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ABSTRACT 

This study assessed the influence of motivational factors on firm’s performance taking a 

case of Sika Tanzania Chemical Construction Limited in Tanzania. Specifically, the study 

explored the motivation packages provided to employees of Sika Tanzania Chemical 

Construction Limited in Dar es Salaam region. It further examined the relationship 

between employees’ motivational packages and firm performance and lastly, the study 

explored employees’ suggestions in view of promoting their motivational levels. The 

study was guided by Maslow’s hierarchy of needs theory and Herzberg two-factor theory 

which facilitated the researcher to create the conceptual framework. It also deployed 

mixed method research approach with a case study research design. The data were 

collected through interviews and questionnaires. The sampled 75 respondents were 

involved in this study. Data were statistically analyzed. The study found out that six 

motivation packages including salary, transport benefits, medical benefits, extra duty 

allowance, recognition and training are provided to employees of Sika Tanzania Chemical 

Construction Limited in Dar es Salaam, Tanzania. It was also revealed that there is 

statistical significant relationship between the between employee motivational packages 

and firm performance confirmed by overall regression results value (β=-0.143, p<0.05) 

which indicates that there is positive relationship between overall employees motivation 

packages provided by the firm and firm performance. Furthermore, Sika Tanzania 

Chemical Construction Limited employees suggested for having payment of staff 

entitlements on time, recognition of good job performers, and improvement of safety 

working places. They also suggested the provision of working tools and regular staff 

meeting and involvement. The study recommends firms and government to improve 

labour relations policies and insist on workers motivation. This will become a catalyst of 

good job performance and organization health. Therefore, organization management 

should ensure hygienic and motivational plans to obtain employee satisfaction and 

performance. Also, for the scholarly benefits, the study recommended that another similar 

study on the influence of motivational factors on firm’s performance could further be 

undertaken in other regions to allow broad generalization of the study findings.  
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CHAPTER ONE 

INTRODUCTION 

 

1.1  Background to the Study 

Around the globe, all firms intend to grow and increase their market size and share. 

However, there is a highly competitive environment which exists in the daily business 

operations (Sijabat et al., 2020). This competition forces firms to pay attention in their 

business operations to ensure effective and efficiency operations is achieved in their 

daily operation in a continuous and sustainable manner (Tho, 2018). For survival in 

such a tough competition, optimization in operations is indispensable (Anzoom & 

Hasin, 2019). The need to survive competition triggers most firms to manage their 

operations through employees.  Employees are the success factors of any firm. The 

employee is a bloodstream of any business (Adnan & Bataineh, 2014). The 

accomplishment or disaster of the firm depends on its employee performance (Sharma 

& Taneja, 2018). When employees are motivated their performance are effected, this 

means that, they also work towards improving the conditions within the workplaces 

(Galli, 2020). Therefore, any firm that aims to achieve higher objectives and goals, 

employee motivation is a key factor to be considered throughout the business 

operations, in other words, employees are main factors to manifest business goals into 

reality (Saad, 2018). 

There are two kinds of employee motivation, which are intrinsic and extrinsic 

employee motivation (Fatahilla et al., 2020). Intrinsic motivation occurs when 

someone is involved in a task for the sake of his pleasure, because it is interesting and 
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fun as the work itself, with self-defined task objectives, for self-satisfaction including 

work environment, quality of workmates, abilities and freedom and creativity to 

achieve one’s desires ( Andika & Darmanto, 2020). 

Extrinsic motivation on the other hand is not linked to the satisfaction the employee 

gets from performing the task itself, but rather from the external outcomes of the task 

such as financial rewards or incentives (Giancola, 2014, p. 26). According to George 

and Jones (2012, p. 146) extrinsically motivated employees are motivated when they 

get positive appraisal or rein forcers provided by other people, and they are often 

motivated by factors like their salary at the end of the month or a bonus, raise, or 

promotion. 

Individual is extrinsically motivated when they engage in the work in order to obtain 

some goal that is apart from work itself (Amabile, 1993, p.188) “More on the 

characteristic of extrinsically motivated employees is that they may perform their work 

in order to avoid punishment, thus the work that they are doing is not being done for 

the sake of the work but for the sake of its immediate consequences; implying that 

these consequences can be used to generate extrinsically motivated behavior in 

employees (George & Jones, 2012, p. 159).  

After all, intrinsic and extrinsic motivation are not mutually exclusive; employees can 

either be intrinsically motivated or extrinsically motivated, or both intrinsically and 

extrinsically motivated at the same time (Digman, 1990: cited in George & Jones, 

2012, p. 159). This makes the need to understand both kinds of motivation and their 

influence to firm’s performance. 
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Firm’s performance nowadays has become a topic of interest for the management and 

stakeholders of the particular firm (Jayiddin et al., 2017). Performance of any firm can 

be measured in a multi-dimensional way such as financial and non-financial (for 

instance, Turnover rate, Market size, Market share etc) (Omran et al., 2019). In all 

these definitions and arguments about firm’s performance, Tanzania remains a victim 

of firm’s performance in driving the nation’s development and economic success of 

the country. According to the World Bank Easy of Doing Business Report 2020, 

Tanzania was promoted to a lower middle-income country. Industrialization and 

Investment is highly encouraged by the government of Tanzania, which in turn attracts 

more private companies to invest in Tanzania and this gives courage to local 

companies to invest in industrial sector as the policy is favorable and supported by the 

government. 

1.2  Statement of the Problem 

Employee motivation plays an important role in all private and public firms (Zameer 

et al., 2014). Managers and supervisors need to know how to motivate their employees 

(Chaichi & Salem, 2019) and it is a fact that, well motivated employee influence firm’s 

performance by achieving its goals and vision (Njambi, 2014). It is therefore important 

to identify the most dominant motivational factor that influences employees’ 

performance. A lot has been revealed by researchers on employee motivation as 

observed on the past studies (Amiar, 2012). However, little is known about the 

influence of motivational factors and the firm’s performance (Njambi, 2014). 

Managers need to understand what motivational factors are most relevant to employees 

and how they can influence the performance of the firm so that they can utilize the 
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factory and enhance efficiency at work for the workers which eventually enhances the 

firm growth and performance. 

1.3  Objectives of the Study 

1.3.1  General Objective 

This study assessed the influence of motivational factors on firm’s performance  

1.3.2  Specific Objectives 

This study is meant to accomplish the following specific objectives. 

(i) To identify the motivation packages provided to employees. 

(ii) To examine the relationship between employees’ motivational packages and 

firm performance. 

(iii) To explore employees’ suggestions in view of promoting their motivational 

levels. 

1.4  Research Questions 

This study strived to address the following questions: 

(i) What are the motivational packages provided to employees? 

(ii) Is there any relationship between employee motivation packages and firm 

performance? 

(iii) What are employees’ suggestions in view of promoting their motivational 

levels? 
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1.5  Significance of the Study 

The study is useful for scholars in building up the body of knowledge by contributing 

to knowledge acquisition for academicians when undertaking further studies in the 

related field. To them, this study provides evidence and becomes a reference for related 

materials. The study further helps both, managers and employers in building better 

grounds for improved firm performance. This may be achieved through creating 

friendly policies that safeguard the interests of both employees and employers. 

Moreover, the study intended to inform the employees about their potentialities of 

judging and identifying the best employer by looking at the motivational packages 

offered in a particular firm. 

1.6  Scope of the Study 

It was difficult to conduct the intended study in all industries in Dar-es Salaam, 

Tanzania. This is due to the limited resources required in assessing the influence of 

motivation on firm performance. Thus, the study focused only on factors influencing 

employee motivation at Sika Tanzania Chemical Construction Limited which is a 

private sector conducting manufacturing business in Tanzania.  

1.7  Organization of the Study 

This study is structured into five chapters. The first chapter is an introductory part of 

the study which provides the background to the problem, statement of the problem, 

purpose of the study, objectives of the study, research questions. The chapter also 

includes the scope, the significance of the study and the structure of the study. The 

second chapter provides the literature review related to the topic under study. 
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It also depicts definitions of key terms, the theoretical perspectives, the conceptual 

framework and the synthesis and knowledge gap as well as the summary of the chapter. 

The third chapter describes the research methodology. It explains the research 

approach, research design, and area of study. It also presents the population of the 

study, the sample and sampling techniques, data collection methods, data analysis 

procedures and reliability and validity of the instruments. It finally unveils ethical 

considerations and the summary of the chapter. While the fourth chapter presents the 

findings of the study objective wise, the last chapter concludes the study by depicting 

the summary of the findings, conclusion and recommendations as well as areas for 

further studies.  
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CHAPTER TWO 

LITERATURE REVIEW 

 

2.1 Introduction 

In this chapter, definitions of key terms and theories used in this study are presented. 

Furthermore, empirical review from other literatures that relates to the objective of this 

study as well as the conceptual framework has been included in this study. 

2.2  Operational Definition of Key Terms 

2.2.1  Motivation 

The word ‘motivation’ is derived from the Latin word ‘movere’, which literally means, 

to move (Neta & Haas, 2019). Any employee who is motivated, always show a change 

in direction in behavior, actions and attitudes among others and this affects what he/she 

does. Motivation also refers to the reasons underlying a person’s behavior (Kaura & 

Sharma, 2015). It is therefore a psychological matter when trying to control human 

behavior to bring results in any firm (Asmawi et al., 2015). 

2.2.2  Firm’s Performance 

The firm performance focuses on the company's ability to efficiently exploit available 

resources to achieve the goals (Market, Financial and Operational Performance) set by 

the firm (Gupta et al., 2020). This clearly tells that, in order for the firm to achieve its 

KPI, it is important to make effective use of resources including employees. And in 

many cases, performance can be measured financially or non-financially and both have 

an impact on employees (Abedini Koshksaray et al., 2020). Non-financial measures 
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include but not limited to Market Performance, Operational and Production Output 

Performances etc. 

2.3  Theories 

In this study, two major theories of motivation have been used to guide the study. 

These are Maslow’s Hierarchy of Needs Theory and Herzberg Two-Factor Theory. 

Despite the fact that there as several theories related to motivation, only these two were 

selected in this study because of their relevancy to the study objectives and constructs. 

They are presented in the proceeding sections. 

2.3.1  The Hierarchy of Needs Theory 

Psychologist Abraham Maslow’s hierarchy of needs theory proposed that we are 

motivated by the five initially unmet needs, arranged in the hierarchical order shown 

in Figure 2.1, which also lists specific examples of each type of need in both the 

personal and work. 

Maslow’s Hierarchy of Needs  Personal fulfillment  Professional fulfillment  

Highest: Self-Actualization  Creative success and 

achievement  

Challenging work, leadership, 

professional achievement  

Esteem  Status and respect  Authority, titles, recognition  

Social  Family and friendships  Team membership and social 

activities  

Safety  Financial stability  Seniority/ Job security  

Lowest: Physiological  Food and shelter  Salary  

 

Figure 2.1:  Maslow’s Hierarchy of needs with examples 
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There are two key points with respect to Maslow’s Theory. Not all employees are 

driven by the same needs, and the needs that motivate individuals can change over 

time. Managers should consider which needs different employees are trying to satisfy 

and should structure rewards and other forms of recognition accordingly (Maslow, 

1954). 

2.3.2  Herzberg Two – Factor Theory 

This theory can be traced back in 1959 when Herzberg published his analysis of 

feelings of 200 engineers and accountants from over nine companies in the United 

States of America. These professionals were asked to describe job experiences whether 

they felt either extremely bad or exceptionally good about their jobs and rated their 

feelings on these experiences. Responses about good feelings are generally related to 

job content (motivators), and responses about bad feelings are associated with job 

context (hygiene factor). Motivators came about with factors built into the job itself, 

such as achievement, recognition, responsibility and advancement. Hygiene factors 

were related to feelings of dissatisfaction within the employees and were extrinsic to 

the job, such as interpersonal relations, salary, supervision and company policy 

(Herzberg, 1966). The main point to be noted from Herzberg research was that, he 

perceived motivational and hygiene factors to be separated into two different 

dimensions affecting separate aspects of job satisfaction. This belief was very much 

different from the traditional approach of viewing job satisfaction and dissatisfaction 

as opposite ends of the same continuum. Hygiene factors i.e. supervision, working 

condition, interpersonal relations (with peers, subordinates and superiors), status, job 

security, salary and personal life prevent dissatisfaction but they do not lead to 
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satisfaction. They are necessary only to avoid bad feeling at work. On the other hand, 

motivators i.e. achievement, recognition, work itself, responsibility, advancement and 

growth are the real factors that motivate employees at work (Herzberg, 1966)  

Therefore in his theory, Herzberg (1966) set out to determine which work factors (such 

as wages, job security, or advancement) made people feel good about their jobs and 

which factors made them feel bad about their jobs. He surveyed workers, analyzed the 

results, and concluded that to understand employee satisfaction (or dissatisfaction), he 

had to divide work factors into two categories which are motivation and hygiene 

factors. Motivation factors are those factors that are strong contributors to job 

satisfaction while hygiene factors are those factors that are not strong contributors to 

satisfaction but must be present to meet a worker’s expectations and prevent job 

dissatisfaction. Motivation factors (such as promotion opportunities) relate to the 

nature of the work itself and the way the employee performs it. Hygiene factors (such 

as physical working conditions) relate to the environment in which it is performed. 

Most of these factors are related to job contents. An increase in these factors will 

satisfy the employees; however any decrease will not affect their level of satisfaction. 

Therefore, the increase in the level of employee satisfaction may be used in motivating 

them for higher output. 

The implication of Herzberg (1966) model is based on the fact that most of the people 

are able to satisfy their lower order needs considerably. The model has been applied 

in the industry and has given several new insights. One of the insights is job enrichment 

which involves enrichment of jobs in such a way that they have more motivators than 
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before, the idea behind job enrichment is to keep maintenance factor constant or higher 

while increasing motivational factors (Prasad, 2005). The theory alerts human resource 

managers that an employee cannot be motivated by a single motivation factor instead 

a combination of intrinsic motivation factors like promotion, career achievement, 

recognition as well extrinsic factors such as salary, medical benefits, transport benefits 

and working condition are required to achieve better performance. 

 

Figure 2.2:  Two-Factor Theory and the Workplace 
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2.4  Empirical Literature Review  

2.4.1  Global Studies on Employees’ Motivation 

In the United States, Edwards (2019) Conducted a qualitative study on motivational 

factors that influence African American females. The main objective of his research 

was to find out the motivational factors that led African American Female to become 

Entrepreneurs after corporate working. In his research he revealed that, motivational 

factors appear intrinsic and extrinsic in nature although the most profound factors were 

intrinsically related (Edwards, 2019). Although the context is different from this study 

but the message about motivational factors remain the fact that there are intrinsic and 

extrinsic motivational factors that influence employee. However, the study cannot be 

generalized in the manufacturing industry. 

In Ukrain, Aliekperova (2018) researched about motivating factors effecting work 

efficiency of employees in Ukrainian pharmaceutical sector. The main objective of the 

research was to analyze the intrinsic and extrinsic motivational factors for employees 

in the pharmaceutical industry that enabled pharmacies to achieve their corporate goals 

(Aliekperova, 2018). The study revealed that, a cluster of motivators can enhance the 

performance of a firm. The study was conducted in Ukraine and based on the 

Pharmaceutical Industry and therefore cannot be generalized for all countries and 

industries. 

Also, in Asia, Makki and Abidi (2017) carried out their study on the influence of 

intrinsic and extrinsic motivation on employee’s task performance. The main objective 

of their study was to examine the influence of intrinsic and extrinsic motivation on 

https://www.mendeley.com/catalogue/3a465734-04b3-322f-8049-08172139c7a2
https://www.mendeley.com/catalogue/3a465734-04b3-322f-8049-08172139c7a2
https://www.mendeley.com/catalogue/790cab75-2534-31d9-b600-45ce529758b9
https://www.mendeley.com/catalogue/790cab75-2534-31d9-b600-45ce529758b9
https://www.mendeley.com/catalogue/ff65b1b1-bf15-3a1a-aa4e-710619f420d4
https://www.mendeley.com/catalogue/ff65b1b1-bf15-3a1a-aa4e-710619f420d4
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employees’ task performance. The study found that intrinsic and extrinsic motivation 

have positive correlation with employee’s task performance and intrinsic and extrinsic 

motivation have impact on employee’s task performance (Makki & Abid, 2017). The 

study was not directly or indirectly addressing the relationship between the employee’s 

performance and firm’s performance. 

Furthermore, in Nigeria, Zailani, Ibrahimu and Bahago (2017) conducted their 

research about critical motivational factors for enhancing employee performance. The 

main objective of their research was to identify and assess the critical motivational 

factors (intrinsic and extrinsic motivational factors). In their conclusion, extrinsic 

motivational factors such as promotion when due, availability of resources and 

provision of transportation for employees were found to be the most influential factors 

on performance (Zailani et al., 2020). This study sided more on the extrinsic 

motivational factors for employees and left the most important one, intrinsic 

motivational factors for employees. 

2.4.2  Studies on Employees’ Motivation in Tanzania 

In the Tanzanian context, a study conducted by Bushiri (2014) on the impact of 

working environment on employee’s performance using mixed method research 

approach at Institute of Finance Management in Dar es Salaam. The study came up 

with the findings that there were positive relationship between working environment 

and employee’s performance. The undertaken study will be different from the previous 

study as it is going to consider various factors of motivation instead of looking on a 

single factor of working environment. 
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Also, Mbogo (2013) conducted a study that concentrated on the impact of motivation 

on employee performance in public services in Tanzania in Ilala Municipality. The 

study was quantitative in nature and Statistical Package for Social Sciences was used 

in the analysis. Findings presented that, there was positive relationship between 

motivation and employee performance where wage was identified as the most 

motivating factor. The extant study was different from that of Mbogo (2013) as it 

doesn’t explore about factors of motivation. 

Furthermore, Mruma (2013) conducted a study on effects of motivation factors on 

teacher’s performance in Tanzania education institutions in Nyamagana District. The 

study employed both qualitative and quantitative methodology. The study found that 

teachers are mostly motivated by intrinsic factors. The study only concentrated on 

intrinsic factors. The current study concentrated on both intrinsic and extrinsic 

motivations and was carried in a different context with a different group of 

respondents.  

2.5  Research Gap 

The proposed study has revealed that, the literatures explained deeply on the 

motivational factors and their relationship with employee’s performance. However, 

little is exposed for the firm’s performance as a result of the influence of the 

motivational factors. The groupings of intrinsic and extrinsic motivational factors have 

been varying across multi-dimensional factors such as country, industry and gender. 

This study sets out a clear grouping of the motivational factors as applicable in 

Tanzania and other East African Countries. 
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2.6  Conceptual Framework 

The independent variables consist of salary, bonus and medical insurance while control 

variables consist of Intrinsic and Extrinsic motivations. With regards to dependent 

variables the main construct was firm’s performance which includes turnover rate, 

efficiency, market share, investment and competitive advantage.  

The concept of framework shows that, employee basically is motivated intrinsically 

by the salary, bonus and medical insurance. These things keep employee’s 

performance to an acceptable height. However, in order to raise the performance to a 

higher level, extrinsic motivation is required and this includes training, promotion and 

job design. These things boost performance of an employee. Performance of any firm 

can be observed through market share or sales volume, efficiency in production 

operations, turnover rate where employees stay longer in a company where they are 

motivated and quit where motivation is poor. 
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Independent Variables         Dependent Variables 

Figure 2.3:   Conceptualized Framework 

 

2.7  Summary of the Chapter 

The chapter has reviewed various literatures and presented a theoretical and conceptual 

frameworks that have been used in this study with regards to the influence of 

motivational factors on firm’s performance taking a case of Sika Tanzania Chemical 

Construction Limited in Dar es Salaam region, Tanzania.  

Motivation 

Performance 

Extrinsic Motivation 

1. Training 

2. Promotion 

3. Job Design 

Intrinsic Motivation 

1. Salary 

2. Bonus 

3. Medical Insurance 
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However, from the reviewed literatures it has been found that there is seldom empirical 

research data on studies on the influence of motivational factors on firm’s 

performance. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

 

3.1  Introduction 

Research methodology is a way to systematically solve the research problem. It may 

be understood as a science of studying how research is done scientifically. In it various 

steps that are generally adopted by a researcher in studying his research problem along 

with the logic behind them are presented. It is necessary for the researcher to know not 

only the research methods/techniques but also the methodology (Patel & Patel, 

2019). Therefore in this chapter, area of the study, research paradigm, research design, 

population of the study, sampling design, sampling procedure, sample size, sampling 

unit, sampling frame and Data Collection & Analysis techniques are presented.  

3.2 Research Design Strategy 

This study employed an explanatory research design in order to establish the influence 

of motivational factors on firm’s performance. Specifically, the study used a case study 

research strategy to establish the given relationship.  

3.3 Research Approach  

In order to address successfully the research questions, the study employed mixed 

method research approach to study the influence of motivational factors on firm’s 

performance taking a case of Sika Tanzania Chemical Construction Limited in Dar es 

Salaam region, Tanzania. 
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The mixed method approach calls for comprehensive and elaborative description of 

events or people necessary to convey the complexity of situations so as to provide the 

reader with sufficient information for judging researcher’s interpretation of 

phenomenon (Ary et al., 2010). In this study both qualitative and quantitative data 

were concurrently collected and analyzed. This allowed the researcher to get a deep 

outlook of the researched phenomenon.  

3.4  Study Area 

This study was conducted at Sika Tanzania Chemical Construction Limited situated in 

Dar es salaam, Tanzania. Sika is a manufacturing firm with a total number of 200 

employees. The study was carried out through a production and operations department 

employees. Availability of adequate information on motivation was the major reason 

for choosing the area of the study. 

3.5  Population of the Study 

A population is any group of individuals, that have one or more characteristics in 

common and which are of the interest to the researcher (Best & Kahn; 2006). The 

targeted population for this study was the employees from Sika Tanzania Chemicals 

Construction Limited. The population of the study targeted a total of 200 employees 

from Sika Tanzania Chemicals Construction Limited in a production and operations 

department. It is important to determine the best sampling method for a given research 

(Rooney & Evans, 2020).  
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3.6  Sample Size of the Study 

The sample size was 75 participants as follows; 10 managerial staffs and 65 regular 

staffs. The managerial and regular staffs are the main focus of investigation and formed 

the majority of the participants in this study. To select the sample size from Sika 

Tanzania Chemicals Construction Limited the researcher got the actual number 

(population size) of employees from human resource management office which is 200 

staffs. The employees population size obtained above were used to estimate 

appropriate sample sizes using the Bartlett, Kotrlik and Higgins (2001, p. 48) sampling 

tables. Random sample sizes estimation tables at 95% confidence interval, .05 

significant levels (alpha level), and .50 proportions of the population. Henceforth, 

appropriate sample sizes with regards to the above table’s specifications were N=65 

regular staffs and N=10 managerial staffs. The respondents’ composition sample is 

indicated in Table 3.2 hereunder. 

Table 3.1: Respondents Composition Sample 

S/N Categories of Respondents Number of selected Respondents 

1 Managerial staffs 10 

2 Regular staffs 65 

 Total 75 

 

3.7 Sampling Procedures 

Sampling is the act, process or technique of selecting a suitable sample, or a 

representative part of a population for the purpose of determining parameters or 

characteristics of the whole population (Kombo and Tromp, 2006). The study 

employed both purposive and convenient sampling techniques. 
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3.7.1 Purposive Sampling 

In this study 10 managerial staffs were purposefully selected and included in this study 

because the study was conducted within their areas of jurisdiction. The rationale for 

using purposive sampling was its beneficial in helping to locate study areas and 

individuals with specifically required knowledge for a better understanding of the 

topic. However the selection of sites and individuals in the study was not aimed at 

attaining a certain number or looking for equal representatives among participants. 

Instead, it was important to involve those respondents who were considered most able 

to provide information on the issues in focus (Creswell, 2009). 

3.7.2 Convenient Sampling 

Sixty five (65) regular staffs were conveniently selected from each department 

depending on their availability in a given sales center during data collection. Despite 

the prior request for staffs to participate in the study, when the researcher visited a firm 

for data collection the request was made to the supervisor to arrange staffs who were 

available and willing to provide information for the study. The rationale of using 

convenience sampling was due to the fact that, the respondents are easily accessible 

by the researcher and therefore collecting data from the respondents becomes easy, 

accessible and reduces the cost (Creswell, 2009). 

3.8 Data Collection Tools 

Data collection refers to the process of obtaining evidence in a systematic way to 

ascertain answers to the research problem (Cohen et al., 2011). In this study, data were 

collected from primary sources. In that regard, the study involved the collection of 
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primary data from primary sources in the field as fresh information obtained through 

interviews. Primary data were collected through in-depth interview method and 

questionnaires.  

3.8.1 Interviews 

Interviews were used preferably due to their flexibility and ability to generate in-depth 

information through the use of major general questions, enriched by the use of follow-

up questions (Bryman, 2012). Interviews were used to tap information from 

managerial staffs. By using interview guides the researcher was able to follow up 

incomplete or unclear responses by asking additional probing questions. During the 

face-to-face interview sessions with participants responding orally the researcher 

assumed the role of the moderator, while avoiding putting words in their mouths. 

Instead, the participants were left free and given time to decide on what to talk about 

and to present their views. All interviews were conducted in Kiswahili language 

despite the free opportunity to use either Kiswahili or English. The interviews lasted 

for about 15 to 45 minutes and were audio recorded. The interview sessions started 

after a brief introduction of the study, which was followed up by signing the consent 

forms after the participants had read and willingly agreed to participate in the study. 

3.8.2 Questionnaires 

Questionnaires were used to collect information from regular staffs. The structure of 

the questionnaires constituted items with both closed and open-ended items. The 

questionnaires comprised of mixture items those required to tick appropriately and the 

free response (open-ended) questions. In order to simplify understanding and filling 
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the questionnaires, they were translated and administered in Kiswahili. Therefore, in 

this study all six five (65) questionnaires distributed to the regular staffs were dully 

filled and obtained for analysis.  

3.9 Data Analysis Strategies 

First of all, the researcher reduced the data by reading and listening the entire data sets 

taking notes and marking the ideas hence, identified possible themes and coded them.  

Secondly the data were transformed by translating oral data into written form through 

careful listening the audio clips. This process increased researchers’ familiarity with 

data set, assisted analysis and allowed names, places and other identifiers to be 

replaced with pseudonyms (Wei, 2017: 62). Then, each suggestion generated from 

questionnaires was converted into numerical form using tallying techniques so as to 

enable a more complete description. By tallying it meant that each suggestion with the 

same theme was given the same sign i.e. (/) whenever appearing in the data set and 

every sign counted as one. Then, data were displayed in form of dual-data i.e. 

quantitative and qualitative data type using frequency tables for quantitative data and 

lists for qualitative data. 

Thirdly, themes were searched after having a long list of the different codes identified 

across data set. Here the researcher re-focused on analyzing at the broader level of 

themes, rather than codes, involving sorting the different codes into potential themes, 

and gathered all the relevant coded data extracts within the identified themes (Braun 

& Clarke, 2006).  
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The fourth stage involved defining and naming the themes. A task was to define and 

refine the themes. Thus, by defining and refining means identifying the essence of 

what each theme is about and determining what aspect of the data each theme captures 

(Braun & Clarke, 2006). In this sense, within some themes, the researcher was able to 

identify sub-themes that were organized which needed to be named. Thereafter, the 

researcher had a clear idea about what is included and what is not included in each 

theme. Finally, the researcher was able to describe each theme in a couple of sentences 

conveying a clear sense of what the theme is about. 

The final stage involved consolidation and integration of data sets whereby both sets 

of data were combined to form a coherent report. It involved the final analysis and 

write-up of the report. More importantly, the final report is providing a concise, 

coherent, convincing and interesting account of the story of data tell (Braun & Clarke, 

2006). Therefore, the researcher wrote a report which is embedded within investigative 

account that compelled illustrating beyond data description something which made an 

argument in relation to research questions. 

3.10 Validity and Reliability of the Instruments 

3.10.1  Validity of the Instruments 

In order to ensure the accuracy of the findings, the researcher also ensured that the 

research tools measured what was supposed to measure by subjecting instruments to a 

pilot study among ten employees of Sika Tanzania Chemicals Construction Limited. 

A pilot study was considerably useful in this study for enhancing improvement of the 

questions which seemed to be ambiguous and were thus reshaped to remove the 
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ambiguities. Also from the findings of a pilot study it was possible to add parts of 

demographic characteristics in Part One of the questionnaire such as period in office 

tenure and education level of the respondents. Hence forth, a pilot study was an 

important endeavor prior to research because it provided the opportunity for the 

researcher to assess the appropriateness of the data-collection tools and other 

procedures and to make changes as necessary. 

3.10.2 Reliability of the Instruments 

Instruments’ reliability in this study was ensured through triangulation of the data. 

Triangulation refers to the process of combining data sources or techniques such as 

interviews, documents, and observation in order to understand a research question 

from various points of view (Ary et al., 2010). Data triangulation is credited for its 

capability to aid researchers in checking whether data collected from diverse 

instruments confirm one another. In this study triangulation of the three major data 

collection methods were employed including interviews and questionnaires. The use 

of multiple methods of data collection in this study provided the researcher with 

flexibility in exploring the research questions. 

3.11 Ethical Issues Considerations 

The researcher observed four issue under ethical considerations, in resonate with 

Creswell (2011) who expounded that ethical issues in research should observe four 

issues namely; observing protocol, informed consent, privacy and confidentiality. The 

respect for audiences and the use of non-discriminatory language are ethical issues that 

a researcher must take into consideration (Creswell, 2011). 
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3.11.1 Informed Consent 

Informed consent in this study was assured, as put forward by Bryman (2012) that 

participation in the research has to be voluntary. In that regard, the researcher informed 

the participants both orally and in writings about the purpose of this study and their 

roles through informed consent forms that were provided to them. The researcher gave 

them all the necessary information in advance, affirming that the aim of this study is 

not to criticize the ways they are using mobile money services but to assess the 

influence of motivational factors on firm’s performance taking a case of Sika Tanzania 

Chemical Construction Limited in Dare es Salaam region and therefore give 

recommendations according to the findings of the study.  

As a means of acknowledging that they are taking part on their own will, the researcher 

asked the participants to sign the consent forms. In connection with this, the researcher 

also informed the participants of their right to withdraw from taking part in this study 

any time during the process.  

3.11.2 Privacy 

During the actual research process, the researcher observed the anonymity of the 

respondents’ all kind of identities. For instance, their names were not required to be 

mention in any stage of this study that is data collection, analysis and presentations. In 

that regard to ensure privacy, the respondents were advised not to mention their names 

so that even if needed for verification somewhere else, the researcher could not identify 

directly the names of the respondents. During note taking codes instead of names of 
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respondents were used. The codes used are MS for Managerial staffs and RS for 

Regular staffs. The mentioned codes are used in this report. 

3.11.3 Confidentiality 

Confidentiality was taken into account in the whole process of data collection by 

administering the interview in person and not sharing the information to other 

employees. The information collected were treated confidentially and used for the 

purpose of this study only. The interview transcripts for each respondent were and are 

still kept safely in the researcher’s briefcase that is opened by the researcher only. The 

software copy and audio records are saved in the researcher’s personal computer with 

password therefore nobody can access them except the researcher. The soft copy and 

hard copy materials from respondents will remain confidentially kept for five years 

before being discarded for good to avoid contact to other researchers who might use 

them for other purposes without respondents’ consents. 

3.12 Summary of the Chapter 

This chapter discussed the methodological procedures used to assess the influence of 

motivational factors on firm’s performance taking a case of Sika Tanzania Chemical 

Construction Limited in Dar es Salaam region, Tanzania. The mixed method research 

approach was used with a case study design to achieve the study objectives. The data 

collection process employed semi-structured questionnaires and interviews to elicit 

information from the study sample size of 75 respondents from Sika Tanzania 

Chemical Construction Limited in Dar es Salaam, region. 

 



28 

CHAPTER FOUR 

PRESENTATION OF THE STUDY FINDINGS AND DISCUSSION 

 

4.1 Introduction 

This chapter presents data analysis, interpretation and discussion of the study findings 

from the field. The first section provides a general profile of the respondents. The rest 

parts present analysis, interpretation and discussion of the data objective-wise. The 

findings are organized into three parts guided by the study objectives and research 

questions that have been used to conduct a study on the influence of motivational 

factors on firm’s performance taking a case of Sika Tanzania Chemical Construction 

Limited in Dare es Salaam region, Tanzania. Finally, a thorough summary of the 

chapter have been presented. 

4.2 General Profile of the Respondents 

This section provides the profile of the respondents. These are the managerial staff and 

normal staffs of Sika Tanzania Chemical Construction Limited. 

4.2.1 Profile of Mobile Managerial Staffs 

The study interviewed ten managerial staffs. The study identified education levels, 

their duration of services as well as their demographic characteristics as shown in 

Table 4.1. 
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Table 4.1: Detailed Information of Managerial Staffs (N-10)  

S/NO Parameters Variable Frequency Percentage (%) 

 

1 

 

Gender 

Male 07 70 

Female 03 30 

Total 10 100 

 

2 

 

Marital status 

Single 02 20 

Married 07 70 

Widowed 01 10 

Total 10 100 

 

3 

 

Age 

Below 35 02 20 

35-45 04 40 

45-55 03 30 

Above 55 01 10 

Total 10 100 

 

4 

Duration of office 

tenure 

Less than 5 years 00 00 

More than 5 years 10 100 

Total 10 100 

 

5 

 

Highest education level 

Diploma 02 20 

Bachelor 06 60 

Masters 02 20 

PhD 00 00 

Total 10 100 

Source: Field data, 2021. 

The findings in the table 4.1 indicate that 70 percent of the respondents were male and 

the reset were female. It was revealed that 70 percent were married, 20 percent were 

single, and 10 percent widowed. In terms of age, 90 percent were below 55 years and 
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the rest were above 55 years of age. In terms of working experiences, all respondent 

had duration of office tenure of more than five years. With regards to  education, 20 

percent were diploma holders, 60 percent held bachelor degree and 20 percent had 

masters education. 

4.2.2 Profile of Regular Staffs 

The study was also conducted among sixty five regular staffs of Sika Tanzania 

Chemical Construction Limited. This part presents the personal profile of the 

respondents such as gender, age, marital status, period of working and education level. 

The detailed information of the respondents (N-65) is shown in the following table 

4.2: 

 

 

 

 

 

 

 

 

 

 

 



31 

Table 4.2: Detailed Profile of STCCL (N-65)  

S/NO Parameters Variable Frequency Percentage (%) 

 

1 

 

Gender 

Male 43 66 

Female 22 34 

Total 65 100 

 

2 

 

Marital status 

Single 20 31 

Married 45 69 

Widowed 00 00 

Total 65 100 

 

3 

 

Age 

Below 35 24 37 

35-45 30 46 

45-55 06 09 

Above 55 05 08 

Total 65 100 

 

4 

Years of working Less than 5years 05 08 

More than5years 60 92 

Total 65 100 

 

5 

 

Highest education level 

Primary 12 18 

Secondary 22 34 

College 15 23 

University 16 25 

Total 65 100 

Source: Field Data, 2021. 

Results in the Table 4.2 indicate that 66 percent of the respondents were male and 34 

percent were female. Also, the results indicate that 69 percent of respondents were 

married and the reset were single. 
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In terms of age, 98 percent of respondents were below 55 years and only 8 percent 

were above 55 years of age. With regards to working experience, 8 percent of 

respondents had worked below 5 years, and the rest (92%) had working experience 

exceeding 5 years. Education-wise, 18 percent were held primary education, 34 

percent were secondary education leavers, 23 percent had college education and 25 

percent were university graduates. 

4.3 The Motivation Packages Provided to Employees of Sika Tanzania 

Chemical Construction Limited. 

The first objective involved explorations of the motivation packages provided to 

employees of Sika Tanzania Chemical Construction Limited in Dar es Salaam region. 

The exploration of motivational packages provided the researcher a list pf packages 

used for the managerial staff (MS) and questionnaires were used to tap information 

from regular staffs (RS). The study came out with six motivation packages provided 

to employees of Sika Tanzania Chemical Construction Limited as findings are 

expressed in Table 4.3. 
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Table 4.3:  The Motivational Packages Provided to Employees of Sika 

Tanzania Chemical Construction Limited. 

 

 

Motivational Package 

 

Respondents 

(Frequency) 

 

Total 

(75) 

 

Percent 

(%) MS 

(n=10) 

RS 

(n=65) 

Salary  10 64 74 98 

Transport Benefits  08 62 70 93 

Medical Benefits  07 61 68 90 

Extra duty Allowance  07 59 66 88 

Recognition 06 57 63 84 

Training   06 55 61 81 

KEY: MS=Managerial Staffs, RS=Regular Staffs 

Source: Field Data, 2021. 

4.3.1  Discussions of the Findings 

As indicated in the table 4.4, the six motivation packages inclusing salary, transport 

benefits, medical benefits, extra duty allowance, recognition and training are provided 

to employees of Sika Tanzania Chemical Construction Limited in Dar es Salaam, 

Tanzania which were found out by this study in response to the first objective. 

4.3.2 Salary 

The results show that greater percentage 98% of the respondents pointed out that salary 

is amongst the motivational packages provided to employees of Sika Tanzania 

Chemical Construction Limited. 
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The findings of this study shows that salary is one of the crucial motivational package 

provided to the employees as confirmed by managerial staff respondent MS number 2 

who, during an interview was quoted saying: 

The firm provides our salary on time. In that regard, workers perform 

their duties diligently with assurance of having their monthly payments 

on time. This improves their job performance and the firm uses it as a 

motivational package to its employees (MS number 2, 23rd June, 2021). 

This implies that Sika Tanzania Chemical Construction Limited use salary as a 

motivation technique. Findings are  consistent with a study conducted by Sara et al, 

(2004) who acknowledge financial reward such as salary as an influential motivation 

technique. Also, Muogbo (2013) emphasized that employers were continually 

challenged to develop pay policies and procedures that will enable them to attract, 

motivate, retain, and satisfy their employees. 

4.3.3  Transport Benefits 

The results on this variable shows that 93% of the respondents agree that Sika Tanzania 

Chemical Construction Limited provide transport benefits as a motivation tool. These 

results imply that transport benefits offered motivate large number of employees. 

More results of this study point out the importance of payment of other fringe benefits 

to employees such as transport benefits as a motivational tool used by Sika to raise 

performance of their employees as confirmed by managerial staff number 6 during an 

interview said: 
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Majority of employees are coming from distant places this increases 

the cost of living in terms of spending daily bus fare to and from our 

working place. Therefore the provision of transport allowances by our 

employees motivate us in our daily endeavors at the firm. This increases 

our morale and commitment to work, and as a result our job 

performance increases too (MS number 6, 12th June, 2021). 

In that regard, the motivated worker is more committed to the job and to the customer. 

The end results will be effective organization performance and organization revenue 

will be seen. These findings resonates with Daniel (2011) who had earlier added that 

the low motivation among the staffs can be attributed to the low job performance. 

Therefore, the study findings give supporting evidence to those previous researches 

which came up with similar conclusions. 

4.3.4  Medical Benefits 

Findings show that 90% of the respondents agreed that medical benefits are offered to 

the employees as motivational package. This proves that Sika Tanzania Chemical 

Construction Limited offers medical benefits to its employees. The payment of 

medical services expenses to its employees is found out from the interview of 

managerial employee number 10 who said: 

Our employer implements the policy of providing payments for medical 

services to all of its employees and their dependents regardless of the 

position they hold. This raises working morale to us as employees and 
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makes us feel secured to work with this firm (MS number 10, 2nd  June, 

2021). 

This finding concurs with Maestad (2006) who found that when employees feel their 

personal needs are met at their workplace, they find fulfillment through performance 

of their duties. The study also put it that, through effective motivation, workers become 

productive and the company can achieve its optimum production and reach its desired 

level of service delivery. 

4.3.5  Extra Duty Allowance 

More descriptive findings show that 88% of this study’s respondents responded that 

there is a provision of extra duty allowances to the employees. These results imply that 

the extra duty allowance offered have an impact on employee’s performance. More 

results of this study on the provision of allowances for extra duties are taped from the 

responses provided by managerial staff number 1 as follows: 

As we all know that salary has never been enough to employees, 

therefore the presence of allowances for extra duties helps employees 

to accomplish most of their needs. Indeed these allowances have been 

a big support for us due to the fact that they are paid to us on weekly 

basis hence help to suffice our needs (MS number 1, 1st June,2021). 

The findings of the current stud concurs with, Khim (2016) who concluded that 

improving job motivation involves promoting a sense of community services and 

belonging and provides duty allowances and the development of professional skills 
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improves employees job performance and development of the firm can easily be 

achieved. 

4.3.6  Recognition 

Findings on this variable show that 84% pointed out recognition of employees 

contributions towards industrial performance is offered by the firm. These findings 

implies that Sika Tanzania Chemical Construction Limited considers recognition as 

one of motivation tool to a great extent.  The employees’ efforts being recognized by 

the employer raises the sense of organizational trust and has positive contributions 

towards job performance. Additional results of this study come from the interview 

results of managerial staff number 5 who contributed that: 

We have a tendency of recognizing good job performing workers 

annually and provide financial incentives and bonus from our 

employer. This inculcates a sense of hardworking and commitment to 

work amongst employees bearing in their mind that their effort are 

recognized and honoured (MS number 5, 4th June, 2021). 

These findings are similar to those found out by Faraji (2013) who also recommended 

that there is a need to improve motivational prospect by providing fair and transparent 

rewards in recognizing employees efforts which are multiple to market pay so that to 

improve employees’ motivation. In the theoretical perspectives, Herzberg (1966) in 

duality theory of job satisfaction expounded that, the satisfiers are related to the nature 

of the work itself and the rewards that flows directly from the performance of that work 
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and therefore recognition of employees effort is a very crucial motivational package 

to employees. 

4.3.7  Training 

Addition findings of this study shows that 81% of the respondents agreed that training 

are offered to the employees as motivational package. This proves that the studied case 

offers training to its employees. The provision of training to its employees is found out 

from the interview of managerial employee number 8 who said: 

Our employer provides short and long term training opportunities to 

its employees so as to develop their career and learn new skills and 

technology of doing things better for the benefits of individual employee 

and the firm at large (MS number 8, 16th June, 2021). 

The above findings are in line with those of Matsie (2008) who found that, training 

and good working conditions are motivational tools to enhance employees’ 

performance. Moreover, the importance of training on employee’s performance is also 

revealed in the article by the United State Office of personnel Management, 2001 

where it is stated that “Providing employees with training and developmental 

opportunities encourage good performance, strengthens job-related skills and 

competencies and help employees keep up with changes in the workplace, such as the 

introduction of new technology”. Also, findings correspond with the study of Mgimba 

(2014) who recommended for proper training, enhancing motivation package, 

adequate working tool as well as increasing employees’ involvement in decision 

making to ensure better performance. 
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In summing up the findings above in relation to the first objective of this study which 

was concerned with exploration of the motivation packages provided to employees of 

the studied and the first research question which asked that; what are the motivational 

packages provided to employees at Sika Tanzania Chemical Construction Limited? 

The study found out that the case provides salary, transport benefits, medical benefits, 

extra duty allowance, recognition and training as motivational packages provided to 

employees. In the theoretical point of view, the current study was informed by duality 

theory of job satisfaction by Herzberg (1966) who published his analysis of feelings 

of 200 engineers and accountants in the United States of America. When asked to 

explain their job experiences they indicated that felt either extremely bad or 

exceptionally good about their jobs and rated their feelings on these experiences. 

Responses about good feelings are related to job content such as achievement, 

recognition, responsibility and advancement, therefore these are motivators to job. 

Hygiene factors were related to feelings of dissatisfaction within the employees and 

were extrinsic to the job, such as interpersonal relations, salary, supervision and 

company policy (ibid). The results of the current study were also based on the dual job 

satisfaction factors i.e. motivation and hygiene as expounded by the aforementioned 

theory. 

The results of this study also concur with those of the study conducted by Mumtaz et 

al. (2016) which revealed that in Jeddah Saudi Arabia, HSS were intrinsically and 

extrinsically satisfied with their jobs. They were satisfied with intrinsic job facets like 

moral values, recognition, responsibility, social services, status, authority, they were 
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also satisfied with extrinsic job facets such as advancement, supervision, security and 

compensation, whereas they were dissatisfied with facets like supervision, school 

policy and working conditions (Mumtaz et al., 2016). 

4.4  The Relationship between Employees Motivation Packages and Firm 

Performance 

In this study also we had the second objective which examined the relationship 

between employees’ motivational packages and firm performance, furthermore there 

is the second research question that asked; is there any relationship between employee 

motivation packages and firm performance? In relation to the second objective, 

multiple regression analysis was performed in 9 motivational facets. The multiple 

regressions were done purposefully in order to ascertain whether there is a significant 

relationship between Employees Motivation Packages and Firm Performance of Sika 

Tanzania Chemical Construction Limited. Thus, when regression results value is 

greater than β (Beta) which is 0.05 i.e. ρ˃0.05 it indicates that there is positive 

relationship between employees motivation packages and firm performance. On the 

other hand when regression results value is less than β (Beta) which is 0.05 i.e. ρ˂0.05 

it indicates that there is a negative relationship between employees’ motivation 

packages and firm performance. The results are shown in Table 4.4. 

Table 4.4: Multiple Regression Results on the Relationship between 

Employees Motivation Packages and Firm Performance 

Variables Un-standardized Standardized  
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β - Coefficient 

Std. 

Error 

β - Coefficient 

T Sig. 

Constant 1.177 0.190  6.200 0.000 

Salary  0.128 0.152 0.193 1.243 0.027 

Transport Benefits  0.193 0.155 0.180 1.253 0.020 

Medical Benefits  0.131 0.005 0.137 5.878 0.000 

Extra duty Allowance  0.122 0.000 0.117 2.067 0.041 

Recognition 0.194 0.079 0.185 2.442 0.016 

Training 0.111 0.005 0.117 1.983 0.050 

Promotion Benefits  0.137 0.143 0.162 0.960 0.341 

Paid leave 0.104 0.159 0.128 1.915 0.058 

Industry loan 0.164 0.158 0.070 0.407 0.686 

Source: Field Data, 2021. 

From the above regression results, the beta coefficients used in this study were the 

standardized coefficients. The results show that all 9 motivational facets are 

significant. Such study findings are hand in hand with Herzberg motivation theory 

which insists on hygiene factors and motivational factors. Hygiene factors include 

salary, transport allowance, industry loan and medical allowance and motivational 

factors include overtime, promotion, paid leave, bonus, training and extra duty 

allowance. The discussion of the 6 most motivational facets with their significant 

relationship between Employees Motivation Packages and Firm Performance of Sika 

Tanzania Chemical Construction Limited are as follows: 



42 

4.4.1 Salary 

According to the regression results employees’ performance in different organization 

activities is positively and significantly influenced by the salary paid to employees (β= 

0.193, p<0.05). The explanation behind this relationship is that as the salary increases 

also working efficiency increases resulting to improving employees’ performance in 

different organization activities. The results are consistent with that of Kwesigabo et 

al., (2012) who in their study on Tanzanian health system and workforce crisis and 

concluded that when the salary increases, also working competence increases resulting 

to improving employees’ performance to accomplish organization goals. Therefore 

salary plays crucial role to entice and maintain royalty of employees towards the 

organization commitment and performance. 

4.4.2 Transport Benefits 

Transport benefits also influences employees’ performance positively and 

significantly whereby (β=0.180, p<0.05). An explanation behind the observed 

relationship is that as transport benefits payment are maintained then employees’ 

performance in different organization activities increases automatically. During survey 

it was discovered that the employees are much concerned with transport benefits 

payment because they are not paid in time. The result affirms with that of Leshabari 

(2008) in his study on motivation of health care workers in Tanzania who found out 

that when transport allowances are promptly paid to workers, it becames part and 

parcel of motivational package and improves organization performance.  
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4.4.3 Medical Benefits 

The linear regression results further indicates positive and significant relationship 

between employees’ performance and medical allowance payment by (β=0.137, 

p<0.05) which is consistent with prior expectation. The relationship implies that, 

maintaining the payment of medical benefit allowances increases employees’ 

performance in different organization’s activities. These findings resonates with those 

obtained by Saad (2018) who studied the impact of employee motivation on work 

performance and came up with positive and significant relationship between 

employees’ performance and medical allowance payment. 

4.4.4 Promotion 

Findings also revealed that promotion influence employees’ performance positively 

and significantly (β=0.117, p<0.05) and it is consistent with prior expectation. A 

possible explanation is that as promotion delayed for consecutive years then decrease 

morale but when provided on time raise employees’ morale, trust and efficiency on 

different organization activities resulted to health sector inequality. During survey it 

was found that most employees live in trust when they are assured of their promotion 

in time without bureaucracy in the study area. The results of this study are consistent 

with that of Linder (2010) whose study was interested on understanding Employee 

Motivation in the Ohio State University USA and observed that extra duty allowances 

among the university staffs of Ohio State University raised their working motivation 

hence good job performance.  
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4.4.5  Medical Benefits 

Moreover, medical allowances to employees was also positive and significant 

(β=0.185, p<0.05) on the performance of different organization activities. This implies 

that an increase in the provision of medical allowances would result into increased 

employees’ performance over time. Employees who did not attain medical allowances 

are likely to have low performance compared to those who attain medical allowances 

as they will be assured for the health of their families. This affirms findings of 

Marjolein et al. (2003) whose study aimed to identify factors for job motivation of 

rural health workers in North Vietnam and concluded that recognition of employees’ 

effort add value to the organization performance. 

4.4.6 Training 

The results in Table 4.4 suggest that employees’ performance is significantly 

influenced by training which is consistent with the prior expectations. The results 

shows that training had a positive and significant (β=-0.117, p<0.05) relationship to 

employee performance. This implies that training increases employees’ performance 

in different organization’s activities. An explanation behind the observed relationship 

is that employee who attains trainings have high performance and vice versa is true. 

The results are consistent with those of Makki and Abid (2017) who studied the 

influence of intrinsic and extrinsic motivation on employee’s task performance and 

come out with the findings that training increases employees’ performance in different 

organization’s activities. 
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In summing up the findings with regard to the second objective which examined the 

relationship between employees’ motivational packages and firm performance, the 

study found out the existence of statistically significance relationship between 

employee motivational packages and firm performance. This was confirmed by the 

overall regression results value (β=-0.143, p<0.05) which indicate that there is positive 

relationship between overall employees motivation packages provided by the firm and 

firm performance. 

The findings of this study aligns with the findings of the study conducted in Sasolburg 

by Matsie (2008) which found that training and good working conditions are 

motivational tools to enhance employees’ performance. Moreover, the importance of 

training on employee’s performance is also revealed in article of the United State 

Office of personnel Management, 2001 which put it clear that, providing employees 

with training and developmental opportunities encourage good performance, 

strengthens job-related skills and competencies and help 

employees keep up with changes in the workplace, such as the introduction of new 

technology. Also the findings correspond with those of Mgimba (2014) who 

recommended proper training, enhancement of motivation package, adequate working 

tool as well as increasing employees’ involvement in decision making to ensure better 

performance 

In the theoretical perspectives, these findings are tallying with the observations put 

forward by Maslow (1954) in his motivational theory that, not all employees are driven 

by the same needs, and the needs that motivate individuals can change over time. 
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Managers should consider which needs different employees are trying to satisfy and 

should structure rewards and other forms of recognition accordingly (Maslow, 1954). 

4.5 Employees’ Suggestions in View of Promoting their Motivation Levels 

The third objective of this study searched for different suggestions of employees in 

view of promoting their motivation levels. Employees were asked to show the job 

facets that they thought needed to be introduced to their work by their employers in 

order to raise their motivational levels. The suggestions generated were converted into 

numerical form using tallying techniques so as to enable a more complete description. 

By tallying meant that each suggestion with the same theme was given a same sign i.e. 

(/) whenever appearing in the data set and every sign counted as one. Thus, the 

transformed data were analyzed quantitatively by calculating the frequencies and 

percentages. The total number and percentages of employees’ suggestions were 

calculated to get the proportion of employees who suggested for each particular 

motivation facet. The findings are shown in the following figure 4.1.  
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Figure 4.1:  Employees’ Suggestions on Promoting their Motivation Levels 

Source: Field Data, 2021. 

Data presented in figure 4.1 indicate that 30% of employees suggested for having 

payment of staff entitlements on time which was leading in being highly suggested, 

other suggested motivational facets included recognition of good job performers 27%, 

improvement of safety working places 19%, provision of working tools 15% and 

regular staff meeting and involvement 9%. These were motivational facets that had 

also shown greater concern among the respondents. 

The study findings as shown in figure 4.1 indicate that respondents have suggested 

things that need to be added by their employer in their schemes of service so as to raise 

their motivation to work as well as organizational performance. The finding s of this 

study with regard to improvement of employees needs aligns with that of Daneshkohan 

and Mansouri (2015) who studied the factors affecting job motivation among health 
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workers. From their study they found out that, improvement of safety working places, 

provision of working tools, involvement good management supervisors and manager’s 

support and working relationship with colleagues were responsible in improving 

employees perfromance. Also Ojukuku and Salami (2011) in their study added that, 

non-monetary factors such as interpersonal relationship, quality of supervision, 

availability of tools and equipment to work with, managerial fairness, support for staff 

welfare and training appear to play a significant role and therefore intensive 

supervision without these mentioned above will be nothing. 

In summing up the findings above in relation to the third objective of this study 

which searched for different suggestions of employees in view of promoting 

motivation levels. It was suggested that, payment of staff entitlements on time, 

recognition of good job performers, improvement of safety working places, provision 

of working tools and regular staff meeting and involvement will raise their motivation. 

These motivational facets with hygienic character showed strong influence on 

employees’ motivation and therefore were suggested to be provided to them. 

4.6 Summary of the Chapter 

The chapter has analyzed, presented and discussed the study findings. The analysis, 

presentation and discussion of the findings have been done in respect to the study’s 

objectives and its related research questions. The next chapter presents the summary 

of the findings, conclusions and recommendations of the study. 
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

 

5.1  Introduction 

This chapter provides a summary of the study and study findings, conclusions and 

recommendations to the study. The summary of the study is presented first in this 

section followed by conclusions drawn with regards to the major study findings. 

Recommendations have been done for measures to be taken to rectify motivational 

matters amongst the employees as discussed in previous chapters. There are also 

recommendations for further studies that can be conducted. 

5.2 Summary of the Study 

The study assessed the influence of motivational factors on firm’s performance taking 

a case of Sika Tanzania Chemical Construction Limited in Dare es Salaam region, 

Tanzania. In order to achieve its objectives the study was guided by three research 

objectives hereunder:  

(i) To identify the motivation packages provided to employees. 

(ii) To examine the relationship between employees’ motivational packages and 

firm performance. 

(iii) To explore employees’ suggestions in view of promoting their motivational 

levels. 

The study was guided by the researcher’s created (2021) conceptual framework which 

illustrates that employee basically is motivated intrinsically by the salary, bonus and 
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medical insurance. These things keep employee performance to an acceptable height. 

However, in order to raise the performance to a higher level, extrinsic motivation is 

required and this includes training, promotion and job design. Such aspects boost 

performance of an employee. Performance of any firm can be observed through market 

share or sale volume, efficiency in production operations, turnover rate where 

employee stay longer in a company where they are motivated and quit where 

motivation is poor. The variables like salary, promotion, medical allowance, training 

and bonus were used to assess the influence of motivational factors on firm’s 

performance taking a case of Sika Tanzania Chemical Construction Limited in Dare 

es Salaam region, Tanzania. 

The related literatures concerning motivational factors on firm’s performance were 

reviewed. In that regard, the review of literature has indicated that studies conducted 

in Tanzania such as Bushiri (2014), Mbogo (2013) and Mruma (2013) explained 

deeply on the motivational factors and their relationship with employee’s performance. 

However, little was exposed for the firm’s performance as a result of the influence of 

the motivational factors and this became the focal point of this study. 

The study employed qualitative and quantitative method research approach and Sika 

Tanzania Chemical Construction Limited was used as a case study. The data were 

collected through interviews and questionnaires. The sampled 75 respondents were 

involved in this study which included 10 managerial staffs and 65 regular employees. 

Data were statistically and thematically analyzed and presented in narrative form. 
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5.3  Summary of the Findings 

The following are the principal findings in relation to the objectives of this study: 

5.3.1 Exploring the Motivation Packages Provided to Employees of Sika 

Tanzania Chemical Construction Limited. 

The study found out six motivation packages that are salary, transport benefits, medical 

benefits, extra duty allowance, recognition and training are provided to employees of 

Sika Tanzania Chemical Construction Limited in Dar es Salaam, Tanzania. 

5.3.2 Examining the Relationship between Employees’ Motivational Packages 

and Firm Performance 

The study found out the existence of statistically significance relationship between 

employee motivational packages and firm performance confirmed by overall 

regression results value (β=-0.143, p<0.05) which indicate that there is positive 

relationship between overall employees motivation packages provided by the firm and 

firm performance. 

5.3.3 Searching Sika Tanzania Chemical Construction Limited Employees’ 

Suggestions in View of Promoting their Motivational Levels. 

Sika Tanzania Chemical Construction Limited employees suggested for having 

payment of staff entitlements on time, recognition of good job performers, 

improvement of safety working places, provision of working tools and regular staff 

meeting and involvement. 
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5.4 Conclusion 

In concluding remarks, based on this study’s findings, it has become clear that 

motivational packages provided to employees should be retained due to the fact that 

they influence organizational performance. Both hygiene factor and motivational 

factors applied in this study show significant and very strong relationship with the total 

firm performance. This suggests that all initiatives that will be taken by the 

management to motivate workers can lead to good general performance of the firm. In 

that regard, it is the duty of the management of firms and other organizations to 

consider motivation of workers for better results. 

5.5 Recommendations 

Based on the study findings, the following recommendations are feasible and therefore 

made purposefully for action and further studies. 

5.5.1 Recommendations for Actions 

To the government: The government should include policies which enhances workers 

motivation which is a catalyst of good job performance and organization health. 

To the firm and organization management. Organization management should put into 

their action plans and implement hygienic and motivational factors to their employees 

for good organization performance. 
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5.5.2 Recommendations for Further studies 

This study was conducted in Dar es Salaam region, Tanzania. The thrust was to assess 

the influence of motivational factors on firm’s performance taking a case of Sika 

Tanzania Chemical Construction Limited through mixed method research approach. 

A similar study on the influence of motivational factors on firm’s performance in other 

regions and countries could further be undertaken to allow broad generalization of the 

study findings. 

Also, for the scholarly benefits, it is recommended that another study may be 

conducted on the influence of motivation on organization performance employing 

qualitative research approach so as to widen the horizon of dealing with motivation 

issues in Tanzania. 
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APPENDINCES 

Appendix I: INFORMED CONSENT FORM 

Research title: 

ASSESSMENT OF THE INFLUENCE OF EMPLOYEE MOTIVATIONAL 

FACTORS ON THE FIRM PERFORMANCE: A CASE OF SIKA TANZANIA 

CHEMICAL CONSTRUCTION LIMITED 

Dear respondent. 

I am Mwijarubi Shida Mwijarubi a second year student of the College of Business 

Education pursuing Master degree of Business Administration in Marketing 

Management.  

Kindly, welcome to be part of this study that aims to contribute to the understanding 

of the of the influence of employee motivational factors on the firm performance 

taking a case of Sika Tanzania Chemical Construction Limited in Dar es Salam, 

Tanzania. Also, it is a partial fulfillment for the requirements of a researcher’s Masters 

of Business Administration with Human Resources Management. 

In order to elicit your views you will be required to answer the oral questions where 

necessary audio recordings will be done and the information that will be obtained are 

going to be kept confidential and used for the purposes of this study only. The 

manuscript and the voice notes of the obtained information will be kept in the briefcase 

and only the researcher has an access to open it. Once the research is completed, they 

will remain confidentially kept for five years before discarded for good.  You have the 

right to withdraw from continuing in this study at any time without justifications. You 

are not required to mention your name in any stage of interview. Thank you in advance 

for taking part in this study, if you have anything to ask about this research please feel 

free to contact the researcher through: +255 693 153 082 

 

By signing below, you are agreeing that: (1) you have read and understood the above 

intention of the study, (2) questions about your participation in this study have been 

answered satisfactorily, (3) you are aware of the potential risks (if any), and (4) you 

are taking part in this research study voluntarily (without coercion). 

Participant’s name…………………………………………………………………… 

Participant’s signature …..………………………… Date ………..………………...... 

Researcher’s signature...………………………….…Date……………........................ 
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Appendix II: INTERVIEW GUIDE 

 

COLLEGE OF BUSINESS EDUCATION 

 

INTERVIEW GUIDE FOR MANAGERIAL STAFFS 

 

PART ONE: INTRODUCTION 

Dear respondent. 

This interview is about the research titled “Assessment of the Influence of Employee 

Motivational Factors on the Firm Performance: A Case of Sika Tanzania 

Chemical Construction Limited in Dar es Salam, Tanzania” that is conducted by 

Mr. Mwijarubi Shida Mwijarubi as a partial fulfillment of the requirements for 

Masters of Business Administration with Marketing Management of the College of 

Business Education. 

Kindly respond to the questions to the best of your knowledge and as requested for the 

successful achievement of the study purpose. The College of Business Education and 

the researcher assure you that all responses will remain and be treated in a confidential 

manner and used for the purpose of this study only. Don’t mention your name in any 

stage of the interview. 

 

PART TWO: EMPLOYEE MOTIVATION SURVEY 

1. What is your gender? 

2. How old are you? 

3. Your marital status? 

4. Highest education level attained? 

5. For how long you have been serving in the current position?  

6. What are the motivational packages provided to employees at Sika Tanzania 

Chemical Construction Limited? 

7. Is there any relationship between employee motivation packages and firm 

performance? 

8. What are your suggestions in view of promoting their motivational levels? 

 

 

THANK YOU FOR YOUR TIME 
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Appendix III: QUESTIONNAIRE 

 

COLLEGE OF BUSINESS EDUCATION 

 

QUESTIONNAIRE FOR REGULAR STAFFS 

 

INTRODUCTION 

Dear respondent 

This questionnaire is about the research titled “Assessment of the Influence of 

Employee Motivational Factors on the Firm Performance: A Case of Sika 

Tanzania Chemical Construction Limited in Dar es Salam, Tanzania” that is 

conducted by Mr. Mwijarubi Shida Mwijarubi as a partial fulfillment of the 

requirements for Masters of Business Administration in Marketing Management of the 

College of Business Education. 

Kindly respond to the questionnaire to the best of your knowledge and as requested 

for the successful achievement of the study purpose. The College of Business 

Education and the researcher assure you that all responses will remain and be treated 

in a confidential manner and used for the purpose of this study only. Do not write your 

name anywhere in this questionnaire. 

 

PART ONE: DEMOGRAPHIC INFORMATION 

 

Put a tick (√) in the appropriate box  

 

1. Your gender                Male         Female 

 

2. Marital status             Single                                                Married 

                             Divorced                                Widowed 

 

3. Age              Below 35years                                           35-45years 

                          45-55years                        Above 55years  

 

4. Highest education level attained 

                     Diploma                           Bachelor Degree 

                                Masters Degree                                            PhD  

 

5. For how long you have been working in the current position? 

 

               Less than five years                              More than five years 
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PART TWO: EMPLOYEE MOTIVATION SURVEY 

Read each statement carefully and decide on the relationship between employee 

motivation packages and firm performance by the statement. Put a tick (√) against the 

number suited to your opinion.  

The numbers are interpreted as follows: 

1. Strongly not related        2. Not related    3. Neutral/Neither related 

nor not impacted  4. Related 5. Strongly related 

Keys  1  2  3  4  5 

Salary       

Transport Benefits       

Medical Benefits       

Extra duty Allowance       

Recognition      

Training      

Promotion Benefits       

Paid leave      

Industry loan      

 

6. What are the motivational packages provided to employees at Sika Tanzania 

Chemical Construction Limited? 

…………………………………………………………………………………

………………………………………………………………………………… 

 

7. What are your suggestions in view of promoting your motivational levels? 

…………………………………………………………………………………

………………………………………………………………………………… 

 

THANK YOU FOR YOUR TIME 


