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ABSTRACT 

Employees in an organi ation need to be satisfied with their jobs in order to be 

productive. Moth nti n practices ensure customer service quality, and contributes to 

cmplo)c' rd~.:ntion and commitment. Lack of motivation in return affects 

prouu ·th it) 

f the research paper was to determine the perceived relationship 

l 'l\\1.!1.!11 motivation practices and employee productivity at KCB. Primary data was 

u ·cd for this research and data was collected using a semi-structured questionnaire. 

rhe target population was the top level managers, middle level managers, clerical 

taff, contract staff and support staff respectively. 

It was established that the respondents agreed that the management prov ided 

opportunity for them to develop personally and professionally, they also agreed that 

training opportunities increased employee motivation. The study established that the 

employees thought that job security offered them job satisfaction and motivation. 

The results from the Pearson moment correlation coefficient established a pos itive 

relationship between motivation factors and employee productivity at KCB. The 

correlation matrix indicated that compensation was highly correlated with conducive 

working environment (.627) and also highly and positively correlated with interesting 

and challenging work as indicated by a coefficient of (.793). mployee productivity 

was highly correlated to compensation (.698) and conducive working environment 

with a coefficient of(. 735). 

The stud} recommends compen ation, conduci e ' ork environment, intcrc<;ting and 

challenging work, training opportunitic , and job ccurit as the h.c motivat rs and 

for high output from the employee , organi . ations should implement them, as this 

\\ould boo tthcir morak which would I ad to high clli icncy and dtl.:ctiv~.:m.:ss . 
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CHAPTER ONE: 

INTRODUCTION 

1.1 Backgr und of th' Study 

II 'mpl )) l'~s in any organization need to be satisfied with their jobs in order to be 

According to IIR Focus (2007), the Strategic Human Resources 

l,lllag 'mcnt I IRM (2007) employee motivation Survey" has found that satisfied 

emplo) ee are more productive and compensation and benefits were ranked equally 

as the most important ingredients of employee motivation. A positive association 

bet\ een motivation practices and employee productivity has consistently been 

reported by studies. The dominant view in the literature supports the causal 

precedence of satisfaction over productivity Brown, (2001). Employee motivation 

practices not only ensure customer service quality, but also contributes to employee 

retention and commitment, hence adding to the human assets quality of a firm and 

elevating its competitiveness in the market .Motivated employees believed that their 

organization provided customer service that was reliable, responsive, and empathetic, 

and that employees were knowledgeable and able to install confidence in cu tomers. 

Ubom Joshua, (2004) also found motivation and employee productivity, of 

paramount importance to hospitality companies that strive for competitive advantage. 

Motivation in organization ha been receiving increa ing attention because it reduces 

employee turnover, ab enteei m, tardine s and health ·etback due to stress Brown. 

(200 l ). 



Lack of motivation in return affects productivity. A number of symptoms may point 

to low morale: declining productivity; high employee turnover; increasing number of 

grievances; higher in id nee of absenteeism and tardiness; increasing number of 

defcctiv pr du ts: high 'r number of accidents or a higher level of waste materials 

and st:r·tp \\ illiam Day ( 1978). A motivated employee is a loyal employee and to be 

lo tl im1li • that the employee supports the actions and objectives of the firm. The 

1pp ·ar~lll • of the job as a whole has, in fact a bearing on the willingness and quality 

ran employee's performance Martin Bruce (1962). According to McClelland ( L 961) 

individuals tend to develop certain motivational drives on the cultural environment in 

which they Live and these drives affect the way people view their jobs. McClelland 

suggests that achievement, affiliation, competence and power are four types of 

motivational drives that are found in individuals that are self-motivated. Motivation 

practices plays a part in enhancing labour productivity Smithers and Walker, (2000) 

and forms the basis for identification of the work environment factors. For example, 

Laufer and Moore (1983) advocated the use of financial incentive programmes to 

improve construction labour productivity, reinforcing Maloney's (1982) thesis of 

driving forces that led to productivity improvements. 

1.2 The Concept of Perception 

Perception is the proces by which individuals organize and interpret their sen ory 

impre ·ion in order to gi e meaning to their environment . llowevcr, what we 

perc ive can be ub tantially different from objecti e reality. ur perception <Inti 

judgement of a p~..:r on' actions, therefore, will significant!· be influenced by the 

' urnption \\e make b ut that per on' internal tate Robbins l ' Jud 1C, 

2 



(20ll).Understanding perception is essential in ensuring that managers are aware of 

problems that can arise from the process of motivating employees. The process of 

perception is innat I organized and patterned in order to provide meaning for 

individual and i bn ·cd n both external and internal factors Mullins, (201 0). 

l..\ Th · <. 'on ·pt of Motivation 

I )ti\ .ui n ha · been defined as: the psychological process that gives behaviour 

l uq se and direction (Gary, 1990) predisposition to behave in a purposive manner to 

achieve specific, unmet needs (Locke & Latham, 1990 an internal drive to satisfy an 

unsatisfied need and the will to achieve (Ulrich, 1996)). Essentially, there is a gap 

between an individual ' s actual state and some desired state and the there is often a 

need 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 known as the motivation system must 

conform to the culture and beliefs of the people involved and society. Motivation is 

also defined as a values-based, psycho-biologically stimulus-driven inner urge that 

activates and guides human behaviour in response to self, other, and environment, 

supporting intrinsic sati sfaction and leading to the intentional fulfilment of bas ic 

human drive , perceived needs, and desired goa l. Motivation in the work environment 

is defined a the degree to which a per on wants to ' ork well in his or her job, in 

order to achieve intrin ic ati faction" elden, & Bre\ er, 2000). 

!Iuman motivation ha it root in the economic theories of dam ~mith in the 1770s. 

It \a p rcciH:d that th pur uit , nd fulfi!ml:nt of cll-intcrc t and ma imitation of 



gains were the prime motivators; calls this the Rational- economic mod (Atkinson, 

1964). Drawing hea ily from the I lawthorne experiments and researchers, sees people 

as predominat I) moti atcd by social needs; the need for personal relations. To 

maintain it i r nt' and perpetuate the climate which brings harmony and 

equilibrium int ) th' l:lltir~ work group for the benefit of all who are involved the 

·llll\1 .1m .1 .1 \ hoi (Wilbert, 1979). Since the effective motivation comes from 

"ithin. I · 111 ti ating others, the manager can do more than create proper conditions 

that cau ·e people to do their work willingness and enthusiasm. 

1.4 Motivation Practices 

Bernard in Stoner, et al. (1995) accords due recognition to the needs of workers 

saying that "the ultimate test of organizational success is it 's ability to create values 

sufficient to compensate for the burdens imposed upon resources contributed". 

Bernard looks at workers in particular librarians, in an organized endeavour, putting 

in time and efforts for personal, economic, and non-economic satisfaction. In this era 

of the intormation superhighway, employers of information profe sionals or librarians 

must be careful to meet their needs. Otherwise, they will discover they arc losing their 

talented and creative professionals to other organizations who are ready and willing to 

meet their needs and demand. Different workplace environments have led to a variety 

of motivational trategic \\hich are available to leaders .In omc ca cs the di!'ferent 

theoric of motivation arc a! o linked to peci lie strategies that arc applied in an 

attempt to moti ate the workforce. II r hey ( 1993) comment that mon.: th~.:orics of 

motivation ar~.: not need d but in tcad an in ight into th~.: psychology of udvertisin 1 is 



required. Also argues that the key to· persuasion is good communication which IS 

regular and gives the organisations strategic view of performance and challenges 

1.5 The onccpt of Productivity 

Produ tivity is a summary measure of the quantity (size, weight, number, volume of 

work 111 I )\Ia I it (e. ccllencc, performance) with resource utilization. It can be 

111 • 1 ur d based on individual or group (Schermerhon, 1993). Employee 

ch:.uactcri tic and characteristics that describe an individual are usually objective and 

ca ily obtained from employee records (Robins 1993). The simplest possible 

definition of productivity is output per unit of time where output may be measured in 

the units of production, service, money or some other measurable criterion. In most 

instances employee performance is determined by the concept ability, work 

environment, and motivation (Griffin, 1990).worker performance can be regarded as 

the product of ability and motivation. It can be expressed as performance = ability 

times motivation. If motivation is lacking then performance is nil. Attempts to alter 

worker performance mainly focused on ability, motivation or both (Marc, 2004) 

1.6 Kenya Commercial Bank (KCB) Profile 

Kenya Commercial Bank (KCB) is a financial service provider headquartered in 

airobi, Kenya. A of December 20 I 0, it \ a among the three large t commercial 

bank in Kenya with a set of more than 2.65 billion (Kl : 223 billion), and 

h rcholder capital valu d at L 486 million (1<-.L ' : 40.9 billion). \s of December 

20 I 0, K B roup, the parent company of K B Kenya, had the larg~.;st branch 

n t\\ rk in Kenya (I >8 branchc ) ofall44 Ii ~.;n cd t mm~.:n::ial b.mks in the~.: Hllltr) . 



KCB's principal activ ities are the provision of banking, fi nancial and related services. 

To serve it customer , the Bank prov ides a range of retail and commercial banking 

service , in lttding a ari 't of checking, sav ings and other interest-bearing accounts. 

Th Bunk' lusin~.:ss I 'nding service focus on secured loans and lines of credit, 

~:onstru ·ti )n loans and customized asset financing programs. Its consumer lending 

·l..'n i · C us on personal loans, credit cards; debi t cards; and investment advisory 

l..'n tel.' through the branch network, as well as through alternative delivery channels, 

·uch a automated teller machines (A TMs) and internet banking. 

KCB's vision is to become the leading bank in the East African region. The bank has 

been on an aggressive regional expansion strategy that has seen them open branchc 

in all countries of the region. Currently the bank has five branches in Tanzan ia (three 

in Dar-es-salaam, one in Arusha and one in Mwanza), one in Kampala- Uganda, one 

in Juba- Southern Sudan and one in Rwanda. There are extensive plans to move to 

Burundi. KCB is an employer of choice with over 5,000 employees in Kenya, 

Uganda, Tanzania, Rwanda and outh Sudan. The bank has been providing training 

and development opportunities for the employee at the ultra-modern K I3 leader hip 

centre in Karen. ln 2011 for example, the bank. inve ted over K Il3million to put up 

an ultra-modern E-learning centre at Ken)a commercial Bank. house that is acccs<;ed 

by all their employees from their ' ork tation at their con enience. '1 his modi!! is 

aimed at training and learning of employee at their convenience regardless of their 

''ork location. 



KCB's operational environment is characterised by uncertainties-economic, political 

and technological challenge that influences its structure as well as its employees. 

The economic un 'Crtnint make workers to become more anxious about their safety. 

Motiv Itt.: I m1ln. ~~·s ar • more productive, happier, and stay with the organization 

lon ·~·r. )n~.: t r th • primary task a manager faces is to find out what motivates their 

·mpl\n ·c . H understanding employee needs, managers at Kenya Commercial Bank 

under tand \ hat rewards to use to motivate them to enable them achieve their vision. 

1.7 tatement of the Problem 

In the absence of employee motivation, employees may have extremely low morale, 

and hence low productivity. This may result in poor quality of work output. Employee 

motivation is an important aspect in enhancing the employees' moral in any 

organization. It is therefore, important to establish employee motivation schemes 

which are fair in order to highlight the strengths and weakness and also areas of 

improvement.' According to Smith, Harrington, and Haughton (2000) in today's 

business environment the reason for low productivity of workers is not that the 

workers do not want to work or that they are not capable of\ ork.ing but becau e there 

i no effort on the part of the management to motivate them to the desired goal and 

create a feeling of participation .Gi ing employees adequate motivation for their 

effort and performance can only rc ult to better performance. ccording to Boudreau 

and G.T milkovich (1998). human re ource arc particularly important because they 

influence the eflicicncy and the err ctivene s of the organization. therd'or\:, for them 

t provid up t th ir t II.!\ ct. they mu t b r\;\\ <m.lcd I( r thcit cl fort "ith omc 

finan i I in nthc whi h n tillite th ir b·t i p•ty. With ut \\CII-m th ll It pi 
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it is simply impossible for an organization to achieve its goals and objectives. The 

need for de igning a ound, fair motivation schemes and systems has raised concern 

in mo t organi?t ti n. Thcr fore, this challenges organization to concentrate more on 

th ir abili t) t r~stru ·tur ' , reorganize, improve and maintain sound motivation 

p~ll i ·i · 111 I tm • ·dur ·s in order to maintain a competitive advantage edge. 

I h • Ken a 'ommcrcial Bank has been diversifying and growing in the region, in 

lay 20 ll the bank announced a raft of changes in its top management that saw some 

of it departments merged and others scrapped .This led to review of job roles and 

people placement within the group. At the same time a number of new functions were 

created to provide support in some areas of the business, the bank outsourced some 

activities that were not core. This led to absorption of many of employees whose jobs 

fell away by offering them employment in new or vacant positions using the 

competitive internal job advertisement process. This aimed at trimming it's payroll to 

cut costs, the restructuring and absorption of the employees can create an advance 

effect on survivors if measures to motivating them are not taken into consideration. 

The research paper will seek to unravel the mea ures that K B ha taken to en ure 

that the survivors trust and morale are not eroded for them to enable the bank attain its 

vi ion. 

Local tudic have focu cd more on job ati fac tion and cmplo) ccs pc rl~mnancc. 

Kimcu (2008) carried out a . tudy on relation hip bdwccn rea listic job pn:\ ;e,, md 

1-..mpl ) J b ntisfn tion I u in • on 1mag m nt bnplo) cc in omm~.: n:ial 

B nk inK nyn and fl und ut th t th r e. i t a tr n • r Inti n hip l I\\· n mpl ~.: 



job satisfaction and real responsibility assigned to staff. Oluoch (2007) carried out a 

study on a survey of the relationship between performance appraisal practices, 

motivation and j b nti faction of employees of Commercial banks in Nairobi and 

found out thnt p~.:rfonnan~c apprai al practices, motivation influence employees job 

s tlisft ·ti Hl K.an 1' th (2007) investigated the effects of learning organizations on job 

.lli It th n 1 sur ~:y of ~:mployccs in organizations for disabled employee's and found 

th Ill arning in the organization greatly inOuences employee's job satisfaction. 

o researcher has however conducted an enquiry into the relationship between 

motivation and employee productivity at KCB. This study therefore seeks to fill this 

knowledge gap by investigating the relationship between motivation and employee 

productivity at the said bank. The research will attempt to answer the following 

research question: what is the relationship between perceived motivation practices and 

employee productivity at KCB? 

1.8 Research Objective 

To study the relationship between perceived motivation practice and employee 

productivity at Kenya commercial bank. 

1.9 Importance of the tudy 

K B will benefit from the finding on relationship bet\\ccn pcrcetvcd motivation 

practice and employ c producti ity among its taff. 'I he bank al shall c in a 

P iti n to rc, tc vari d in ntivc heme th, t \\Ould hc in , p )sition to 1111.:d the 

\ari d n d ofth ir mpl ) 



The study '' ould al o benefit most of the organizations on the relationship between 

perceived moth ati n prn ti c and employee productivity and hence may come up 

with p )li i s n em1 lo c' motivation. 

\~: 1d ·mi th knowledge generated by this study will enable other researchers to 

im1 r \C and develop a better understanding of motivation and employee productivity 

particularly for our local workplaces. The study will also prov ide a source of literature 

for them. 



CHAPTER TWO: 

LITERATURE REVIEW 

2.1 EmpiO) u' loti ation 

lotiv II in' i th \ ork managers perform to inspire, encourage and impel people to 

ltk • u ·ti( n (Louis Allen 1986). To motivate the employee, the employee must be 

tcu~.:hcd: to reach him/her there must be a completed understanding of the complexity 

hi her make-up (Louis Allen 1986). Motivation efforts must be directed towards 

improving company operations. To be effective, however, they must also be designed 

to show benefits to the employee. In fact, motivation can best be accomplished when 

workers are able to merge their employee ambitions with those of the company. 

According to Robin and DeCenzo (1995; 27 1) motivation is defined thus, ''the 

willingness to exert high level of effort to reach organizational goals, conditioned by 

the effort's ability to satisfy some individual need". Campbell and Pritchard (1976) 

defines motivation as a set of independent and dependant relationships that explain 

the direction, amplitude and persistence of an individual's behaviour holding constant 

the effects of aptitude, skills, understanding ef a task and the con traints operating in 

the work environment. chrader ( 1972) linked con tructi n worker need Cor 

motivation, and it \ a ub equently concluded by Thoma et a\. ( 1990) that there is 

evidence upporting the exi tencc of a linkage bet\\een an employees' moth .llional 

kve\ and their individual performance. 

l ~mpl Y moth·ati n i r t d in the ba i need to mmtmtzc phy kal pam .md 

ma imiz pi ur r it m y in lud c.tt in ' nc..l r tin . 
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desired object, hobby, goal, state of being, idea l, or it may be attributed to less 

apparent rea on uch a altruism, morality, or avoiding mortality Bandura, (1997). If 

employee have \ r thing they need to perform we ll, they will be able to do the job, 

howev r. th y must b' \ illing and thi s is where the question of motivation comes into 

ih · pi ·tur · :1rdi, (:' Wiener, Y. ( 1996) argue that the strategy implementer's 

·h,dl·n 11: i to design a reward structure that motivates people to do the things it takes 

mukc the tratcgy work successfully. It was perceived that the pursuit and 

fulfilment of self-interest and maximization of ga ins were the prime motivators; 

tkinson (1964) calls th is the rational-economic mode. Drawing heav ily from the 

Hawthorne experiments and researchers, sees people as predom inately motivated by 

social needs; the need for personal relations. 

The success of any organization depends on the ab ility of managers to provide a 

motivating environment for its employees. Motivated employees are more productive, 

happier, and stay with the organization longer. One of the primary tasks a manager 

faces is to find out what motivates their staff. By understanding employee need , 

managers can understand what rewards to use to motivate them. The challenge of 

motivating employee has long been recognized as an integral part of managing 

lei ure- er ice organization . Motivation play · an exceedingly important role in 

mo ing an organization to\ ard excellence .In thi regard a ituation of fairness i 

aid to e.-i t. Robbin., ( 1993). Employee might a cs their relation to friends. 

n i hb ur , co-worker , ollcagucs in other organisations or previous job they 

th m elve have upi d, R bbins. ( 1993). imilarl '. R bbin ct al. (200 ~.: Hlclll 

c mp n.: th ir job input ( u h ., th ir ntriluti n. c. 1 ri n~.:~.: , 

12 



education and competence) to their job outputs (salary levels, salary increases and 

recognition) in relation to that of others. Similarly, inequity exists when there is a 

perception am ng t cmplo c that they are under-rewarded relevant to others or 

whcth 'r th ) ar~ t) ~.:r r 'warded in relation to their job outputs. The resultant effect is 

th II indh idu.lls mi 1ht contribute less in the workplace if they are of the opinion that 

th • 11 l ·in underpaid. On the other hand, employees might offer more in terms of 

th ·ir '. pcctcd job outputs as they may be more motivated to contribute if a job pays 

"ell in comparison to their job outputs, Dessler (1988). 

2.2 Motivation Practices 

Organizations today must grapple with revolutionary trends; accelerating product and 

technological change, international competition, deregulation, demographic changes, 

and a shift towards a service society. These trends have increased dramatically the 

degree of competition in virtually all industries. Either companies in such an 

environment become competitive high-performers or they vanish, Dessler (2000). 

Within this competitive organizational context, human resource management 

practices have gained increased significance. More specifically, human re ource 

management has been linked to increased productivity ( elden, & Brewer, 

(2000) good cu tamer ervice (foox et a\., 1999), greater profitabilit) and o crall 

organizational urvival (Pinder, 1998). 

2.2.1 omp n ·ation 

Whil P Y and b n Itt al nc i not a uflici nt ndition tor, hi h satistltction. it i a 

f) nditi n [! r th m . ·Ini i tm 



that they perceive a just, unambiguous, fair and in line with their expectations 

Robbins ( 1988). Okumb (200 I) and Scheir (1988) assert that in determining 

com pen at ion I vel organi ation must be conscious of the prevailing market rates to 

en urc fnirne s and quity in compensation. Okumbe (2001) further asserts that 

or • misnti n,ll indill 'rl!nce on go ing rate or go ing range will affect negatively on 

·llllrl 111c 1nt to attract and retain the required staff. When people are paid well they 

11 • ll' to li ewell and arc able to meet their daily needs, concentrate at their places 

f ''ork. and accomplish the tasks assigned to them (Lawler, 1971). Perceived going 

rate 'ill also increase levels of productivity and efficiency. 

Rynes, Gerhart and Minette (2004:382) observe that ' practitioner journals present 

claims about pay importance that are inconsistent with research about the actual 

motivational effects of pay. In general ,there appears to be a consistent (but 

incorrect)message to practitioners that pay is not a very effective motivator-a me sage 

that, if believed, could cause practitioners to seriously underestimate the motivational 

potential of a well -designed compensation system.' 'I hey argue that most survey · of 

motivating factors are misleading because employees tend to give 'socially desirable' 

responses that place pa) well down in the list of motivators .They consider that pay L 

the mo t important motivator and cite-meta analytical evidence. De pitc it's 

importance, motivation goe beyond pay. llerpcn, Praag and ools (2005) 

demon trate a p itivc relation ·hip between the pcrceivl!d charactcri tics or the 

c mplct c mpcn ation ) tcm and c. trin ic moti ation. lntrin ic moti\Jtion. on the 

th r hand " n t at h.:d by the de ign or monct r) compcn ation, but b) 

pr m ti n opp und that th m n ti n t m i •nifi mtly 



affected work satisfaction and turnover intent. Rosenbloom (2002:2) States that 

employee benefit con titutc a major part of almost any individual's financial and 

economic urit). u h benefit have gone from being considered ' fringe' to the 

point "h r~ th . mn constitute about 40 percent of an employee's compensation, 

tnt! th 1 l.m und r \: hich they arc prov ided are major concern of employers. 

I h • pa) ) tem of a company can also determine the rate at which employees would 

c n ider lea ing a given job. A research by Brown et al (2001) implied that the 

firm's choice of payment system reduces labour productivity; the oppos ite could well 

be true for profitabi lity. Many factors other than labour productivity affect 

profitability. Such factors include the cost of an alternative pay system, and worker 

responses to the chosen system, as well as the costs of recruiting and tra ining 

newcomers (see Brown et al, 2001 , 28). 

2.2.2 Conducive Working E nvironment 

Wheelhouse (1989) noted that the working environment can often be a cau c of low 

productivity. Employees need adequate equipment, space, heating, lighting and 

ventilation. Cheng ( 1995) noted that a good working environment mean up port from 

uperior , a quality workplace, friend!) co-\ orker and re pect from the ·uperiors. 

Po itive re-enforcement and worker friendly corporate culture are two factor. tht~t can 

create a p itive work en ironment. ~ hen \\Ork environment is pleasant cmplo) ces 

will enjoy coming to work and the will b moti ated to do their best. 'I his" ill also 

b t loyalty ) dia B nk I 9 7). 

th t i ri n ly t ' rd ill ti ti 1\ , 



Studies on outh frican d ctor ' job satisfaction (Emerald 2008), found that overall 

doctor w re di uti ficd with their work. Among the variables measured, the study 

cited that d ' t rs ar~ hi )hly di atisfied with practice environmental pressures and 

work ttin . ' I h · study suggests that opportunities for enhancing doctors job 

· 1ti 1:1 ti\'ll ·. i t so long as management works in collaboration with doctors to 

pr l\ ide the pecific working conditions that health professional desire. Additionally, 

m -t employees prefer working relatively close to home, in clean and relatively 

modern facilities and with appropriate tools and equipment's. 

2.2.3 Interesting and Challenging Work 

Hackman and Oldham (1980) states there arc five core characteristics (skill variety, 

task identity, task significance, autonomy and feedback), which impact three critical 

psychological state (experience meaningfulness, experience responsibility for 

outcomes and knowledge of the actual results). In turn influencing work outcomes 

Uob satisfaction, work motivation). Telly Bragg (2002) rccogni cs money as a hort 

term motivator but interesting and challenging work as top motivator in the work 

place he ays for the employer to keep employees motivated, they mu t continual! 

look for ways to keep their interest and offer them ne\ challenge . 

l:mployee tend to prefer jobs that give them opportunities to usc thl.!ir skills and 

abilitie and offer a variety of task . fr dom and tl:~.:dback on ho' wd\ they 

P rforrn d. Okumbe' 2001) rgu that a clo e crutiny of or •nnisations n:vcalin, 

pp lin •. ti •in , nd I 



others. Because of differential levels in degrees of satisfaction and individual needs 

fulfilment, some job are perceived as dull, repetitive, or boring and yet others are 

seen a ati f) ing, r'\\ardi ng and carry high status with them. Okumbe further, adds 

that, on f thl: mt)st important goal of understanding concepts of job satisfaction is 

lo tr utsll. tm un.tttractivc, distasteful and yet important jobs into more meaningful 

1.1 k "hi h •tr more satisfying, more attractive and more rewarding to jobholders 

"h) c kc) focus i · to enhance organisational success .A survey on job satisfaction 

and utili ation of skills of enlisted white men in the continental US Army in 1943 

revealed that proper job ass ignment as important factor to morale and efficiency. 

2.2.4 Employee Recognition 

Successful managers understand the benefits of employee recognition and the positive 

impact it has on morale. Recognition is one of the most powerful moti vators.(Michael 

Armstrong 2004:67). People need to know only how well they have achieved the ir 

objectives or carried out their work but also that their achievements arc appreciated 

.He states that praise should be given judiciously .It must be genuine and re lated to 

real achievements. Financial rewards especially achievement bonuse awarded 

immediately after the event are clearly symbols of recognition to which arc attached 

tangible benefits, and this is important way in -. hich mutually reinforcing processes 

of financial and non-financial re\ ard can operate. 

While mo t organizations t) pi ally cmphasi1c generating n w businc.:s and cuttin ' 

c 1 n r pidly growin b )dy of c •idcnc points to n indin.:~.:t ) ct undc.:niablc 

tion ·md finun i tl r rm n c.: a co11d.ltion 
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that has significant ramifications on building profits most effectively. Applied 

properly, the e tudie can al o influence how organizations approach a variety of 

interrelated fun ti n , uch a bu iness planning and development, employee rewards 

and rc ogniti n. an l~.: ·n the measurement of ROI , Knouse ( 1995). 

l'rainin 'Opportunities 

Bu in '· ·e today arc spending an ever increasing amount of money in training their 

"n \\ Orkforce. The demand for more training as mainly arisen because of the view 

that people represent the primary source of enduring competitive advantage Pfeffer 

( 1994). While profits are still being achieved through strategies such as import of new 

technologies and corporate downsizing, many organisations recognise that their core 

productive capacity and long viability must be based on quality of human resource in 

the organisation. Training is viewed as one way to potentially improve the perception 

of fairness, before employees are given equal opportunities to gain the knowledge and 

skills necessary to be effective in the organisation. Johnson (1994) the business 

necessity perspective claims that productivity and profits depend on full utilisation of 

the workforce. Training is seen as key method of eliminating artificial barrier to 

individual development and capabilitie . WorkJorcc diversity can become an asset 

rather than a liability if the workforce i properly trained. 

\\'hen employees have opportunity to learn, new and additional career de clopment, 

they wi ll fe I a en e of per onal growth \\hich in turn will increase the munbn ofjob 

alt rn tivc m th futur Belleng~.: • ( 198 ). 'I hu . tninin , and dc\'d 'Pill~.: nt 

PP rtuniti ' ill nh n emplo c p r on tl gro'' th and moti\'ati n. 'I rain in , 



opportunities are important to employees because of advancement of technology and 

market trends. Employee needs to update their skills through training, this helps 

motivate empl enable them gain the necessary skills to solve problems 

associated "ith the hangcs. bnployees that are given access to training opportunities 

resorts in rulu d . tr •ss levels, turnover, absenteeism and a corresponding increase in 

·IIi ·i ·n·y and u tomer satisfaction . 

... 2.6 Job ccurity 

\\Orkforce reduction has become more common nowadays, job security has 

become a factor that is of increasing importance to employees. The most prominent 

reason for decreasing job security can be sighted as technology, internationalisation of 

capital, demographic change and government policies Smith ( 1999). Job insecurity 

may threaten the relationship between employee and employers Propst (2002). When 

organisations fail to provide employees with expected level of security, they tend to 

give negative work attitudes. Emberland and Rundmo (2009) concluded in their 

study that there is a positive relationship between job security and negative work 

behaviours, when a person perceives that his/her job is not ecure for the future they 

reduce their efforts on the job as the thought of leaving the organi ation alway e:\ist. 

Employee believe that they will not loose their job or the) , .. ill be cmplo;ed in the 

arne organi ation as long a they ' ant is a igni ficant rca on for tTtoti at ion, 

therefore. job ecurity i the mo t ignificant ariablc of employee sati l~lction '' hich 

e:pr the general attitude of the employee toward his f her job Pa kan and 

Bli)Ukb 



2.3 Employee Productivity 

Productivity is a ummar measure of the quantity (size, weight, number, volume of 

work) and qualit) 'II 'n c, performance) with resource utilization. It can be 

mea un.:d base I t n individual or group (Schermerhon, 1993). Employee 

·haractl!ristics that describe an individual are usually objective and 

~:.· 1 il) \'lt1in ·d !rom employee records (Robins 1993). The simplest possible 

d ·tiniti n f productivity is output per unit of time where output may be measured in 

the unit of production, service, money or some other measurable criterion. ln most 

in tances employee performance is determined by the concept ability, work 

en ironment, and motivation (Griffin, 1990). Worker performance can be regarded as 

the product of ability and motivation. It can be expressed as performance = ability 

times motivation. If motivation is lacking then performance is nil. Attempts to alter 

worker performance mainly focused on ability, motivation or both (Marc, 2004). 

As there's no universal definition of productivity so is its measurement. There is no 

one best way of measuring the rise and fall of productivity, though some variables can 

be u ed to determine its efficiency and effectiveness. In a real en e worker 

productivity refers to the relationship between worker input (labour cost, ab ·entceism 

turnover) and worker output (number of er ices offered, number of products etc). It 

i very difficult if not impo ible to obtain adequate approximations for productivit 

hecau it ha o many hort range and long rang aspects of which houri output, 

rcntivc idea , turnover, ab::;cntccism, and wa tc arc only a lc\\ (lluizin 'a, 1970). I k 

n n mpli ted \\hen elcm nt ol ]tmlit , enter it dcfinitinn 



and measurement. Thu production is said to improve or increase when output 

increase relative to input o t or when inputs cost decline relative to outputs. 

As reported h\ P rtl:r and • tccrs, ( 1997) posited that ample research has shown the 

rchtion hi1 l 1.'\\\ n attitude and productivity as there was a time when worker 

.md ' orkcr principal attitude where thought to be closely related to 

" rk ·r pr ducti ity. That is to say sati sfaction in relation to worker and his 

·up~.:rvi or co-workers and the like was linked to high productivity and dissatisfaction 

to lo\\ productivity. Worker productivity in terms of rate or quantity of output i at 

best weakly related to worker attitude in the other hand if worker productivity is 

considered in terms of lack of absenteeism, low turnover, and other forms of 

withdrawal from the job a relationship between productivity and satisfaction exist. As 

such those workers most satisfied are those workers least likely to withdraw (Marc, 

2004). 

Most merit pay plans for productivity have limited ability to motivate employees and 

to enhance productivity. Performance targeting a concept that is related to 

performance appraisal but different from it may be a more promising approach to 

productivity enhancement. orne of the main hortfall of C\.pectancy theor on which 

many merit pay plan arc based and point out some of the possible problems with 

performance apprai al. . tudie uggest that the productivity enhancement cl fort must 

include a de lib rate effort to pn.:vent the cn.:ation of d moti\'ation and a arch ror a 

1 \\ h l m,tkt! the individu·ll cmplo)CC tick . It l: n1ti lib 

r th pr 1 iti n th, t rc pr \ id I l> ' th quit.' mct n d 



theories of motivation in developing programs to boost productivity. In the 

organisation, trateg) r I vnnt to performance measures may focus on unit costs, 

productivit) gr "th rat~.:, production and shipping schedules, quality control etc. In 

marketing, m asur~s in ·lud' unit selling costs, unit volumes, sales penetration of each 

targ~t l'll 1 )1\lt; t 11\)llp market share, success of newly launched products, advertising 

'I'll: ·tiv ·n · " md 11C\ accounts acquired (Bachman, 1962). While most performance 

m • 1 ·ur arc quantitative, several have clements of subjectivity. Employee morale, 

cu t mer atisfaction, advertising success and technological capability are such 

mea ures. 

Employee productivity is one of the most common criteria used for personnel 

decisions of raises, promotion and termination (Pritchard 1992) defines productivity as 

a combination of efficiency (quality of resource use )and efficiency (achievement of 

goals). Organizations strive to maximize productivity. One way they can do this to 

seek out and maintain high performing employees. Another option is to reward 

individuals for higher levels of productivity and punish those with low. Paul Krugman 

believes that employee productivity is key to organizational success and to a country's 

economy. He believes that employee productivity must increa e if the overall standard 

of living i to increa c. 

'J he management of human capital pelt the difference het\\Cen the successl'ul und 

un uc ful organization in the knO\\Icdgc economy or today (llitt et al.2001). 

c rding to the rc ur e ba cd view of the organization, the dit t~renc~.:s in 
p r 

\ \!)'in r oun.: 
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Employee satisfaction can be correlated to work climate or the environment and 

organization's human re our e management practices and policies (Gelade & Ivory 

2003). Progr ivc human n:source practices can enhance perception of the work 

climat . nt.: tht: )!hu hand, climate can be construed as a mediating factor between 

humun r sHit 'l: .llld 1 n ductivity. The logical sequence of thought is that progressive 

Ill 1 pm ·ti reate a positive environment within the organization and thus 

tn~o:r • 1 t.:mplo cc motivation and invo lvement, thus leading to greater productivity 

and rganization effectiveness, even in fin ancial terms (Ostroft & Bowen 2000). 

2.4 Relationship Between Perceived Motivation Practices and E mployee 

Productivity 

Chao et al (1995) conducted a research on the impact of employee benefits on work 

motivation and productivity. Work motivation was measured by employee 

reward/benefit; get to work speed, leave rate while on the other hand productiv ity wa 

measured along quality and quantity. The significant result shows that employee 

benefit program is most highly regarded by both executives and workers alike. There 

is no cognitive gap between management and worker on the importance of employee 

benefit program. Different gender have different benefit demands, unmarried 

employees more than married employees perceive that employee benefits ha e greater 

impact on job performance, employees with different level of education and positions 

P ·r civc differently, employ e benefit program ha c greater influcn c on youngl!r 

mploy c j b p rfonn n c. 



Manolopoulos (2007) conducted a survey to study the relationship between work 

motivation and performance in the extended public sector in Greece, the study 

identified the extent f th provi ion of extrinsic and intrinsic incentives and 

cxamin d \\hi h t) pt; l)r motivation has a positive impact on organizations 

perform 111 • ,u1l .hso ·iat~d it with employee's perceptions on the provision of 

spt· ·iii· m llh Ilion instruments. Results showed that the public sector in Greece is 

nwr • lik ·I) t pro ide extrinsic than intrinsic reward. However extrinsic seems to be 

rdutcd t better organizations outcomes. Reward system, individual 's ability, 

demographic characteristics and job security arc core determinants of employee's 

moti ation preferences. Uwe and Hartwig (2000) examined the effects the effects of 

psychologically based management system on work motivation and productivity. 

They concluded that (participative productivity management) PPM helps increase 

productivity mainly by increasing task and goal clarity, and that increases in 

productivity can only be reached reliably when no competing systems of performance 

appraisal exists besides participative productivity management. 

Mason et al. (2008) studied motivation and perceived productivity at a merged higher 

education institution. The results renected that there was a po itive relationship 

between motivation and perceived productivity at the peci fie organi1.ation under 

investigation indicating an increa e or decrease in moti ation i accompanied by a 

orresponding increase or decrea e in the percei ed producti ity. Masoud and amal 

20 I 0) tudied the ef feet of motivation on the productivity of employees of sport 

d P 11m nt o rdabil pr vin c : 1 he tudy concluded that there is a ignilicant and 
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positive relationship between the motivation and environmental factors and the degree 

ofproductivity of employee ofthe port departments Ardabil province. 

Alimi Baba nn · hllimn (2011) . tudied the effects of motivation on workers 

performance (I \IS~ ' tud or Maidiguru nour mill L TO Nigeri a). The study showed 

th 11 "lll'kt•r 1 rf rmance doesn't depend on the behaviour of other workers in the 

con11 lll) ut n the motivation policies avai lable in the company. It also showed that 

prompt pr motion, fairness and equality in management increase workers 

per[! rmance and make them stay in the organization longer to the retirement 

chedule. 

As reported by Jain (1998) Marchant (1982) contends in his study on participative 

management that people prefer to work in a participative management situation that 

gives them job satisfaction. If job satisfaction is high, productivity will be higher; if it 

declines, productivity will fall. If the staff knows they are trusted, they believe they 

have something to contribute, and then they will disburse their energy productively. 

Furthermore, he reported that Hoage (1950) identified a low salary and the lack or 
opportunity for advancement as important causes of employee turnover among 

profe ionali m two university libraries. he concluded, hO\\Cvcr, that the) were not 

the only rca on employee rc igned from the librar . 
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CHAPTER THREE: 

RESEARCH METHODOLOGY 

3.1 Research Ot:sign 

l:cordin · tu t J~.:l and Schindler, (2003) research design constitutes the blue print 

l~)r l.:l)lh:.:ti\)ll, m ·a urcmcnt, and analysis of data. Donald (2006) notes that a research 

d.:sign i the "tructure of the research that glues and that holds together all the 

ch:mcnt of a research proposal. This study adopted a descriptive research des ign. 

Thi · de ign is appropriate because it gives a better understanding of the relationship 

bet\\een independent and dependent variab les, Kothari (2003). 

3.2 Population of the Study 

Cooper and Schindler (2003) describe a population as the total collection of elements 

whereby references have to be made. The population of interest for the study was all 

the employees at KCB who make a total of 5,000 distributed in Kenya, Uganda, 

Tanzania, Rwanda and Southern Sudan .For the purpose of this study the population 

was all the employees ofKCB in Kenya who make a total of 4,000. 

3.3 ample 

tratift d random ampling was used to pick 200 K ' B employee constituted as 

fo lio'' : manager super i. or , clerical taff, contract taff and upport stall '1 his 

on titutcs -% of the population of the ·tudy. '1 he advantage of th is method is that 

th rc i an in r a c in a ampl ~ ta t i tical c li i ncy and en lhlcs di lcrcnt rc car h 

m th • nd pr dur t b u d in differ nt hin lkr _oo_ . 
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The sample from the population is elected on the basis of suitability for the objective 

of the research, as a matter of convenience. The same approach was adapted by 

Ndirangu (2010) in hi tud n the relationship between capital structure and 

financial p rform, n r insuran , firm in Kenya. 

-
(' ah.• •ur~ Sample Population Sample size Percentage 
'I ,, I., ·I mana 1Cr 403 20 4.96 

1iddl I '\ cl managers 472 24 5.08 

lerical ·taff 2606 130 4.99 

Contract staff 444 22 4.95 

Support staff 75 4 5.33 

Total 4,000 200 

Table 3.3-1 Population 

3.4 Data Collection 

The study used primary data collection method in gathering data. The data co llection 

method used was survey method by the use of semi -structured form of questionnaire. 

The questionnaire was administered through "E-Mails" The questionnaires were used 

to capture specific information from the respondents. This method provide 

immediate feedback and clarification of the question asked to the re pondents. The 

qu stionnaire was divided into three section i.e. A, B and rc pcctivcl). 

3.5 Data Analy i 

ft r the ticld\\Ork and b fore analy i all que tionnairc \\Crc adcquatcl · checked 

r r li bility md v rilkation. Quantit the anal · i \\as u cd. In quantitative 

n I) i de ripth mpl ) I. 'I hi indud s m~.: · 1 ut~.: ol •nt1 II 
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tendency, measure of variations and percentages. Pearson moment correlation 

coefficient was used to e tabli h the possible relationship between motivation 

practices and employee pr du ti it at K B. The data was presented using tables. 

The textual data fr m the lid i' cr' subjected to quantitative analysis. 
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CHAPTER FOUR: 

DATA ANALYSIS AND INTERPRETATION OF THE FINDINGS 

4.1 Introduction 

The reseun.:h obi ·th 1.: ",Is to study the relationship between perceived motivation 

pra~:lii:L·s 111d 'IIIII{ cc productivity at Kenya Commercial Bank. This chapter 

pn:s~nt · th ·anal) i f the findings with regard to the objective of the research. 

4.2 Rc pon e Rate 

total of 200 questionnaires were issued out to KCB employees. The completed 

questionnaires were then edited for completeness and consistency. Out of the 200 

questionnaires that were issued, only 180 were returned having been filled fully. This 

represented a response rate of 90%, a rate that the researcher considered adequate for 

analysis. 

4.3 Demographic Information 

This section sort employees information in terms of age, level of education and the 

number of year they had worked '> ith the bank. The re pondents were a ked to give 

information on there age bracket , their level of education and the number of ) cars 

they had \\Orked with bank respectively. 

4.3.1 Ag of the Rc ·pondcnt 

li inquiry wn made t find out informdion on the 'c of the cmplo~ c~.:s at K B. 

k d t indi t th br 

2 



Age group Frcqucnc. Percentage 
20-30 years 36 20% 

30- 40 years 69 38.3% 

40 50 year 42 23.3% 

Above 50 year · 33 18.3% 

Total 180 100% 
T11hll· 4. \ I .\ •c uf th R 1ondcnh 

l: 'tm.iing to the lindi ngs, 20% of the respondents were aged 20-30 years, 38.3% 

wen! aged 0-40 years 23 .3% were aged between 40-50 years and 18.3% were aged 

more than 50 years. This implies that the study interviewed all the age groups among 

the banks employees. This represented a normal curve. 

4.3.2 Highest Academic Level of the Respondents 

This inquiry was made to find out information on the highest academic level of the 

employees. The respondents were asked to indicate their education levels. 

Education level Frequency o;o 

Secondary certificate 9 5.00 
' 
College Diploma 45 25.00 
Univcr ity Graduate 83 46.11 
Po tgraduaie-- 43 23 .89 
Total 180 100.00 _._ 

( ', I able -' .3·2 Educalton Lc\CI of the Rc pondcnt 

It \\ tabli hcd ·from the tudy that only5% ot the rl!spondents had ~ ~ ondary 

th ir hi h t I v I du ati n 2 % of th r ~ r nd nt h· d \: 1ll· ·~ 



diploma level, 46.1% had basic university degree education, and postgraduates 

comprised 23.9% of the re pondent . The findings shows that a large percentage of 

employees have uniYer it) degrc and above this shows that the bank employees 

university graduates. 

4.3.3 Working Pc.•riocl With the Hank 

'I his inquit") ~ rt to determine the number or years employees had worked with the 

bank. 'I he rc ·p ndents were asked to indicate the number or years they had worked 

"ith the bank. 

\Vorking Period Frequency 0/o 

Less than one year 24 13.33 

1-5 years 98 54.42 

5-10 years 40 22.22 

More than 1 0 years 18 10.00 

Total 180 100 

Table 4.3-3Period the Respondents have Banked w1th the KCB 

The study established that 54.42 % of the respondent had worked in the bank for 

between one and five years, 22.2% had worked for bet\ een five and ten years 

13.3% had worked for a period of less than one year and I 0% had \ orked \ ith the 

bank for more than I 0 year . 'The study e tablished that mo t or th cmplo) ccs had 

worked with the bank for bct\\ecn I and 5 years. 



4.4 Employee Motivation Practices at KCB 

The respondents were asked to evaluate the degree to which they agreed on 

motivation practice being u ed at K B. The motivation practices that were evaluated 

arc; compcn ation. interest in 1 nnd challenging work, learning opportunities, 

recognition condu · i' e \\ t rk n ironment and job security. 

Th~: r~:sp md •nt · ''ere asked to state the rate the degree to which they agreed to the 

· tut~.:ment · n moti ation factors being used at KCB. The ratings were in the scale of 

> L (lo\\ e ·t) and > 5 (the highest). The ratings raged from ~ 1.5 (disagree) to ~ 5 

(agree). The ranges were grouped as follows: 4.5 to ~ 5 and 3.5 to ~ 4.5 which would 

be interpreted to mean that the respondents agreed to the statement on motivation 

factors and their influence on employee productivity at KCB and ~ 1.5 to ~ 2.5 which 

would be interpreted to mean that the respondents disagreed on statement on 

motivation factors and their influence on employee productivity at KCB. Responses 

for motivation practices and employee productivity were collapsed and a mean 

computed for each. 

4.4.1 Compensation 

The respondents were asked to indicate whether they agreed or disagreed on the given 

tatement on com pen ation a a motivating factor at K B. 'I he respon es were 

collap ed and mean for each wa computed. 
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Mean SD 

The benefits provided b) my rgani ation inf1ucnce my work 4.3269 0.9758 

Am well compcn atcd r r m .Cr i CS 4.2358 0.1483 

f--
The organisation pr 'i ks ad 'quatc benefits apart from 4.0326 0.8965 

compensation. t.: .g. h~.llth insurance, sick leave, maternity leave 

Tnhlc 4A-1 ompcn ation 

It was ddcrmined from the study that shows that employees at the bank agreed to the 

·tatcment that the benefits provided by the organisation inf1uenced their work as this 

ttained a mean of 4.3269 and a SD of 0.9758 they also agreed to the statement that 

they were well compensated for their services as a mean of 4.2358 and SD of 0.483 

the respondents also agreed to the statement that the organisation provided adequate 

benefits apart from compensation as a mean of 4.0326 and a standard deviation of 

0.8965 were obtained. In conclusion the employees at KCB could be perceived as 

being comfortable with their compensation package and this increases their 

productivity. 

4.4.2 Conducive Working Environment 

The employees ,.,·ere asked to indicate whether they agreed or di . agreed on the 

tatements on conducive working environment being a moti ation factor at K.CB. 

Re pon e were collapsed and mean for each computed. 



. Mean so 

Conducive work environment i offi r d in my organization 4.9632 0.1376 

Support from superior and -w rkcr gets me motivated 4.8632 0.2465 

My organisation has a work~r rri ndl corporate culture 3.9654 0.1354 

,, . . 
Inble 4.4-2 - mulm I\ t "n1 kin l•,nvh onmcnC 

The stud) ~:stulli ·hcd that the respondents agreed to the statement that conducive 

work emir nment \\as offered in the organization as a mean of 4.9632 and a SO 

0.1 76 wa obtained . They also agreed to the statement that supports from their 

uperior and co-workers gets them motivated this attained a mean of 4.8632 and SO 

of 0.2465, the respondents also agreed to the statement that their organisation had a 

worker friendly culture as this statement attained a mean of 3.9654 and SO of 0.1354. 

This could mean that the respondents viewed to conducive work environment as a 

strong motivator that would increase productivity at KCB. 

4.4.3 Interesting and Challenging Work 

The employees were asked whether they agreed or disagreed on statements on 

interesting and challenging work. Responses were collap ed and mean for each 

computed. 

I con ider my job appealing 

1 con ider my job challenging and exciting enough to motivate 

me 



The study established that the respondents agreed that their jobs were appealing as 

this attained a mean of 4.3265 and a D of l . 657. The respondents also agreed that 

they considered their job · hallengin ' and exciting enough to motivate them this had 

a mean of 4.0 65 md .'I r O.·Hl98, they also agreed to the statement that their jobs 

gave them tlp,wrtuniti u · their skill s and abilities this had a mean of 3.8398 and 

a SD or 0. 15 •- Thi h<' s that respondents attest to interesting and challenging 

work. a · a moti\at r at K B that increased their productivity. 

4AA Recognition 

The respondents were asked to indicate whether they agreed or disagreed on 

statements given on recognition as a motivation factor at KCB. The responses were 

collapsed and mean computed for each. 

Mean so 
In my organisation, praise is given judiciously and it relates to 4.6587 0.0354 

real achievements 

My organisation offers achievement bonuses 4.3695 0. 1369 
-My organisation acknowledges my work with the urgency it 3.2165 0.9326 

deserves 
. . 

Table 4.4-4-RecognttJOn 

1 
he study e tabli hed that that the re pondcnts agreed to the tatement that praise i 

given judiciously and often rdatc to real achievements this had a mean or 4.6 "87 and 

a 0 of 0.035-l. they a!. o agn.:ed with the tatement that they "en.: of Cered 

a hi \cment bom1 c thi had a mean of 4.369- und a D of 0.1 69 the rcsp ndcnts 

r n utr 1 on th t tern nt th t th ir organi ti n kn "led d thdr " rk "ith 



the urgency it deserved as this attained a mean of 3.2165 and a SD of 0.9326. In 

conclusion the statement on prai e being given judiciously, organisation offering 

achievement bonuses were agr ed to and th rc pondents being neutral on the one 

their work being ackno\\ lc lgetl "ith th' urg ·ncy it de crvcd. 

4.4.5 Trnininl! Op(Ulrtuniti' ' 

Employc~.:s w ·r · u-;k ·d t c aluatc training opportun ity ant extent to which it was 

u ·cd a· a motivati n factor at KCB. The responses were collapsed and mean 

computed [i reach. 

Mean SD 

In your opinion, training opportunities mcreases employee 4.9631 0.0675 

motivation 

The management provides opportunity for me to develop 4.7311 0.2564 

personally and professionally 

My organisation provides fair training and development 4.5421 0.0124 

opportunities 
.. .. 

Table 4.4-5- Trammg Opportumhes 

The study established that the respondents agreed on the statement in their opinion 

training opportunities increa ed employee motivation as this had a mean of 4.9631 

and a D of 0.0675. They al o agreed that the management provided opportunities for 

them to develop p rsonally and profcs ionally thi had a mean of 4.7311 and a 'l) of 

o.r6 . they al 0 agn:cd to the tatemcnt that their organisation provided l~lir training 

nd development opportuniti ~ thi attained a mean or 4.-421 and u D oi'O.O 12l 



In conclusion the respondents views training opportunity as a strong motivator and 

believe that by being given opportunity to develop professionally and personally, 

organisation providing fair training opportunities their motivation would be increased 

hence their productivit) at K B. 

4.4.6 .Job Sl·rurit)· 

Mean so 
!ti1ink. job ·ccurity pro ides me the necessary job satisfaction 4.8216 0.8657 

und motivati n 

My organi ation provides the necessary job security in terms 4.1658 0.9564 

of training and development opportunities 

I thinkjob security exist in my organisation 3.6568 1.3269 

Table 4.4-6- Job Secunty 

The study established that the respondents agreed to the thought that job security 

provided the necessary job satisfaction and motivation this attained a mean of 4.8216 

and a so of 0.8657, they also agreed that their organisation provided the necessary 

job security in terms of training and development opportunities this had a mean of 

4.1658 and a SO of 0.9564, the respondents were neutral about the thought of job 

security existing in their organisation as a mean of3.6568 and a 0 of 1.3569. 

In conclu ion the re ·pondent thought that job ecurit offered job ·ati fac tion and 

111 tivation, job ccurit wa provided at K B they \\ere neutral about job security 

c:i ting at K B thi mean that job c urit) tH.l the thought o it l: , i. tin , at K B 

8 our of m tiv tti n. 
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4.5 Employee Productivity 

The employees were asked to eYaluat employee productivity at KCB. They were 

asked to state whether th 'Y n 'reed or di agreed on statements on employee 

productivity. The rcspon 'l:S " r' ·o lla1 sed and mean for each was computed. 

Mean SD 
1-

I belie 1.: m) pr ducti it is high 4.9621 0.6491 
i-
I am rare\) ub ent from work and always avoid grievances at 4.9331 0.0023 

' ork 
I am ah\ays out to achieve all the goals set in my organisation 4.7681 0.2365 

to achieve higher productivity 

I believe that I put maximum effort to increase my productivity 4.6593 0.0145 

I perceive the managers in my organisation to be fair and 4.3265 0.1436 

supportive this reduces my turnover chances, absenteeism and 

tardiness 

I am always efficient and effective tn all that I do tn the 3.6831 0.9651 

organisation 

I always bring about creative ideas to the organisation that are 3.1641 1.3486 

beneficial and increases productivity 

I believe that my labour cost matches my productivity 3.0136 1.3486 
-

Table 4.5 -I-De ree to Which theRe g p ondent A reed on E g , mployee Produch\ 1t :~t K B 

'I he tudy ought to determine whether the respondent agreed or disagreed on and 

employee producti ity at KCB. It ' a determined that the rc pondents agreed that 

their productivity wu , high as thi had a mean of 4.9621 and a [)of 0.649\, thcy also 

r d th t they \H.:n:: rard) b cnt from \\Ork and al\\ ys avoided grievan cs this h 1d 

m n l nd [) \ •reed tll'tt th \\ rc 



always out to achieve all the goals set by their organisation to achieve higher 

productivity this had 4.7681 and a 0 of 0.2365 , they also agreed that they put 

maximum effort to increa e th ir pr ducti ity thi had a mean of 4.6593, and a SO of 

0.0145 . 

The respondents al 11 1 'I • I to the statement that they considered the managers at 

their orgnniso lit1n 1 t,\ir and supporti ve and thi s reduces their turnover chances, 

ub ·cntccism and tardine . this attained a mean of 4.3265 and a SO of 0.1436, the 

respondent al o agreed to the statement that they were efficient and effective in all 

that the did in the organisation this was justified by a mean of 3.6831 and SO of 

0.9651 , they were neutral on the statements that they believed that their labour cost 

matched their productivity as this 3.161 and a SO of 1.6587 and that they always 

brought out creative ideas to the organization that were beneficial and increased 

productivity this had a mean of3.0136 a SO of 1.3486. 

In conclusion, the study established that productivity increa e or decrease at K B 

depends on how motivated an individual employee is this because if an employees 

considers their environment at work conducive, perceives compensation a fa ir 

depending on his or her output, believes that the opportunitie fo r development are 

offered. job ecurity is guaranteed and management recogni es and reward their 

effort , thi. incrca es their motivation and hence producti ity. '1 hi also sh(m that 

produ tivity at K B i highly dependent on motivation as the higher the motivation 

the higher the productivity und vice versa i true. K B . hould thercforr..: in rr..:a c or 

their mplo) cr..: productivity. 



4.6 Relationship between Motivation and Employees Productivity at KCB 

To establish the relation hip that c. istcd b't\ ccn motivation factors and employee 

productivity at K B, Pear · n m )tncnt orrclation coefficient was used. This study 

needed to establish th r ·lati nship between the independent variables and the 

dependent variubl ·. 1 " ·II th' relationship between the independent variables 

tlu.:msdv~.: s. 'I h' · ) ·I ti i ·nt of correlation (r), determines the degree (strength) of 

relation ·hi! and it · \'alue i · between -1 and I . J\ value 0 implies no relationship, I 

implic a perfect positi e relationship, -1 means a negative relationship. An absolute 

value of r between 0.5 and less than 1 implies a strong relationship between the 

variables. If the value r is greater than 0.3 and less than 0.5 then the relationship is 

moderate. The relationship is weak if the value of r is less than 0.3. 

The correlation matrix indicates that compensation was highly correlated with 

conducive working environment (.627) and also highly and positively correlated with 

interesting and challenging work as indicated by a coefficient of (.793). Employee 

productivity was highly correlated to compensation (.698) and conducive working 

environment (.735). The other results of the correlation analysis are shO\' n in table 

0 



Comp Conducive Interesti Employ Training Job Empl 
ensatio working ng and ee opportu sec uri oyee 
n environm chnll ng recogni nities ty produ 

nt ing ' ork tion ctivit 
y 

Compensation 1 
Conducive .6 7* I 
working 
environment _ 
Interesting md .79~ .40 I I 

challenging 
work 
Emplo ' t:c .778 .644** .688** I 
recognition 

1---, . . .774** .558** .757** .599** 1 1 rmnmg 
opportunities 
Job security .884** .659** .645** .586** .634** 1 
Employee .698** .735** .688** .733** .722** .688* 1 
productivity 

Table 4.6-1 Correlations between compensation, conducive working environment, interesting anti 
challenging work, employee recognition, training opportunities, job security and employee 
productivity 

*. Correlation is significant at the 0.05 level (1-tailed). 

Regression analysis is utilized to investigate the relationship between a range of 

variables, these including an error term, whereby a dependent variable is expressed as 

a combination of independent or explanatory variables, and "the unkno' n parameters 

in the model are e timated, using ob erved alues of the dependent and explanatory 

variables" ( toodley, Lewi and tainton, 1980: 35). Multiple li near regress ion 

nalysi wa the technique used to tc t the hypotheses. 'I he following represents the 

regrc n equation, a cording to the general modclu ed to represent the relat ionship 

produ tivity the dep ndent variable (Y) a linear run tion of 

th ind pend nt v riabl '' ith t repr ~.:ntin the err r t rm. 'I he 1 lll " in , 
1 



represents the regression equation, accord ing to the model used to represent the 

relationship between employee productivity as a linear function of the independent 

variables (compensation, conduci\e working environment, interesting and challenging 

work, employee recognition, tnining OpJ ortunitic and job security) . 

The study regression m ) I ·I ",\ r ·presented as: 

Yi u 1 0. 96 ( 'P) I 0. 7 ( k.) 0. 93 (I W) + 0.89(ER) + 0.9 1 (TO) + 0.921 (JS) +e 
Where: Yi 

p 

CE= 

ICW= 

ER = 

TO= 

JS = 

l::. mpl ~ec productivity 

ompensation 

Conducive working environment 

Interesting and challenging work 

Employee recognition 

Train ing opportunities 

Job security 

The ~s in the above equation represent the estimated parameters as indicated above. 

Advantages associated with multiple regression analysis are that this process offer a 

more accurate explanation of the dependent variable in that more variables arc 

included in the analy is, and that the ''effect of a particular independent variable i 

made more certain, for the possibility of di torting influences from other independent 

variable i removed" (Lewi -Beck, 1986: 47). 

R R ttl. hrror of the 

0.7 
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Table 4.6-2 Regression Model Summary Results of compensation, conducive worldng 
environment, interesting and challenging work, employee recognition, training opportunities, job 
security and employee productivity. 

Predictors: (Con tant), c mpcns, ti n, ondu ivc working environment, interesting 

and challenging work, 'tn(l \ 1.'1.' n.: o 11lition, training opportunities, job security and 

employee prodtu.:tivtl\. 

From the rl.! ·ult · ·h \\n abo e, the model shows a goodness of fit as indicated by the 

coefficient of determination (R2
) with a value of 0.5523. This implies that the 

independent variables compensation, conducive working environment, interesting and 

challenging \ ork, employee recognition, training opportunities and job security 

explain 55 percent ofthe variations of employee productivity. 

From Table 4.6-3 the variable 'training opportunities' has the most statistically 

significant coefficient as indicated by a t-ratio of 1.492. This implies that a one unit 

change in training opportunities will change employee productivity by 1.492 units. 

There is also a positive relationship between employee productivity and conducive 

working environment with a statistically significant coefficient as indicated by a t-

ratio of 1.488. A one unit change in conducive \ orking environment ' ill change 

employee productivity by 1.488 unit . ompensation is a! o statistical!} significant as 

indicated by a t ratio of 1.399. Thi implie that the ix factor compensation, 

c nduch working en ironment, int resting and challenging work. cmplo) ~.:c 

r niti n. training opp rtunitic and job c urity have great impact on c.:mplO)CC 

pr u tivit) in c mm r i I b nk limit d. 



Unstandardi Standardized t-va lues t- Significanc 
zed oefficicnt critical e 
Coefficients ...__ 

td . Beta 
[ <fr(f 

(Constant) 4.55 -1 . - 0.922 1.677 0.472 
Compensation 1. i22 0.96 1.399 1.677 0.375 

1.344 - 1-Conducive 1.7 ~ ((: 0.67 1.488 1.677 0.041 working 1.354 
cnvironnH:nl -lntcrc ·ting and 1.663 0.93 1.398 1.677 0.0342 challenging 1.146 
work 
Emplo ee 1.33 1.167 0.890 1.421 1.677 0.053 recognition 
Training 1.45 1.223 0.910 1.492 1.677 0.564 opportunities 
Job security 1.56 1.367 0.921 1.421 1.677 0.0345 Table 4.6-3 RegressiOn Results of the RelatiOnsh ip between compensation, conducive working 
environment, interesting and challenging work, employee recognition, training opportunities, job 
security and employee productivity 

NB: T-critical Value 1.677 (statistically significant if the t-value is less than 1.677: 

from table ofT-values). 



CHAPTER FIVE: 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

5.1 Introduction 

This chapter giws u sumnhtr~ and ·on ·tusions of the research paper. H also offers a 

number or n.:conlllll'lll tli~ n us ·ful to bank managers, scholars, planners, policy 
makcrs uml ollt~.:r lank '' h ma want to implement relationship between motivation 
pructil:e, und emplo. ee productivity. 

5.2 Summary 

The purpose of the study was to establish the perceive relationship between 
motivation factors and employee productivity at the KCB. The study interviewed all 
the age groups in the bank which represented a normal curve. The findin gs also 
showed that a large percentage of employees had university degrees and above and 
this showed that most of the bank employees were graduates. The study also 
established that most of the employees had worked with the bank for between I and 5 

years. 

The study e tablished the motivating practices used in KCB were compen ation, 
conducive working en ironment, interesting and challenging work, recognition, 

'I raining opportunitie which they considered mo t preferable and trongly alued and 
could k:ad to high productivity, job security wa ho\\ ever voted for as a motivator hut 

th r p ndcnt did not bdic\c that it c. isted at K B hence was not voted a strong 



motivation factor as the respondents were not ure that the organization offered job 

security. 

It was established that the rc ·p ndt.:nts ngn:ed that they were well compensated for 

their services: they nlso 1 •r 'l' I t~) thl: statement that the organisation provides 

adequate benefits tp;trt fl· )Jl\ ·~ mpl!nsation, e.g. llealth insurance, sick leave, annual 

leave, mntcrnily I 'a' · ·tc. the · al o agreed to the statement that the benefits provided 

by the orguni ·ati n intlucnced, they also agreed that their organisation offered 

conducive " rk en ironment they also agreed that. Support from superiors and co­

worker get me moti ated they also agreed that their organisation had a worker 

friendly corporate culture, they also agreed that praise was given judiciously and was 

related to real achievements. The respondents also agreed that the bank offered 

achievement bonuses. 

It was established that the respondents agreed that the management provided 

opportunity for them to develop personally and professionally, they also agreed t that 

training opportunities increased employee motivation, also agreed that the 

organisation provided fair training and development opportunities. It was e tabli hed 

from the study that the re pondents thought that job ecurity offered them the 

nece sary job ati faction and motivation respectively. 

'I he rc pondt.:nt ''ere neutral on the tatement that job curit e. is ted in their 

rgani ti n the) were al on ·utral on tht.: stakmt.:nt that tht.! bank acknowledged their 

,., rk 'ith th urgcn y it rt.: tuir d. 



Most of the respondents indicated that they were neutral on the efficiency and 
effectiveness in all that they did in the organi ation as well whether their labour cost 
matched with their producth it) . Th~ r~spondcnt were also neutral on the statement 
that they always brought lbt)lll ·r~ati ' ideas to the organisation that are beneficial 
and increases its produ ·ti\ it~ . I h' Pearson moment corre lation coe fficient was used 
to cstab lbh the p~1 ·· ill· r lationship between motivation factors and employee 
productivity at K. B. The correlation matrix indicated that compensation was highly 
correlated with conducive ' orking environment (.627) and also highly and positively 
correlated ' 'ith interesting and challenging work as indicated by a coefficient of 
(.793). Employee productivity was highl y correlated to compensation (.698) and 
conducive working environment with a coefficient of (.735). 

5.3 Conclusion 

The bank compensates thei r employees well and this really boosts their productivity 
as when people are paid well they are able to live well and are able to meet their daily 
needs, concentrate at their places of work, and accomplish the tasks assigned to them 
(Lawler, 1971). Perceived going rates will also increase levels of productivity and 
efficiency among the employees. It was determined from the tudy that the bank 
provided a conducive working en ironment a this determined the output pro ided b)' 
the emplo) ce and thi is in line with the tudy done by heng ( 1995) noted that a 
good working en ironment mean upport from upcrior . a quality workplace, 
friendl y o-worker and n.: pcct from the superior . 

7 



Interesting and challenging work was provided by the bank and this really motivated 
the employees to increase their skills. Recognition and the training opportunity are 
very vital in the role modelling of the emplo ee and it was determined that the bank 
provided them to their employee· nnd thi . really made them motivated in carrying 
their duties and responsibilities. 

5.4 Rccommcndution from the tudy 

The study n.:commend that compensation as the key motivator and for high output 
from the cmplo) ee ·. organizations should be compensating their employees 
handsomely as this would boost their morale which would lead to high rates of 
effectiveness and efficiency. Organizations should provide conducive work 
environment for their workers as this would increase their output levels as well as 
provision of interesting and challenging work to look forward in order to increase 
their skills and competency. All organizations should be providing recognition and 
training opportunities to their employees as this would lead to high efficiency and 
effectiveness. 

5.5 Suggestions for Further tudics 

This study focused on perceived relationship between motivation practices and 
employee productivity in Kenya commercial bank limited. To this end therefore the 
same study hould be carried out in other bank and non-banking organizations in the 
country to find out if the same re ults would be obtained. 'l he i1c of the sample used 
in th tud wa 200 the size :;hould be increa ed in other sub equcnt ~tudil.: that 



would be conducted on the same topic as this would provide wider information 
perceptions. 
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APPENDIX 1: QUESTIONNAIRE 

General information 

1. Respondent's name: 

2. Department: 

3. Designation 

Section : Buckground information (please put an X in relevant box) 
I. Whut i, your age bracket? 

20-30 years ] 
30-40 years [ ] 
40-50 years [ ] 
Above 50 years [ ] 

2. Which is your highest academic level? 
Secondary certificate [ ] 
College diploma [ ] 
University Graduate [ ] 
Post graduate [ ] 

3. For how long have you been an employee ofKCB? 
Less than l year [ ] 
1-5 years [ ] 
5-l 0 years [ ] 
Above l 0 year [ ] 

ection B: Employee 1otivation Practice 
4. State to "hat c. tent do you agn.:c with the following tatcmcnt: Key: I trongly 

ui ·1gr c 2 Di agree, 3 nuccidcu, 4 Agree and 5 trongly agn.:c (plea c put an • ' 
a appr priatc . 
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i.) Compensation 

1 2 3 4 5 
I am well compensated for my er icc 

My organisation provide adequate benefit aside from 
compensation, e.g. llculth in. urnn 'C, sick leave, annual leave, 
maternity leave 

-The benefits provi btl y m ( r 1ani ·ation innucnce my work? 
-

ii.) Conducin Working Environment -- -
1 2 3 4 5 1--

onducive \\Ork environment is offered in my organization 
Support from uperiors and co-workers gets me motivated? 
My organi ation has a worker friendly corporate culture 

iii.) Interesting and Challenging Work 

1 2 3 4 5 
I consider my job appealing t-

I consider my job challenging and exciting enough to motivate 
me 

My job gives me the oppurtunity to use my skills and abilities 

iv.) Recognition 

1 2 3 4 5 I - --My organisation acknowledges my work \ ith the urgency it 
de er es 

- - - - 1-
ln my organisation, praise is given Judiciou ly and it relate to 
real achievements 

My organi at ion ofter achievement bonu e 

7 



v.) Training Opportunities 

. 1 2 3 
The management provides opportunity for me to develop 
personally and profc sionall) 

- --My organisation pro\ ide fuir training and development 
opportunitic 

f --
opinion. In my tr.1inin , opportunitic increases employee 

motivation 

vi.) Job ~ ccurity 
--

I 2 3 ----
I thinkjob ecurity exist in my organisation 
My organisation provides the necessary job security in terms of 
training and development opportunities 
I think job security provides me with the necessary job 
satisfaction and motivation 

Section C: Employee Productivity 
5. To what extent do you agree with the following statements on the relationship 

between motivation and employee productivity at KCB? Key: strongly 
disagree, 2 Disagree, 3 Undecided, 4 Agree and 5 strongly agree (please put an X 
as appropriate). 

1 2 3 I believe my productivity is h!g_h 
I believe that i put maximum effort to increase my productivity l am rarely absent from work and always avoid grievances at work I perceive the managers at my organisation managers as fair and supportive this reduce my turnover chance , absenteei m and tardiness 
I am alway out to achieve all the goals ct in my organisation to achieve higherproductivity 

I am alway efficient and effective in all that I do Ill my organisation 
I believe that my labour cost match~ with nw productivity. I alway bring about creative idea to my organi ation that an.: benefic ial and increases it 's r.roductivity 

5 

4 5 

4 5 

4 5 -


