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Abstract

The objective of the study is to assess the relationship between Employee Motivation and
Employee Performance (EP). In this study, the researcher adopted a descriptive research desig
The primary data was collected from the managerial and operating level employees at the hea
office of Nepal Electricity Authority (NEA) through a structured questionnaire using Five Point
Likert Scale. The study used a quantitative research design and applied stratified and judgmenta
sampling techniques combinedly. The total number of populations from NEA was 566. The
sample size of the study was 181 employees. However, 300 questionnaires were distributec
considering the pandemic of COVID-19 and sampling error. Reliability tests were computed in
this study. Reliability was ascertained by calculating Cronbach’s Alpha from the pilot study.
Data were analyzed based on descriptive and inferential statistics. Means and standard deviatio
and correlation and regression analysis were used for data analysis. The model summary
indicates that the model has not sufficient power to fit the given data set in the multiple linear
regression model. ANOVA indicates the statistical and significant prediction of the outcome
variable in the regression model. Since the p-value is less than the significance level, there is ¢
statistically significant relationship between motivation and EP. The regression coefficient
indicates that there is a positive and moderate relationship between them. It can be conclude
that motivation moderately enhances EP. Promotion pays, and recognition is the main motivation
factors for employees at NEA. The study will be useful for policymakers such as in
governmental, state-owned enterprises, and even the private sector. Further research can &
conducted on other public and private sectors. Employee commitment, training, job satisfaction,
etc., can be other dimensions to explore the effect of employee motivation

Keywords motivation, employee performance, factor, effect
Introduction

In a present technological, globalized, dynamic, and highly competitive situation
organizations are required to motivate their employees to achieve competitive advantage and, ir
turn, organizational goals(Dobre, 2013 & Ahmad, 2012). To increase performance, the
organization should make an effective and strong association with their employees and guide
them to work accomplishment (Albeit, 2015). If employees are not appropriately inspired and
satisfied the company cannot achieve its targets (Bartol & Martin, 1998). Management is getting
things done through other people. To do so a manager needs to motivate employees
Demotivated employees do not like to contribute their best to the company, but rather try to
cheat their company in different forms like long lunch and tiffin time, delays in their work, etc.
(Shanks, 2012). Employees are an organization’s human resources or assets which are influence
by employee motivation. Motivated employee can seriously perform their duties efficiently and
effectively to attain EP that leads to organizational objectives. Employee motivation, therefore, is

eI g X



Sahayaatra Vol. 5 30

the best tool for performance. Adequate salaryvaages and benefits can play significant roles
to boost EP (Muogbo, 2013).

Motivation is defined as a complexity of forces ttlaspires and creates willingness
among employees to perform jobs effectively so thi@anization can attain its targets by
utilizing its potential (Ekundayo, 2018). “Motivati can be defined as the willingness to exert
high levels of effort towards organizational goatsditioned by the effort’s ability to satisfy
some individual goal” (Robbins, 1999). This defimit mention three important components-
effort, organizational goals, and needs. Motivatiospires, energizes, and directs individual
behaviour to goal attainment. Motivation helps improving productivity, total quality
management, efficiency, and creativity (Agrawall20

Customer is the king of business organizations.cEgprganizations have to spend a
huge amount of money to attract, satisfy, and nmbken loyal. The customer views toward an
organization mostly depend on roles played by epgae to the customers. Because employees
and customers are interconnected and interactdd egith other in organizational transactions
like buying and selling process of goods and sesvién this way, an organization's image and
reputation rely on the behaviour and relationstepsMeen employees and customers. So, the
organization should be sensitive toward employegvaiion (Zammer et. al., 2014). Individual
motivation is a psychological force that can drared inspire an individual to perform better in
an organization so that both individual and orgaimimal performance can attain comfortably.
Organizational performance is the attainment ofinizational aims and consequences through
coordination and cooperation of employees in grouipe knowledge and competencies of the
employees in achieving these aims and EP are ezfjiPatel, 2013). It is the basis for
employees' rewards (Agrawal, 2015). Hence, emplogestivation and performance are
correlated with one another. He mentions much Use$s of performance appraisal. It, for
example, is essential in deciding reward managenigihing and development, promotion,
performance improvement, transfer, and terminatiecisions. Although performance appraisal
is an important aspect of human resource managemeptlese HRM has not given adequate
priority to performance appraisal. It is used diolypromotion (Agrawal, 2015).

Problem Statement

This study will be significant to different orgaations and management in helping them
in knowing various kinds of motivational factorsrfbetter performance and the effect of
employee motivation on the performance of the eggdoin an organization. Performance
appraisal is a vital instrument to evaluate howlveel employee bears their duties and
responsibilities and meets their objectives. Betdhs a dearth of studies on whether motivation
directly impacts EP or not (Wijesundera, 2018).ietleough many kinds of research have been
conducted relating to motivation, negligible hagtearried out on the influence of motivation
on EP meaning that emphasis goes on techniques otifvation (Dinler, 2008). Unfair
organizational policies, poor working conditionsysacured jobs, and tight supervision create
labour turnover, absenteeism, and delays in woikhyhn turn, creates problems and challenges
in employee motivation (Maam, 2009). In the castlBA, employees are particularly perceived
as lacking non-financial incentives such as redogmi fairness, equality, advancement,
freedom, etc. which are key factors to motivatenthe NEA. Ozona (2013) indicates that
various motivational techniques may necessarilpd@pted for divergent regions, societies, and
cultures, however, it is challenging. Maah (200@}tes regarding the challenges of motivation
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are to decide about the appropriate time for motima the kind of motivation i. e. financial or
non-financial, and the level at which the employaest be inspired. Therefore, the research
guestions of the study are:

1. What is the relationship between motivation and leyee performance at NEA?
2. What are the motivation factors at NEA?

Objectives of the Study
The objectives of the study are:

1. To assess the relationship between motivation &dtENEA.
2. To identify motivation factors at NEA.

Review of Literature

Koontz (1990) and Armstrong (2001), see perforeaas efficiency and effectiveness
directed at the company’s aims, and employee dégtiaimed at things done. Kane (1996) views
it as a tangible outcome. Bernardin (2007) sayfopmance is the end point of any performed
task that is aligned with results. Ekundayo (20&8)phasizes the necessity of building strong
environments. Performance is the result of emplapetivation. Agrawal (2012) focuses that
job performance as a function of employee abilitgl enotivation. The equation is:

Job Performance = Ability x Motivation

Employees will not use abilities without motivatioRerformance is inevitable for
productivity and quality improvement. EP is assdsbased on performance appraisal or
evaluation. It evaluates the relative worth, sttepgnd weakness of each employee in the
organization. It is the basis for offering rewatdemployees (Agrawal, 2015).

There are following several motivational theorig®olfbins, 1999, Griffin, 2013, &
Stoner et. al., 2000) relating to motivation tham ©e linked to this study:

i. Maslow’s needs hierarchy theory
ii. Two-factor theory

iii. McClelland’s theory

iv. ERG theory

v. Theory X and Theory Y

According to Maslow’s needs theory, Abraham Maskiated that a person is motivated
to meet five needs which are physiological, safetgjal, esteem, and self-actualization. Maslow
says that these levels of needs constitute a blgraHowever, researchers and critics found
shortcomings and defects in the theory that fivedrichies of needs are not always needed and
the order of the hierarchy may be different. In ldte 1950s, Frederick Herzberg concluded in
his research two-factor theory i. e. hygiene faétlissatisfier) and motivating factor (satisfier).
According to him person may be satisfied, dissetisfand sometime in between. Hygiene
factors include pay, security, relationships, peasdife, supervision, working conditions, etc.
these factors only remove dissatisfaction. Howevbe, opposite of dissatisfaction is not
satisfaction.

On the other hand, motivation factors include redagn, work itself, responsibility,
advancement, and growth. These factors motivatatsfy employees. This theory is also not
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without criticism. Clayton Alderfer developed threategories of theories-existence needs,
relatedness needs, and growth needs ((Stoner, 2080).

David McClelland and his associate propounded Mi€id's theory. This theory
stresses three needs- achievement, power, andtadfil Douglas Mcgregor developed two
different opinions of people. One is a negativewishich is called theory X and the other
positive view which is called theory Y (Robbins,989. He states the motivation process in this
order: 1) unsatisfied need 2) tension 3) drivessédarch behaviour 5) satisfied need, and 6)
reduction of tension. Maslow’s theory also suggésas only unsatisfied needs motivate people.
Motivation begins with a need. Need activates drive

A study by Wijesundera (2013) discovered that naitbn and EP are positively
correlated. Employee motivation seems to be arctfe tool in enhancing EP and achieving
organizational objectives and consequences. Thiinfis referred that pay, promotion, and
performance appraisal are the key tools for em@ayetivation and EP. It is also concluded that
working condition is the most crucial non-financialotivator and salary is the highest
motivating factor in the bank (p. 48). A study Alwedyan (2021) concluded that there is a
strong relationship between employee motivation phgsical employee performance. Morale
motivation is stronger than physical motivation.aDk& Mustafa (2012) investigated that the
most motivational factors are fair pay, comprehemshealth care benefits, and work
surroundings. Gyimah's study (2014) suggested d&maployee motivation influences EP and
productivity. A study by Ekundayo (2018) discovetbdt motivation was the major factor that
affected EP. Furthermore, the study showed a dsteahg, and positive relationship between the
motivation of employees and their performance. fpe of motivation determines the level of
performance of the employee. When positive motivativas efficiently, skillfully, and
effectively applied, the level of EP increased amck versa. The finding indicated that key
drivers of motivation are employee participationnde benefits, bonus, rotation of employees,
and promotion.

Kemoh's results (2016) indicated that companies mid pay monetary rewards to
motivate their employees. The research demonstthtgdJNICEF Somalia used non-monetary
factors to influence employees such as recognitdmegision-making roles, promotion, and
flexible working hours. However, the research résgathat money is a crucial incentive.
Another motivating driver for employees is trainiagd development. However, job design
could not influence them positively. Zameer et, €014) inferred that employee motivation
significantly plays a vital role in influencing EiR the beverage industry of Pakistan. The
findings remarked that motivation enhances EP andnaatically accomplishes organizational
objectives. They further state that Maslow’s hielngr of needs and Alderfer’s existence,
relatedness, and growth theories should be appliéd: willingness of the highest-level
management motivation is necessary to boost EP.hMa2809) concluded that the most
important motivating factor is the pay system damehtjob security, promotion, and relationship
among others. The higher the pay, the higher theivaimn, hence leading to sound
performance. In contrast, the lower the pay, theelothe motivation hence leading to poor
performance. Maah's study 2009) found that theresdme association between employee
motivation and EP in the Kenya Red Cross SocietthatGarissa branch. According to the
findings, impacts of motivation include commitmermgduced labour turnover, reduced
absenteeism, improved communication, and high raa@along others. Shrestha (2021) inferred
that both intrinsic and extrinsic factors motivai@ployees at Padma Kanya Multiple Campus,
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Kathmandu. Pays and job safety are the main maottydiactors. Self-respect and promotion are
also significant motivating factors for adminisivatemployees at the campus.

Research Gap

Even though there are a few studies performed abwiivation and EP, there is a
scarcity of research performed in the public wtikector of public enterprises especially in
Nepal particularly in NEA under study. Furthermdhesre is no consensus among researchers on
whether the motivating factor is monetary or nometary or financial or non-financial for
employee motivation and performance (Uzonna, 20M3. results vary from one another. Some
findings are in favour of pay and some are agdimstinfluencing EP.

Conceptual Framework of the Study

Based on previous and Akram’s (n. d.) researcHdlh@wing conceptual framework has
been designed:

Figure 1
Conceptual framework

\ 4

EmployeeMotivation Employee Performance

Independent Variable
In this study employee motivation is the independaniable.
Dependent Variable
Employee performance is the dependent variableeofdsearch study.
Research Hypothesis
H1: There is a relationship between employee mtitimeand employee performance.
Methodology

In this study, the researcher adopted a descripséisearch design. The primary data was
collected from the managerial and operating levgbleyees at the head office of NEA through
a structured questionnaire using Five Point Lil&rale. The data were entered into Microsoft
Office Excel, and then Statistical Package for &loS8cience (SPSS) version 26. The total
number of populations from NEA was 566. The sangite of the study was 181 employees.
However, 300 questionnaires were distributed camsid the pandemic of COVID-19 and
sampling error. The respondents for the quantiasitudy were selected by applying stratified
and judgmental sampling techniques combinedly. Dhservation was applied to collect
gualitative data for motivating factors. Information motivating factors was also taken from
empirical evidence. Reliability tests were complutethis study. Reliability was ascertained by
calculating Cronbach’s Alpha from the pilot stufata were analyzed based on descriptive and
inferential statistics. The descriptive analysi€ludes means and standard deviation and
inferential analysis includes correlation and regi@en approaches were used.
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Results and Discussion

This section includes analysis of data, reporting findings, interpretation, and
conclusion of the study.

Results

Results include the following analysis and repagyif findings:
Reliability Test

Cronbach’s alpha also known as Coefficient alphahis most popular measure of
reliability test used in this research presentegin below:

Table 1

Reliability of Data of Employee Motivation and EP

Variables/constructs No. of Items Cronbach’s Alpha
Motivation 4 0.817

EP 19 0.960

Table 1 shows that motivation and EP have Cronisaghpha 0.817 and 0.960.
Descriptive Statistics

Descriptive statistics used in this study includeams and standard deviation, which are
shown below:

Table 2

Means and Standard Deviation of Employee Motivadiod EP

Variables Mean Standard Deviatic
Motivation 3.6¢ 0.70¢

EP 412 0.525

Table 2 exhibits that the mean and standard dewiaif motivation are 3.69 and 0.708
respectively. On the other hand, EP (dependeravia has a mean score of 4.12 and a standard
deviation of 0.525.

Correlation Analysis

For the relationship between motivation and EPretation analysis is performed. The
results are as follows:

Table 3

Pearson Correlation Across Two Variables

Construct EP
Motivation 0.503

*, Correlation is significant at the 0.01 leveltgled)

Table 3 shows a statistically significant and pesitorrelation between motivation and
EP.
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Regression Analysis

For the relationship between Employee Motivationd dBP regression analysis is
performed. The analysis includes a model summaNQ¥A, and coefficient. The results are as
follows

Table 4

Model Summary

Std. Error of the
Estimate

1 0.503 0.253 .249 .614

Notes:

a. Predictors: (Constant), EP

Model R R Square Adjusted R Square

Table 4 shows that the value of correlation is B.5the R Square is 0.253 or 25.3%. It
shows that there is a 25.3% variation explainetthéntotal variation of the EP by motivation.

Table 5

ANOVA
Model Sum of Squares df Mean Square F Sig.
Regression 22.884 1 22.884 60.733 .000
1 Residual 67.447 179 377
Total 90.331 180
Notes:

a. Dependent Variable: Employee Motivation
b. Predictors: (Conant), Ef

Table 5 expresses that the multiple linear regoassiodel (F = 60.733, p-value < 0.010)
predicts the EP is significantly well-fitted to thaven dataset.

Table 6
Regression Coefficient

Unstandardized Coefficien Standardize

Model Coefficients t Sig.
B Std. Error Beta
(Constant)  2.745 0.180 15.268 .000
Motivation 0.373 0.048 0.503 7.793 .000
Notes:

a. Dependent Variable: EP
b. Independent Variable: Employee Motivation

Table 6 depicts that motivation has a positive stadistically significant coefficient of
0.373 (t = 7.793, p-value < 0.01).
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This functional aspect shall be transformed int@@nation model as given below:

Y=0+B1X1+u Where,
Y = EP (Dependent variabley;= Alpha; 1= Coefficient of Employee Motivation
X1= Employee Motivation; anqu= error

Based on the coefficients, the regression equdtiorthe EP can be written as Y =
2.745+0.373X144. The regression coefficient of Employee Motivatier®.373. This illustrates
that a 1 unit increase in Employee Motivation wiling 0.373 in EP.

Discussion

Employees are an organization’s human resourceassets which are influenced by
employee motivation. Motivated employee can sehoperform their duties efficiently and
effectively for attaining EP that leads to orgatim@al objectives. Employee motivation,
therefore, is the best tool for performance. Thisdg will be significant to different
organizations and management in helping them invkmp various kinds of motivational factors
for better performance and the effect of employeativation on the performance of the
employee in an organization. Performance apprasabital instrument to evaluate how well an
employee bears their duties and responsibilitiesraaets their objectives. But there is a dearth
of studies on whether performance appraisal direiatipacts EP or not. Several motivation
theories can be applied in this study. These arsldMés needs hierarchy theory, Two-factor
theory, McClelland’s theory, ERG theory, and Thedrgnd Theory Y.

Motivation and EP along with their different numbafr items have their Cronbach’s
alpha of more than 0.70. It indicates both conssrdave stronger internal consistency and
reliability. The mean and Standard Deviation oftiadion is 3.69 and 0.708 respectively. The
mean score is near 4 with a small SD of 0.70&\diciates that the employees seem to agree with
the statement that motivation can enhance thefoppeance. Since the mean score of EP is 4.12
with a small SD i. e. 0.525, EP can be better laydffiect of the motivation. Correlation analysis
shows that there is a significant linear, positiaed moderate correlation between motivation
and EP. This indicates that motivation can enhg@ecirmance.

R is multiple correlations (0.503) between motiwatiand EP in a regression model
summary. This indicates a moderate level of ratatiip between them to measure the influence.
The R Square is 0.253 or 25.3%. It shows that tleeee25.3% variation explained in the total
variation of the EP by motivation. It means 25,36ftcibution by motivation on EP. The rest,
74.7% is unexplained in this research. In otherdspother additional variables are important in
explaining EP that has not been considered inrfsigarch. This indicates that the model has not
sufficient power to fit the given data set in thaltiple linear regression model. As given in the
ANOVA table, p =0.000, which is less than 0.01, iiates the statistical and significant
prediction of the outcome variable in the regressimmodel. So, motivation is significant in
explaining the variance of EP. Motivation has gn#icant coefficient of 0.373 (t = 7.793, p-
value < 0.01). Since the p-value is less than Q.08 contribution of motivation is statistically
significant to the model. Motivation has a positiaed significant relationship with EP. The
unstandardized value of the table shows that midivehas a positive impact on EP in this
study. It indicates that the EP can increase By®when the motivation score increases by 1
unit. This study supports the study of Wijesund@@l13), Gyimah (2014), Maah (2009), and
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Ekundayo (2018) but does not support the studyaehéh (2016).Monetary and non-monetary
factors are considered as motivating factors ia #hidy. Pay is the most important motivation
factor among the monetary factors.

Conclusion

Even though there are a few studies conducted coingethe relationship between
motivation and EP, there is a scarcity of researafiormed in the Nepalese context, particularly
in Public Enterprises in Nepal. In this study, damsts have stronger internal consistency and
reliability. The mean and Standard Deviation oftiraiion and EP indicate better. Correlation
analysis shows a significant linear, positive, amolderate correlation between motivation and
EP. In a model summary, R indicates a moderatdiogethnip between them to measure the
influence. R square shows that there is a low lefreariation explained in the total variation of
the EP by motivation. This indicates that the mdued not sufficient power to fit the given data
set in the multiple linear regression model. ANOW#dicates the statistical and significant
prediction of the outcome variable in the regressimdel. Since the p-value is less than the
significance level, there is a statistically sigraht relationship between motivation and EP. The
regression coefficient indicates a positive and enaté relationship between them. It can be
concluded that motivation moderately enhances ER, promotion, and recognition among
others are taken as motivating factors in thisystud

Implication

First, the research findings are helpful for gomeental, state-owned enterprises, and
private-sector enterprises too to understand tlistieg state of employee motivation in their
respective organizations. This helps them to foateulpolicies and programs accordingly.
Because employee motivation practices are a crasf@ct to upgrade employee performance in
an organization.

Recommendation for Further Research

Since this study was limited to the Nepal Eledyiduthority of Nepal, further research
can be conducted on other state-owned enterprimkgi@/ernmental sectors like civil, teacher,
securities, etc., and even the private sector.oFadhfluencing employee performance can be
employee commitment, training, job satisfactiom, ,eind research studies can be performed on
these dimensions.

References

Agrawal, G. R. (2012)-oundation of human resource management in Néfahmandu: M. K.
Publishers and Distributors.

Agrawal, G. R. (2015)oundation of human resource management in Né&g@hmandu: M. K.
Publishers and Distributors.

Ahmad, M. Wasay, E. & Malik, S. (2012). Impacteshployee motivation on customer satisfaction:
Study of the airline industry in Pakistdnterdisciplinary journal of contemporary researich
business4 (6).

Albeit, M. (2015).The Role of Motivation on Employees’ Performandes Tase of Victoria Commercial
Bank of Kenya(Unpublished MBA, Thesis), United States Inteioval University, Africa.
Alwedyan, A. M. (2021). The impact of motivation employees’ performance at government agencies
in JordanAcademy of Strategic Management Jour@8al(2), 1-11. Retrieved from

https://www.abacademies.org/

eI g X



Sahayaatra Vol. 5 38

Akram, A. (n. d.)Impact of Motivation on Employee Performangetrieved from
https://www.academia.edu/32599220

Armstrong, M (2001)Handbook of human resource managem@&ht(ed) London: Kogan Page.

Bartol, K. M., & Martin, D. C. (1998)ManagementNew York, NY: McGraw Hill.

Bernardin, H. J. (2007Human resource management: an experiential approgata: McGraw-Hill
Publishers

Dinler, M. (2008).0Organization development techniques in relatiooriganizational structure.
Retrieved from http://sbmyo.uludag.edu.tr/08-sosgihdinler-9.html

Dobre, O. I. (2013). Employee motivation and orgational performancéeview of Applied Socio-
Economic Research(1), 53-60.

Ekundayo, O. A. (2018). The Impact of MotivationBR in Selected Insurance Companies in Nigeria.
International Journal of African Developmest (1), 31-42. Retrieved from
https://scholarworks.wmich.edu/cgi/

Griffin, R. W. (2013).Management: principles and practichiew Delhi: Cengage Learning Private
Limited

Gyimah (2014)The effect of motivation on EP in Phinphonrat s¢tod hailand (Unpublished
Master’s Thesis), Faculty of graduate school. Re&d from htps://www.academia.edu

Kane, J.S. (1996). The conceptualization and reptation of total performance effectivengdaman
Resource Management Reviéa(1)123-145

Kemoh I. m. (2016)The impact of motivation on EP in an organizatiarcase of UNICEF Somalia
support center, Nairob{Unpublished Master’s Thesis), United Statesrir@gonal University,
Africa. Retrieved from http://erepo.usiu.ac.kefvgam/handle/

Koontz, H. (1990)Essentials of managemeitew York, NY: The Free Press

Maah, M. M. (2009). The impact of motivation on EPcase study of Kenya Red cross society at
Garissa district, KenydUnpublished Bachelor’s Report), Kampala International University,
Kenya. Retrieved from https://ir.kiu.ac.ug/bitstream&1.12306/787

Muogbo, U.S. (2013). The impact of employee motdrabn organizational performance (A study of
some selected firms in Anambra State Nigertee international journal of engineering and
science2 (7) 70-80.

Okan, V. & Mustafa, E. (2012Wniversality of the factors that motivate the engples in the banking
sector of Northern Cyprugurkey

Patel, C., 2013The complete guide to stress managentgmtinger.

Robbins, S. P. (1999Qrganizational BehaviorNew Jersey: Prentice-Hall, Inc.

Shanks, N. H. (2012Management and motivatioAs cited in Jones and Barlett, 23-35. Retrievedfr
http:www. Skill2lead.com/Southwest-airlines-employee

Shrestha, R. K. (2021). Factor influencing employexgivation: A case study of Padma Kanya Multiple
Campus in Kathmandiribhuvan university journal36 (1), 146-160.

Stoner, J. A. F., Freeman, R. E., Gilbert, D. RO®.ManagementNew Delhi: Asoke K. Ghose
Prentice-Hall.

Uzonna, U. R. (2013). Impact of Motivation on Emyge’s Performance: A Case Study of CreditWest
Bank CyprusJournal of economics and international finanbg5).

Wijesundera, L. K. (2018)A study on the impact of motivation on EP: An evgitry case study on a
Dubai-based semi-government Commercial bédkpublished Master’'s Thesis), Cardiff
Metropolitan University, Dubai. Retrieved from
https://repository.cardiffmet.ac.uk/bitstream/had|

eI g X



	B___Final PDF __Sahayatra_Part29
	B___Final PDF __Sahayatra_Part30
	B___Final PDF __Sahayatra_Part31
	B___Final PDF __Sahayatra_Part32
	B___Final PDF __Sahayatra_Part33
	B___Final PDF __Sahayatra_Part34
	B___Final PDF __Sahayatra_Part35
	B___Final PDF __Sahayatra_Part36
	B___Final PDF __Sahayatra_Part37
	B___Final PDF __Sahayatra_Part38



