provides the highlight of the findings based on key objectives of the study. 

The scrutiny is done on the data composed from respondents of the interviews and 

questionnaires administered at POPC. This research focused on the Impact of 

Employees Motivation on Performance at POPC. Therefore, this part aims at 
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accomplishing and meeting the objectives of the study for simplifying data analysis 

and findings. Moreover, it focuses on the levels of Motivation on Performance in 

POPC. 

 

4.3.1 Strategies for Improving Employees Motivation  

Based on the interview with POPC management the following were found as the key 

strategies that used to maintain employees’ motivation on their jobs. Results of this 

study identified a number of strategies used to improve employee’s motivation in the 

study area.  These include training programmes, provision of loans, rewards of 

appreciation, best hard workers, staff meetings and promotions.  

 

4.3.1.1 Training Programme  

Develop short and long courses for the POPC staff based on the capacity building 

provided to the clusters, department and units to train their staff as a motivation that 

result to have competent staff, knowledgeable and skilled staff.  Providing training 

for employees not just helps them build up their skills and knowledge, but also 

motivate and develop the employee’s talent to build a block to organizational 

accomplishment.  It is for this reason POPC plan to train its employees and therefore 

expect a huge benefit in developing the capability of the workforce.  Each level at 

POPC adopts training program strategies as a means of achieving employee’s 

motivation as follows: 

 

At Cluster levels, staff should be trained in order to be equipped with more skills 

regarding research methodology so as to undertake research work effectively and 

efficiently.  This is because some of the cluster such as Macro-economy requires its 

staff members to have aggregate economic planning skills.  

 

At Division level such as Administration and Human Resources Management, short 

courses of one to 3 months can be allocated for supporting staff (drivers, registry 

clerks, telephone operators).  Also during that period some of the supporting staff 

may undergo long courses leading to certificate and diploma awards regarding their 

nature of jobs.  Other senior staff from this division may undergo short courses of 
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different periods, and long term training programs including specialized 

postgraduate, Diploma courses and Masters Degrees training where deemed 

necessary. 

 

While at the unit levels, short courses training were provided so as to improve their 

skills. 

 

The training program for POPC clusters, units and division is structured in such a 

way that when one cadre from a cluster goes on training, (say PhD studies), then one 

may go for Masters, degree and should come from another cluster.  Likewise under 

the divisions and units when one staff goes for training course in certificate other 

should go for Diploma, Advanced Diploma, Bachelors and Postgraduate Diploma in 

order to ensure continuity in the performance of POPC roles and functions.  Table 

4.3 below show how the training programe is conducted. (Training Programme year 

2011/12 & 2012/13). 

 

Table 4.3: Training Programme  

Courses Target group Training course per 

year of entry 

2011/12 2012/13 

 

PhD  

Deputy Executive Secretary   

- 

 

- 

Principal  Economists and Statisticians & Senior 

Economists  

- 1 

Masters Economists, Human Resources Officers, 

Administrative Officers 

2 2 

Bachelor Records Management Assistants, Accountants and 

Procurement Officers,  

4 3 

Diploma Records Management Assistants, Personal Secretaries 4 2 

Certificate Personal Secretaries, Telephone Operators  1 - 

Short course Drivers, Security Guards 4 3 

Source:   Field Data, 2013 
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From the data given above on the table 4.3, POPC management develop their 

training program in each financial year depending on the total budget that has been 

set aside by the Government, that is why the number of employees whom were sent 

for long training like bachelor degree and master’s degree decreased from the 

financial year 2012-2013 compared to that of 2011-2012 due to financial constraints 

from the Government.  Also it has been observed that for the highest level of 

education like PHD, high cost is incurred to finance the studies and that is why only 

few number of employees are given the priority to attend such a training for example 

only Deputy executive secretary and other principal Economists and statistician are 

considered. 

 

4.3.1.2 Empowering POPC staff by providing Loan        

Loan has been provided to public servant from treasury as a motivation to satisfy the 

employee needs. The loan used to be paid to the public employees for buying cars 

and furniture that could suit their needs.   However empowering can be provided 

through given an autonomy, authority, trust, and encouragement to individual to 

accomplish a task.  Empowerment is designed to unshackle the worker and to make a 

job the worker's responsibility. Loan provided to employees by considering their 

basic salary, therefore the principle governs loan provision is, ‘the higher the salary 

the higher the loan.’ However the net salary of employees is also considered where it 

requires that for each employee who wishes to apply for a loan, he/she must have a 

reasonable net salary that is obtained after the deduction made from the basic salary 

that could make the employee’s life survival. 

 

Loan provision has great impacts to POPC because it has given an opportunity for 

the employees to fulfill their demand which could have not been able to be satisfied 

by their salary but through loans they have managed to meet their expectations hence 

improve their life standards which in turn increases morale at work place. 

 

4.3.1.3 Reward of Appreciation  

Based on the interview question to the management of POPC, it was revealed that the 

POPC management has been using various means to reward its employees. The 



 

40 

 

directorate of Administration and Human Resource is pioneering this exercise in 

POPC. The findings show that the Management normally rewards its employees with 

letter of appreciation after performing well their duties at different time and different 

cadres. For example, during the data collection period, it was evidenced that one of 

the staff rewarded a letter of appreciation by Executive Secretary of POPC for 

performing well on the budget issues during the Parliament session in the financial 

year 2011/12.   

 

The findings revealed that among staff those received any reward from the POPC 

management have been showing greater improvement in their work.  

 

4.3.1.4 One-on-one meetings 

POPC used to conduct meetings with its employee such as workers council which 

scheduled two times in each financial year. Apart from all strategies applied by 

POPC management is also takes the time to praise (non monitory reward) employees 

for a job well done, preferably in front of their co-workers particularly during annual 

meeting.  Those meetings help employees to raise issues that have been considered 

as chaos to them and management find the solution to solve and make the situation 

favorable to employees. 

 

4.3.1.5   Reward of best hard worker 

Rewarding the hard work put in by employees makes them continue to work in the 

same fashion, and if the employee feels that his work is not appreciated in words or 

in material terms, he may gradually stop doing so, since he may feel that others 

working less are given the same too, so he/she needs not work more.  Rewards, and 

other ways of keeping employees happy makes them feel that their effort is being 

recognized and that they are needed by the organization.  Without these, they may 

soon start looking for greener pastures and new jobs.  To justify this statement POPC 

used to budget in each financial year Tshs. 500,000/= to its clusters, department and 

units for their staff who has been nominated as a best performer, and that amount of 

money is awarded during workers day (May Day).   
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However, based on the questionnaire administered to the POPC employees; a fair 

number of respondents showed not to be satisfied with this technique. They revealed 

that they have been struggling for completion of their duties to meet dead line in 

order to be nominated as a best worker for the next financial year. 

 

4.3.1.6   Promotion 

The findings from the interview confirmed that through the training to employees not 

only give them an opportunity to build up their skills and knowledge, but it is also 

used as a motivational and a building block to organizational accomplishment.  The 

respondents confirmed that through these trainings employees become competent 

enough to be considered in other administrative affairs such as promotion. The 

promotion is done through the Open Performance Review and Appraisal System 

(OPRAS).  

 

According to the interview with the Director of Administration and Human 

Resources Management, promotion is used as one of the motivational factors at 

POPC. She confirmed that through promotion employees have been encouraged to 

work with confidence and with competitive wise.   

 

4.3.2 Factors Influencing Employees Motivation at POPC 

Based on the second objective of this study, which was to determine the factors that 

influence employees’ motivation at President’s Office Planning Commission. 

Employees were asked a question on how important was each of the statements in 

table 4.4. The question was what factors affect your morale towards work; this 

question aimed at understanding their knowledge on job Motivation. 
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Table 4.4:  General Employees Opinion on motivation 

Particulars Not 

important 

Neutral Tremendously 

important 

Respondents’ 

level 

Financial factors     2 3 31 36 

Acknowledgement and Praise    10 1 25 36 

Job security  0 1 35 36 

Public Recognition  20 0 16 36 

Fear 30 2 4 36 

Working environment   6 0 30 36 

Total number of Frequency 14 38 116 36 

Source:  Field Data, 2013 

 

The Figure 4.2, shows that respondents showed that financial and Job security are 

key factors that mean job motivation to them. These two factors scored 86% and 

97% respectively as almost 35 respondents found it is tremendous important for the 

job motivation. Based on working environment, respondents agreed that it can be 

considered important after the previous two factors. It scored 83% of the total 

respondents’ level. Other factors scored minimal importance; Acknowledgement and 

Praise scored 69% (25 respondents), Public Recognition scored 44% (16 

respondents) and Fear scored the lowest percentage as only four (4) employees who 

considered it as a motivation factor. 
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The findings are shortened in the diagram below: 

 

Figure 4.2:  General Employees Opinion on motivation 

 

Source:  Field Data, 2013 

 

From Figure 4.2, the findings reveal that employees acknowledged that the 

management efforts have played the great part in ensuring their working motivation. 

They associated management style of always having words of encouragement to 

them. They revealed that the management encouraging them to move forward and do 

even better, and makes the worker feels happy.  Innovative ways of motivating them 

spurs them even more.  They associated, holidays or conferences paid for by the 

organization have been found to motivate employees immensely, give them 

interesting work, appreciation and recognition, allow them to participate in the 

decision making process, increase responsibility, good wages and good working 

condition.  
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4.3.3 Indicators of the Employee Satisfaction   

This was the third objective of the study which aimed at studying the indicators that 

help increase employees satisfaction. Through the administered questionnaires, the 

researcher tried to find out what happened or changed as a result of organization’s 

work and other factors, and can help you to ask further questions about how these 

changes happened. The findings were as follows: 

 

Table 4.5:  Indicators of Employee Satisfaction  

S/N Respondents Frequency Percent 

1 Low Labour Turnover  14 39 

2 Reduced Absenteeism 11 31 

3 Accomplishment of timely commitment 8 22 

4 Self control and creativity 3 8 

  Total 36 100.0 

Source:  Field Data, 2013 

 

These are Low Labour Turnover, Reduced Absenteeism, Accomplishment of timely 

commitment and self-control and creativity. Results from the field shows that, 14 

(38.9%) of the respondents said Low  Labour Turnover is one of the indicator of 

employee satisfaction, while 11 (30.6%) said Reduced Absenteeism when employees 

are satisfied. 8 (22.2%) respond that accomplishment of timely commitment  is also 

an indicator and 3 (8.3%) responded that self-control and creativity is a reason of 

employee satisfaction. The figure below summaries these statistics: 
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Figure 4.3:  Indicators of Employee Satisfaction  

 

Source:  Field Data, 2013 

 

From the figure 4.3, the findings confirmed that there is a range of possible signs, 

symptoms or hints by which these outcomes can be observed, measured or detected 

with varying degrees of certainty.  Employees who are motivated showed different 

behavior in performing their duties and different results can occur to POPC. 

 

4.3.3.1 Low Labor Turnover 

Organization with employees who are satisfied with their jobs, the rate of labour 

turnover goes down.  On the other hand, if there is considerable job dissatisfaction, 

there is likely to be high labor turnover. This is also observed at POPC where there is 

a low labour turnover due to the satisfaction that employees get from their job which 

make them comfortable and anxious to keep on working with POPC. 

 

4.3.3.2 Reduced Absenteeism 

The study found that absenteeism in many cases is a result of employees perceiving 

that their jobs are less important.  When they feel that their jobs are important then, it 

will lead to job satisfaction hence low absenteeism. Satisfaction with the working 
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environment is a reason which makes employees at POPC to attend into their work in 

a right time and in daily basis as according to the schedule described by the POPC 

management. 

 

4.3.3.3 Accomplishment of timely commitment 

Commitment refers to attachment and loyalty that an employee has towards their 

work in an organization. At POPC once employee are satisfied they show the sign of 

being motivated and highly committed to their work while working under pressure 

and meet their work deadlines.   It is reasonable to believe that strong commitment to 

work is likely to result in conscientious and self directed application to do the job, 

regular attendance, nominal supervision and high level of effort. Commitment to the 

organization will certainly be related to the intention to stay or in other words, 

loyalty to the company. 

 

4.3.3.4 Self Control and Creativity 

Creativity refers to the ability to come up with new ideas, the ability to think widely, 

to have a free and open mind and to approach matters in a new way.  Self-control is 

the ability to control one's emotion, behavior, and desires in order to obtain some 

reward, or avoid some punishment. Due to the observation made by a researcher and 

the answers obtained from respondents, once employees at POPC become satisfied 

their ability to come up with a clever/practical way of solving a problem, or of doing 

something increases by thinking outside the box where ability to approach matters 

and innovative capacity in work increases which in turn bring a huge impact on 

achieving organizational goals, not only that but also their behavior became so 

positive especially on how the employees treat each other and how one employee 

responds to a request that might be made from his/her fellow employee or from the 

top management, in short a team work behavior developed  due to the satisfaction 

obtained from each individual employee at POPC. 

 

4.3.4 Challenges that accounted with Employees Motivation at POPC  

Motivation seems to be a simple function of management in books, but in practice it 

is more challenging. The reasons for motivation being challenging job are as 
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managing diversity, different attitudes, High expectation, and implementation of 

government policies, technological changes and government budget constraints.  

 

4.3.4.1 Managing Diversities 

Workplace diversity refers to the variety of differences between people in an 

organization. Diversity not only involves how people perceive themselves, but how 

they perceive others. Those perceptions affect their interactions. For a wide 

assortment of employees to function effectively as an organization, human resource 

professionals need to deal effectively with issues such as communication, 

adaptability and changes.  Diversity will increase significantly from time to time.  

Successful organizations recognize the need for immediate action and are ready and 

willing to spend resources on managing diversity in the workplace.  One of the main 

reasons of motivation being a challenging job is due to the changing workforce or 

technology.  The employees become a part of their organization with various needs 

and expectations.  Different employees have different beliefs, attitudes, values, 

backgrounds and thinking.  But all the organizations are not aware of the diversity in 

their workforce and thus are not aware and clear about different ways of motivating 

their diverse workforce.  POPC has been managing these diversities through 

conducting staff meeting and discussed together whatever problem raised by 

employees.  The participation made employees to be part and percel of the decision 

made in the organization. 

 

4.3.4.2  Difference in Attitudes  

Employees motives cannot be seen, they can only be presumed.  Suppose, there are 

two employees in a team showing varying performance despite being of the same age 

group, having same educational qualifications and same work experience. The reason 

being what motivates one employee may not seem motivating to other.  This 

challenges have to be in mind of the management in handling such situations. 

 

4.3.4.3 Changes in Job Description and Specification 

Motivation of employees becomes challenging especially when the organisations 

have considerably changed the job role of the employees, or have lessened the 
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hierachy levels of hierachy, or have chucked out a significant number of employees 

in the name of down sizing or right sizing. Certain organization have choosen to hire 

and fire and paying for performance strategies nearly giving up motivational efforts. 

These strategies are unsuccessful in making an individual overreach himself. 

 

4.3.4.4  High Expectation level of Employees 

The vigorous nature of needs also pose challenge to a manager in motivating his 

subordinates.  This is because an employee at a certain point of time has diverse 

needs and expectations.  Also, these needs and expectations keep on changing and 

might also clash with each other.  For instance the employees who spend extra time 

at work for meeting their needs for accomplishment might discover that the extra 

time spent by them clash with their social needs and with the need for affiliation. 

 

4.3.4.5 Technological Changes 

Technological can be a challenge to the employees since it affect the operational 

system and need a training and acceptance of those changes.  However technology 

can be a threat to the organization if its employees lack enough skills and hence lead 

to demotivate employee in their daily operation.  POPC experienced these challenges 

after the introduction of the EPCO 9 program in early in November 2011,   a package 

that discouraged the use of payment voucher used by the public offices to pay their 

employee as a strategy of reducing the use of documentation and fraud caused delays 

and much trouble to accounts staff at the beginning of this program. 

 

4.3.4.6 Implementation of Government Policies  

The government sometimes imposes policies which does not favour employees 

interests in pulic sector.  This situation might lead the management to face hard ship 

in implementing those policies hence create conflict between management and its 

employees. For example currently the government has introduced a policy on 

training which requires all employers to discourage foreign training instead 

employees should be trained within the country.  This become a problem since 

foreign training of employees was one of motivating factor at POPC as they were 

getting exposure and keeping their financial status well. 



 

49 

 

4.3.4.7 Government Budget constraints 

Government provide low budget to the government institutions which could not suit 

the demands of the employees.  Many activities could not implement due to budget 

constraints.  Sometimes schedule of training and other incentives could not be 

implemented since funds are not sufficient to all employees in the organization. 

 

4.3.5   Level of Employee Satisfaction 

The findings show that, employee at POPC there satisfaction level is presented as 

follows. 1(2.8%) of the respondents they are very satisfied with incentive given to 

employee at the POPC, 26(72.2%) of the respondents said they are satisfied with the 

incentives offered to employees at POPC.  However, 9(25.0%) of the respondents 

said that they are not satisfied with the incentives offered to employees at POPC.   

  

Table 4.6:  Level of Employee satisfaction 

 S/N Respondents Frequency Percent 

1 More than satisfaction 1 3 

2 Satisfaction 26 70 

3 Not satisfied 9 25 

  Total 36 100.0 

Source:  Field Data, 2013 

 

 

Source:  Field Data, 2013 
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4.3.6   Good Job Performance 

In most cases satisfied employees perform better than less satisfied employees. If 

people receive rewards they feel are equitable they will be satisfied and this is likely 

to result in greater performance effort.  Motivation is present in every life function.  

A common place that we can see the need to apply motivation is in the work place 

where motivation plays a key role in leadership success.  Motivation can be describe 

as a power that strengthens behavior, gives route to behavior, and triggers the 

tendency to continue. This explanation identifies that in order to attain assured 

targets; individuals must be satisfactorily energetic and be clear about their 

destinations.  

 

4.3.7    Factors Affect Morale towards work 

Employee morale is a huge factor in determining productivity. There are many 

factors that can affect employee morale both positively or negatively and it is 

important to be aware of them so that the company could make sure that employees 

are happy and not scanning the local job sites for something better. There are many 

factors that affect working morale to any employees at work place. These include 

financial incentives, acknowledgement and praise and negative are fear and working 

environment. Finding from the field show that, 23(63.9%) of the respondents said 

that financial factor affects moral working of the employee at work place. Effective 

managers must learn how to cultivate this powerful method of employee motivation, 

5(13.9%) of the respondents said that acknowledgement is another factor that may 

affect working moral of employees at work place.   

 

Another factor is the fear which presented about 1(2.8%) that affect the moral of 

work at work place. Workplace environment plays a vital role in motivating 

employees to perform their assigned work. Since money is not a sufficient motivator 

in encouraging the workplace performance required in today’s competitive business 

environment. Managers and supervisors will need to be comfortable with working 

with the whole gamut of workplace factors that influence employee motivation. 

Skills required include the ability to engage employees in mutual goal setting clarify 

role expectations and provide regular performance back. But 7(19.4%) of the 
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respondents said that, working environment is another factor that affect moral of an 

employees at work place. Workplace design needs to take into account of a wide 

range of issues. Creating better and higher performing workplace requires an 

awareness of how workplace impacts behavior and how behavior itself drives 

workplace performance. 

 

Employee morale is definitely affected by office surroundings, so it is important to 

keep it orderly and clean. These questions of factors affecting employee morale 

towards work was addressing objective number one. (See fig 4.4 below).  

 

Figure 4.4:   Factors affect Morale towards Work 

 

Source:  Field Data, 2013 

 

4.3.8 Factors de-Motivating Employees at work place 

In any organization there must be a work done by the employees so as to achieve the 

organizational goals.  But sometimes employees might not ready to contribute their 

work inputs at a great level due to some difficulties circumstances that do not favor 

them to work hard.  These factors are low level of salaries, poor working 

environment, and poor scope for personal development, boring job and other factors. 
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4.3.8.1   Low level of Salaries 

Findings show that, 33.3% of the respondents said that, low level of salaries de-

motivates an employees at work place.  

 

4.3.8.2   Poor Working Environment 

41.7% of the respondents said that, poor working environment de-motivate employee 

from doing work. Paramount here is the human-to-human interaction through 

providing individualized support and encouragement to each and every employee. 

Within the environment there are Stresses, influences, and competitive situation, 

demographic, profitable, political; regulatory that affects the survival, operations, and 

development of an organization. A work environment does not require a job. It 

requires that work has to be done in some place. From this point of view it is known 

that public sector organizations are not providing a good workplace environment to 

their employees, which do affect more on their work performance.  

 

4.3.8.3   Poor scope for Personal Development     

Another factor is the poor scope for personal development. This shows that, 13.9% 

of the respondents said poor scope for personal development affects the employees 

motivations. 

 

4.3.8.4 Boring Job 

Boring means a monotonous, tedious and tiresome job which refers to what is so 

uninteresting as to cause mental weariness.   8.3% said boring job de-motivate 

employee from doing work.  

 

4.3.8.5 Other factors 

Unequal distribution of allowances is also among of the de-motivating factors which 

caused by different hierarchy levels at POPC from top and subordinate staffs.  2.8% 

of respondent’s supports the factor.  Motivation is a procedure that initiates through a 

physiological or psychological want that stimulates a performance that is intended at 

an objective. It is the concluding product of interface among personality behavior 

and organizational distinctiveness. It symbolizes those psychological procedures that 
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foundations the stimulation, route, and determination of deliberate actions that are 

target oriented (Farhad et al, 2011). 

 

Table 4.7:  Factors de motivating an Employee from doing work 

  Respondents 
Frequency Percent 

1 Low Level Of Salary 12 33 

2 Poor Working Environment 15 42 

3 
Poor Scope For Personal Development 5 14 

4 Bored 3 8 

5 Others 1 3 

  Total 36 100.0 

Source:  Field Data, 2013 

 

4.3.9 Management system permits open ended communication with the 

employees  

The management of POPC develops the ownership through extending the employees 

to participate in decision on new developments and changes in working practices that 

affect the individuals concerned.  They should be involved in making those decisions 

and feel that their ideas have been listened to and that they have contributed to the 

outcome since they are the key part of the organization.   They will be more likely to 

accept the decision or change because it is owned by them rather than being imposed 

by management.   

 

Effective communication empowers employees and provides clear direction and 

feedback agents for employees to express their thoughts, suggestions and concerns. 

The purpose of effective communication in the workplace is to provide clear 

objectives, tools to accomplish those objectives and an action plan to follow. 

Providing clear direction increases employee satisfaction, which has a direct impact 

on customer satisfaction, according to provision of services. It also creates a strong 

corporate culture where employees trust leadership and feel like they have a voice, if 

leadership effectively communicates with employees certain goals and expectations, 
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the employees will be able to accomplish the goals. Findings show that, 69.4% of the 

respondents said that, management system permits open ended communication with 

the employees. However, 30.6% of the respondents said that, management system 

does not permits open ended communication with the employees. (See fig 4.5 below) 

 

Fig 4.5: Management System Permits Open ended Communication with 

the Employees 

 

Source:  Field Data, 2013 

 

4.3.10 Job Security  

Respondents were asked to comment whether job security has an impact on labour 

turnover at POPC, the findings show that, 50% of the respondents agree that job 

security is important in increasing employee motivation since they feel secured from 

their working environment. However 38.89% of the respondents disagree on the 

factor that job security may cause employee turnover. 11.11% of the respondents 

comment that neither job security nor other factors like unequal distribution of 

incentives may cause labour turnover. 
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Table 4.8:  Job Security 

S/N Respondents Frequency Percent 

1 Yes 18 50% 

2 No 14 38.89% 

3 Somehow 4 11.11% 

  Total 36 100 

Source:  Field Data, 2013 

 

4.3.11 Good relationship with other Staff Members  

Effective work relationships form the cornerstone for success and satisfaction with 

the job and career development of an employee. However the results revealed that, 

66.7% agree that this is an important factor in increasing job satisfaction as well as 

motivation of the employee at work place. 19.4% of the respondents said that 

effective employees relationship is also important factor in increasing employee 

motivation by strongly agree. 5.6 % of respondents said strongly disagree and neutral 

as shown in Fig. 4.6 below. 

 

Figure  4.6:    Good relationship among Staff Members  

 

Source:  Field Data, 2013 
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4.3.12 Decision Making Process  

Employee participation in decision making is a very important factor in the success 

of an organization. Dundon et al. (2004) argues that successful employee 

participation in decision making regimes not only positively affect the performance 

of employees in terms of quality and productivity but also help to negate the issues 

which might explode otherwise. Opportunities of employee participation in decision 

making are believed to be associated with the employee turnover. According to 

(Spencer, 1986) employees will show more interest in staying with the organization 

if they have more opportunities to express their dissatisfaction, grievances and to 

change the unsatisfactory work conditions. Findings revealed that, 17(47.2%) said 

that the management of POPC involves them in decision making process, 30.6% said 

occasionally the management involve them to participate in decision making process. 

Only 22.2% said the management does not involve the employees of POPC in 

decision making process.  

 

Table 4.9:    Decision Making Process 

S/N Respondents 
Frequency Percent 

1 Yes 17 47.2 

2 No 8 22.2 

3 Occasionally 11 30.6 

 Total 36 100.0 

Source:  Field Data, 2013 
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4.4  Chapter Summary  

Results of this study recorded training programmes, staff loans, rewards appreciation, 

meetings best worker reward and promotion as major strategies used by the 

management to improve employee motivation at the work place. On the hand 

employee satisfaction, low labour turn over, reduced absenteeism, 

commitments/loyalty, innovation and self control were considered as key factors 

influencing employee’s motivation.   

 

The study registered low salaries, poor working condition and poor scope for 

personal development as major challenges in as far as motivation of employees on 

job performance is concerned.  
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CHAPTER FIVE 

 

CONCLUSION AND RECOMMENDATIONS OF THE STUDY 

 

5.1  Introduction 

This chapter provides conclusion and recommendations on the study of impact of 

employee motivation on performance.  It starts with conclusion and ends with 

recommendations. 

 

5.2  Conclusion 

Based on the findings presented, this study concludes that, at POPC most of the 

employees are motivated. These was revealed from the result that was asked to know 

if there some factors that affects morale towards work performance, the level of 

satisfaction was expressed to be very satisfied.   

 

Despite all these there are some of the factors that tend to demotivate employees at 

work place. These includes poor working environment de motivate employee, low 

level of salaries, poor scope for personal development and bored work which are 

challenging.  POPC is among of the public sector in Tanzania which has been 

performed well in improving the welfare of the employees.  

 

Training and Development plays a very key and critical role to the performance of 

employees in terms of equipping employees with relevant and necessary skills and 

knowledge in execution of their work. For POPC these are well implemented as it 

was revealed from the data. It is one of the incentives offered by the management to 

increase employee motivation and hence being able to attain their targets effectively.  

Other motivations includes, financial incentives, Colleagues and working condition, 

Challenging job and Creative freedom in job, Salary, and Companies good will.  

 

Throughout the research process, it has been clearly established that there is a 

relationship between motivation and employee morale. The research question aimed 

at establishing the existence of such relationships and the findings has very clearly 
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managed to the relationships. That the higher the motivation, the higher the morale 

and vice versa. 

 

Employee morale is important in improving employee’s organization performance 

because the key ingredients and element of employee morale - attitude, total 

satisfaction and confidence - impact the way and employee feel while at work.  

Employee’s morale is positive when they are positive about their work environment 

and have positive belief that they can meet their most important needs at work. 

 

5.3 Recommendations for Management 

The study recommends the following to the organization 

 

5.3.1 Continuous training and other professional growth opportunities to 

employees 

The innovation, flexibility and dedication that are necessary to build truly dynamic 

Organization come from well-trained and supported employees. One of the best ways 

to encourage and support individuals in your workforce is through professional 

development and training opportunities. As employees develop new skills, increase 

networking and represent the Organization out in the larger world, and develop 

leadership opportunities, the business work environment becomes infused with 

energy and creativity. Therefore a researcher advises the POPS management to send 

its employees to training not only just to acquire new skills and knowledge but also 

to Sometimes, just getting employees out of the day-to-day grind of their everyday 

work schedule is enough to jump-start energy and encourage employees to recommit 

to their jobs and the company. But learning new skills and interacting with new and 

different people has a direct impact on the productivity and development of the work 

environment. 

 

5.3.2 Stable and secure working environment 

Good working environment always play a big role on making employee retain longer 

in a certain organization while the same time making them feel motivated. POPC 

management has to ensure the infrastructure of the working place is conducive so as 
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to enhance efficiency and effective work performance of the employees for example 

computers where it is necessary for each employee to have his/her full set of 

computer working so as to enable the work to be done in a right time. 

 

5.3.3 Opportunities for promotion basing on performance 

A promotion is the advancement of an employee's rank or position in an 

organizational hierarchy system. Promotion may be an employee's reward for good 

performance, such that, positive appraisal. This is among the technique adopted by 

POPC in ensuring employee motivation but it is advisable by the researcher to POPC 

management that before promoting an employee to a particular position it has to 

ensure that the person is able to handle the added responsibilities by screening the 

employee with interviews and tests and giving them training or on-the-job 

experience.  

 

5.3.4 Equal treatment of the employees 

Equal treatment is the way how employees are fairly treated by the top management. 

Fair   treatment of employees reduces grievances among the employees and makes 

them motivated automatically by considering them recognized by the management 

and hence increase individual performance within the organization. Therefore it is 

recommended that POPC management should avoid favoritism at all costs among 

employee so that each employee could feel happy and ready to contribute his or her 

individual efforts toward organizational goals achievement. 

 

5.3.5 Motivation should be provided to employee on time 

Any incentives provided by management should be on time so as to justify the 

meaning of motivation.  For example POPC provide extra duty to its employee who 

deserving to get it but normally it has been provided two months after being 

approved by Accounting Officer something that create complaints and raise 

grievances. 

 

 

 



 

61 

 

REFERENCE 

 

Ambrose,M.L and Kulik, C.T (1999).Old friends, New faces: Motivation Research 

on the 1990s. Journal of Management, 25, 231-92. 

 

Baldoni, J., (2005). Motivation Secrets. Great Motivation Secrets of Great Leaders 

[WWW page]. URL 

 

Barbuto J.E and Scholl R.W (1998) .Development of new scales to measure on 

Integrative of motivation source. Psychological reports, 82, 1011-   

1022 ARD Journal Series. Number 12159 

 

 Becker GS (1964). Human capital: A Theoretical and Empirical Analysis, with 

Special Reference to Education. Chicago, University of Chicago 

Press. ISBN 978-0-226-04120-9. 

 

Behling, O. and McFillen, J. 1996. “A syncretical model 

charismatic/transformationalleadership”, Group and Organisation 

Management, 21(2): 120-160. 

 

Bob Nelson & Researchers at Ohio University . Journal of Management, 25, 231-92. 

 

Buford et al (1995). Be Your own Boss. Journal of Extension, 31 (1)  

 

Burney, L & Widener, SK 2007, 'Strategic performance measurement systems, job- 

relevant information and managerial behavioral responses-Role and 

Performance Behavioral', Research in Accounting, vol 19, pp. 43-69. 

 

Certo, S.C. (2003), Supervision: Concepts and Skill Building, 4th ed., McGraw Hill, 

New York, NY. 

 



 

62 

 

Churchill, G.A.; Ford, N.M.; and Walker, O.C. Jr (1987), Sales Force Management- 

Planning, Implementation and Control, Second Edition, Irwin Inc. 

 

Cole, G.A. (2002). Personnel & Human Resource Management, New York: Mc 

GrawHill  

 

Cummings, L.L. and Schwab, D.P. 1973. Performance in Organisations: 

Determinants and Appraisal. Glenview: Scott, Foresman and 

Company. 

 

 DeCenzo D.A and Stephen P.R (1996) .Human Resource Management (5thed).  

McGraw Hill press, New York 

 

Deci, E. & Ryan, R. (2000). The what and why of goal pursuits: Human needs and the self 

determination of behavior. Psychological Inquiry,  

Journal of  International Business Studies, 21. 75-93. 

 

Deci, Edward. (1980). Thepsychology of self-determination. Lexington, MA: 

Lexington Books. 

 

Dessler, G 1978, Personnel management: Modern concepts and techniques. 

Prentice-Hall Company. Reston. 

 

Family and Work Institute of New York (1994) .“National Study of Changing Work 

Force” Business Journal, 30,100-1 

 

Gary V. (1999). Important Motivational Factors retrieved from Internet 

http://www.joe.org/joe/1998june/rb3. html on 20.6.2004 

 

Harpaz, I. (1990). The Importance of Work goals, An International Perspective. 

Journal of International Business Studies, 21. 75-93 

http://www.joe.org/joe/1998june/rb3.%20html%20on%2020.6.2004


 

63 

 

 

Hellriegel. D., Jackson, S. E., Slocum, J.W., 1999. Management. Cincinnati: South-

Western College Publishing. 

 

Higgins, J.M. (1994), The management challenge (2nd ed.),  

New York: Macmillan 

 

Hitt, D., Esser, J., & Marriott, R. (1992). Effects of delayed rewards and task interest 

on intrinsic motivation. Basic &Applied Social Psychology,  

 

Hitt, D., Esser, J., & Marriott, R. (1992). Effects of delayed rewards and task interest on 

Intrinsic motivation. Basic &Applied Social Psychology,  

McGraw Hill press, New  York 

Houran, J., & Kefgen, K., Money and Employee Motivation [WWW page]. URL 

www.2020skills.com 

 

http://govleaders.org/motivation_secrets.htm 

IRCO, International Research Center on Organizations, Cross-cultural Management 

Network [WWW page]. 

 

Justice and Empowerment (A Case Study). European  

Journal of Economics, Finance and Administrative 

 

Kamalian, A. R., Yaghoubi, N. M., & Moloudi, J., (2010). Survey of Relationship 

between Organizational. Columbus, Ohio: Ohio State University 

Extension. 

 

Kimbele, H, M (1999:21). Motivation and Productivity in Manufacturing 

Organization.  

 

http://www.2020skills.com/
http://govleaders.org/motivation_secrets.htm


 

64 

 

Kombo & Tromp, 2006), The motivation Behind Subcontracting  Relationships 

between large firms and small and medium enterprises 

 

Kovach, K.A (1987). What Motivates Employees? Workers and Supervisors Give 

Different Answers. Business Horizon, 30.58-65 

 

Kreitner, R. (1995), Management (6th ed.),  

       Boston: Houghton Mifflin Company 

 

Linz, S.J. (2003) ‘Job Satisfaction Among Russian Workers’, International Journal of 

Manpower 24(6): 626-652. 

 

Linz, S.J. (2003) ‘Job Satisfaction Among Russian Workers’, International Journal 

ofManpower 24(6): 626-652. 

 

Maritz, D. 1995. “Leadership and mobilising potential”, Human Resource 

Management, 10(1): 8-16. 

 

Miles, M.B and Huberman, M (1994). Qualitative Data Analysis. Beverly Hills: 

page, 1984.263 pages 

 

Mincer J (1974). Schooling, experience and earning. New York: NBER New York: 

Academic Press. 

 

Mmary, U.M (2004:45). The Effectiveness of Employees Motivation to the 

Organization Performance 

 

Moorhead G. and Griffin R. (1998), ‘Need-Based Perspectives on 

Motivation’.Houghton; Mifflin Company, USA. 

 

Mullins, L.J (1995). Management and Organizational Behavior 3rd Ed, Singapore: 

Pitman Publishing 



 

65 

 

 

Nogradi,G.S, Yardley, I.K, and  Kanters, M.A (1993). The Relationship between 

work related attention, Motivating Potential of Jobs, and Job 

Effectiveness Outcomes. Jounal of Park and Recreation Administration 

 

Odongo, C.E (1999:27). Motivation Profile and Productivity in Public Enterprises 

 

Pinder, C.C (1998). Work Motivation in Organizational Behavior. Upper Saddle 

River, NJ: Prentic-Hall. 

 

Robbins, S. P (2003) .Organizational Behavior 9th ed: Prentice Hall, New Delhi 

 

Rukhmani, K., Ramesh, M., & Jayakrishnan, J., (2010). Effect of Leadership Styles 

on Organizational Effectiveness. European Journal of Social 

Sciences, 15 (3), 365-369. 

 

Saunders, M (2007). Research Methods for Business Students, Fourth Edition, 

Prentice Hall. 

 

Smith, M (2007). Article: Happy Employees make productive Employees. 

Supervisors’ Behavior. African Journal of Business Management, 1 (9), 238-243. 

     URL http://www.iese.edu/IRCO 

Vroom, V.H. (1964), Work and Motivation, New York: John Wiley and Sons Inc. 

 

Whetten, D.A. and Cameron, K.S. 1998. Developing Management Skills (4th 

Edition). London: Addison-Wesley Educational Publishers Inc. 

Higgins, J. M. (1994). The management challenges (2nd ed.). New York: Macmillan.  

 

 

 

http://www.iese.edu/IRCO


 

66 

 

APPENDICES 

 

Appendix 1: Research Questionnaires for Ordinary Employees In POPC 

 

Dear respondent, 

This questionnaire form has been formulated for the aim of assessing the Employees 

motivation on performance in the President’s Office, Planning Commission as a part 

of Public Institution.  Since you have been identified as one of the stakeholders, you 

are requested to fill this questionnaire which will assist the researcher in collecting 

data for the aforementioned topic. Please note that the information you provide will 

be treated confidentially and will only be used for the purpose of this Masters of 

Science degree in Human Resources Management. The researcher will not disclose 

the source of information to the public for any reasons. I appreciate your 

participation.   

 

Please respond to the following items by putting a tick (√) in front of the response 

that depicts your opinion or by writing at length. 

 

1. What is your level of Education 

(i.) Secondary level  (     )     

(ii.)  Diploma   (     ) 

(iii.) Bachelor degree  (     )     

(iv.) Masters and above     (       ) 

Cluster/Department/Unit: ______________________________________ 

 

Gender -------------------------------------------------------------------------------- 

 

2.        Since how many years you have been working in this organization? 

(i.) 0 -5 years     (      )                     

(ii.) 5-10 years   (      ) 

(iii.) 10-15 years (      )                      
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(iv.) (d)  More than 15 years  (     ) 

 

3.   What factors affect your morale towards work? 

(i.) Financial factors       (    ) 

(ii.) Acknowledgement and Praise    (    ) 

(iii.) Fear……………………….  .(      ) 

(iv.) Working environment    (      ) 

(v.) Public Recognition      (     ) 

(vi.) Job security      (     ) 

(vii.) Others               (      ) 

 

4.      Which factors de motivates you from doing work? 

(i.) Lower level of salary  (     ) 

(ii.) Poor working environment  (     ) 

(iii.) Poor scope for personal development  (        ) 

(iv.) Bored ……………………………….  (       ) 

(v.) Others       ………………………….. (        ) 

 

5.     What is your level of satisfaction from the work? 

(i.) More than satisfied     (     ) 

(ii.) Satisfied         (     ) 

(iii.) Not Satisfied      (      ) 

 

6.  Are you satisfied with the compensation received for your services? 

(i.) Yes          (     ) 

(ii.) No           (     ) 

 

7 .  Are you provided with other opportunities for your personal and professional 

development? 

(i.) Yes    (      ) 

(ii.) No     (      ) 
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8.    Does the management of POPC adopt any strategy to ensure that each employee 

is motivated from their job? 

(i.) Yes    (      ) 

(ii.) No     (      ) 

(iii.) Somehow   (     ) 

 

9.    Is there any challenges face employee’s motivation and performance at POPC? 

(i.)          Yes    (      )            

(ii.) No     (      ) 

(iii.) Somehow   (      )       

 

10.    What are the factors influencing employee motivation at POPC? 

(i.)            Interesting work        (      )                

(ii.) Appreciation and recognition  (      ) 

(iii.) Increased responsibility    (       )      

(iv.) Other factors     (      ) 

 

11.    How far you are satisfied with the incentives provided by the Organization? 

(i.) Highly satisfied    (       )                

(ii.) Satisfied       (     ) 

(iii.) Dissatisfied        (       )     

(iv.) Highly dissatisfied    (       ) 

 

12.    Is it true to say that job security is one of the motivating factors that influencing 

employee from turnover? 

(i.) Strongly Agree                      

(ii.) Agree 

(iii.) Neutral  -                               

(iv.) Disagree 

(v.) Strongly disagree 
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13.  Do you think that incentives and other benefits will influence your 

(i.) Influence    (      )                       

(ii.)  Does not influence     (      ) 

(iii.) No Opinion    (      ) 

 

14.      Does the Top Management involve you in decision making which are 

connected to your department? 

(i.) Yes       (       )            

(ii.) No        (       )          

(iii.) Occasionally        (      ) 

 

15.     Does workers participation have any influence on motivation and performance 

for     organizational?  

(i.) Yes     (       )            

(ii.) No        (       )       

(iii.) Some how   (       )    

 

16.   What do you understand by “Motivation”? Please describe in one line: 

______________________________________________________________

______________________________________________________________ 

 

17.  Why motivation is so important for an organization 

______________________________________________________________

_____________________________________________________________ 

 

18.  According to you, which of the following factors plays an essential role in 

motivating an employee? 

(i.) Psychological determination 

(ii.) Competition factors 

(iii.) Stimulation of investing efforts 

Others, please mention: ___________________________________________ 
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19.  What outcome is expected from the motivated employees? 

(i.) Self control and creativity 

(ii.) Good organizational growth 

(iii.) Accomplishment of timely commitments 

Other: ________________________________________________________ 

 

20.  Which of the following attributes revitalize the motivational factor among the 

employees psychological? 

(i.) Supervision 

(ii.) Good working conditions 

(iii.) Continues career growth 

(iv.) Achievements 

Others: _______________________________________________________ 

 

21.  It is worth to say that without a good relationship among employees there will 

be no satisfaction and motivation to employees 

(i.)  strongly agree   

(ii.) agree 

(iii.) Neutral 

(iv.) Disagree 

(v.)  Strongly disagree  
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Appendix 2 : Interview Questions Administered To Directors And Head Of 

Units In The POPC 

 

1. Is the 'primary aim' of your company maintained? 

(i) Yes    

(ii) No 

 

2. Are there any obstacles stop employees performing to best effect? 

(i) Yes 

(ii) No 

 

3. Do you really motivate your staff? 

(i)   Yes 

(ii)   No 

 

4. Do employees feel empowered? 

(i)   Yes 

(ii)    No 

 

5. Are there any recent changes in the company that might have affected 

motivation? 

(i.)   Yes 

(ii.)   No 

 

6. What are the patterns of motivation in your company? 

--------------------------------------------------------------------------------------------- 

 

7. Are employee goals and company goals aligned? 

(i.) Yes 

(ii.) No 

8. How do employees feel about the company? ---------------------------------------

- 
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9. How involved are employees in company development?  

 ……………………………………………………………………………….. 

 …………………………………………………………………………………. 

 

 

10 Is the company's internal image consistent with its external one? 

(i.) Yes 

(ii.) No 
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Appendix 3: POPC Organisational Structure 

 

POPC Organisational Structure 

 

Source: POPC (2013) 

 

 

 


