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ABSTRACT 

Generally, demotivated employees are likely to have their performance decreased in a 

given organisation. How employees are treated, perceived and how they feel about 

themselves and ultimately their output directly or indirectly has an impact on their 

performance and progress of the organisation. The success or failure of any given 

organisation as a matter of fact depends largely on its employees; therefore, human 

resources are very crucial to the organisation as they are the key to productivity and 

performance. It is thus important for organizations to establish motivational programs 

that improve motivation and consequently, performance of both the organization and 

the individual employee.  The main objective of this study was to examine the effects 

of motivation on the performance of employees using the case of First Allied Savings 

and Loans Limited, Adum branch, Kumasi. The study adopted both the quantitative 

and qualitative research design. The population of this study comprised all the 

employees of FASL Limited, Adum branch, Kumasi.  The sampling frame for this 

study comprised a list of all employees that work at FASL Limited, Adum branch, 

Kumasi. The sample size thus was 54 employees. The data collection instrument that 

was used was a tailor-made questionnaire developed by the researcher, particularly for 

this study. The study among others showed that motivation has a direct effect on 

employees‟ performance. In conclusion, managers should know that employees are 

motivated by both non-monetary rewards and monetary rewards; yet monetary reward 

was much desired. It is recommended therefore that, there is need for managers to 

have a comprehensive motivation scheme in all aspects of an organization as this is 

directly proportional to the output of the employees as well as the diversed needs and 

expectations of employees. 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background to the study 

Numerous researchers have given various definitions to inspiration particularly in 

connection to representative execution. In every one of these researchers definition, it 

is perceptible that the emphasis is put on the worker. Inspiration is characterized as 

the internal want that moves or prompts" (Resnick, 2007). Rakes and Dunn, 2010 

characterized Motivation as by and large saw as a procedure through which a person's 

needs and wants are gotten under way".  

 

Today numerous associations have structured better approaches to guarantee that their 

representatives' needs are not disregarded through the presentation of diversed 

systems that initiate inspiration conduct. Numerous organizations are grasping various 

strategies that are planned for keeping staff concentrated on their designated 

obligations and furthermore taking advantage of their abilities and skills with the 

objective of accomplishing the organization's define objectives and goals. A portion 

of the methods incorporate advancements, remuneration projects, grants and 

acknowledgment (Kimani 2015). Every one of these measures are being conveyed, in 

light of the fact that organizations are presently understanding that putting resources 

into your representatives is the best choice a business would ever make. At the point 

when the staff feels that the association thinks about them it is bound to interpret by 

they way they complete their work obligations. The representatives will be 

progressively self-propelled and enlivened to work superbly and deal with their 

customers, subsequently making a success win circumstance for everybody (Schwartz 

2013). Disregarding the necessities of representatives makes a fracture among them 
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and the administration and in most dire outcome imaginable workers arrive at their 

limit and either quit the place of employment or dissent in the lanes requesting a 

group of people with the administration.  

 

For the most part, the assessment of occupation execution has been set up on two 

fairly self-administering questions: that acquaintance can be comprehended 

comparative with the person's capacity to play out the undertakings, and that show 

depends absolutely upon the degree of inspiration (Chung, 2013). Execution 

appraisal is one of the most vital human asset (HR) practice, directed in relationship 

by which supervisors assess the presentation of subordinates (Neeraj, 2014). 

Aguinis, (2013) suggests that the purpose of assembly of the presentation appraisal 

is assessing and improving the legitimate showcase of the expert and also the future 

limit of the operator; it would like to gauge what a worker does. Execution appraisal 

is generally observed as one of the most fundamental human asset as far as possible 

(Judge and Ferris 2011).  

 

Research in execution evaluation has indicated that presentation appraisal attributes, 

(for example, evaluation reason and source) can move positive operator responses to 

execution appraisal and, which thusly, can invigorate masters to improve their 

introduction (DeNisi and Pritchard, 2016). Thusly, by concentrating on execution, 

execution evaluation goes profoundly of work control the board and sets out various 

destinations which are really subject for the Career improvement of agents and 

proceeded with headway and movement of the affiliations (Selvarajan and 

Cloninger, 2016). Expert turnover is an extensive issue that all relationship around 
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the globe face (Stanley, 2012). One of the parts that add to high worker turnover is 

demotivation (Mosley, Pietri and Mosley Jnr, 2012).  

 

There is a making understanding among boss and pioneers about the hugeness of 

joining productive inspiration moving forces to draw in mind boggling execution 

(Cole and Kelly, 2011). With the goal for relationship to meet their objectives, they 

should have a workforce that is goaded and advances toward accomplishing the said 

targets (Steers and Porter, 2011). Arousing workers is a test and keeping delegates 

animated is an astonishingly progressively basic test (Levy, 2013). It is never again 

enough to manufacture pay rates and imagine expanded execution; it is more 

marvelous than that (George and Jones, 2013).  

 

This appraisal will look at in subtleties the above positions by the different 

professionals as it creates a gander at the Results of Motivation on the Performance of 

Employees; a sensible assessment at First Allied Savings and Loans Limited, Adum, 

Kumasi, Ghana.  

 

Since the mid 1990s, the Financial Institutions non-Banking Law 1993 (PNDC Law 

328) has incited the Bank of Ghana (BoG) permitting up to 37 Savings and Loans 

Companies as at December 2017. The Savings and Loans, compelled to a predefined 

degree of associations, have organized themselves to be solid budgetary collaborator 

foundations for the Micro, Small and Medium Enterprise (MSMEs) and people. They 

are usually incredible in microfinance and little scale intermediation, utilizing various 

microfinance philosophy. The Savings and Loans have been best in arriving at 

gigantic measures of savers, on account of a confined degree to their zone in urban 
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and peri-urban areas. Regardless, much as the Savings and Loans have been viewed 

as fundamental associates as far as Ghana can tell to money related circuit; and they 

have increased immense ground, there is up 'til now a real moving district to 

investigate to the upper rungs of the stepping stool in financial thought for the more 

noteworthy individuals,  

 

First united together is endorsed by the Bank of Ghana under PNDC Law 328 (1993) 

to give banking associations. It began practices on 25th September, 1996. First Allied 

started from Adum, Kumasi where its Head Office is sorted out. Set-up to perceive 

stores from people all things considered and give advances and credit associations to 

affiliations and customers. First Allied has become relentlessly during the time from a 

solitary branch in 1996 to more than 20 branches in Ghana. The affiliation has earned 

its current lucky status as a major Savings and Loans relationship in Ghana through its 

anxious crucial client focused associations and the relentless presentation of 

imaginative things which have become life savers to different SMEs and people who 

as of not long ago were restricted by the customary money related structure.  

 

First Allied has made money related combine for these idea little of SMEs through the 

presentation of the SUSU thought into standard banking. This progress grabbed the 

eye of the World Bank which presented on First Allied the Most Innovative Product 

Award in 2002. Without a doubt following the envisioned by First Allied Savings and 

Loans Limited and its long remaining in the money related industry, utilizing the 

relationship as an applicable assessment for such a basic subject for study is 

reasonable. It is in this light this assessment endeavors to take a gander at the impact 
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of inspiration on the presentation of workers at First Allied Savings and Loans 

Limited.  

 

1.2 Statement of the Problem  

In an altogether connected with, in general condition, affiliations are continually 

constrained to hold their workforce (Deci, 2013). Fundamentally proficient, solid 

and experienced agents are an essential resource for any alliance. Obviously 

fundamentally vivacious agents will without a doubt have high efficiency. In any 

case, as appeared by Certo, 2006, unprecedented execution is anything but an 

immediate aftereffect of inspiration just, yet what's more joins limit, that is, 

aptitudes, gear, supplies and time. It is enormous for executives and chiefs to 

comprehend what rouses specific workers, and not recognize a one-size-fits-all 

framework (George and Jones, 2013).  

 

Alliance exists to render several associations. For the relationship to meet its 

objectives, individuals are utilized in the connection to engage the relationship to 

meet its goals. Thusly, so as to guarantee that individuals utilized in the alliance 

perform ideally towards the insistence of real goals, they should be invigorated to 

work. Arousing individuals to work incorporates watching out for their needs.  

 

There is a staggering exchange over the issue of animating specialists to perform. 

The view that such outward factors like money, recognition, and nature of 

supervision and companions' procedure can motivate people to work, while others 

are of the view that such trademark components like headway nature of the 

movement done by individual, affirmation and advancement can prod workers to 
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proficiency. It is in context on these discourses that this assessment needs to look at 

the effect of motivation on the introduction of laborers at First Allied Savings and 

Loan Limited, Kumasi, Ghana. This is the exemplification of this assessment. 

 

1.3 Purpose of the Study 

The purpose of this study is to investigate into the effect of motivation on the 

performance of employees at First Allied Savings and Loans Limited, Adum, 

Kumasi, Ghana. 

1.4 Research Objectives 

The study will seek to fulfil the following objectives: 

1. To identify the factors that motivates and de-motivates employees at First 

Allied Savings and Loans Limited. 

2. To assess the motivational systems put in place by First Allied Savings and 

Loans Limited 

3. To identify the challenges that First Allied Savings and Loans Limited face(s) 

in its attempt to motivate the employees‟ 

4. To assess how employee performance is measured at First Allied Savings and 

Loans Limited. 

5. To examine whether Motivation has a direct effect(s) on employee(s) at First 

Allied Savings and Loans Limited. 

 

1.4.1 Research Questions 

The study will be guided by the following research questions: 

1. What factors motivate and de-motivate the employees at First Allied Savings 

and Loans Limited? 



7 

2. What motivational systems have been put in place by First Allied Savings and 

Loans Limited to reward hard work? 

3. What challenges does First Allied Savings and Loans Limited face(s) in 

motivating its employees? 

4. What ways of measuring employee performance are in use at First Allied 

Savings and Loans Limited? 

5. Does the lack of employee motivation effect performance at First Allied 

Savings and Loans Limited? 

 

1.5 Significance of the Study  

The exposures from this evaluation will be huge not only to the administrators' of the 

First Allied Savings and Loans Limited, yet what's more the cash related zone 

generally speaking. So to speak, this assessment will be basic to the foundation, the 

nation and further obligation to explore. At the institutional level, it will help the 

course of action with a record with changing or review their power blending ways of 

thinking and structures in vogue which will impact experts execution. At the national 

level, crucial issues of motivation are of national stress as it will help in the 

introduction of masters. So the evaluation will be imperative for each money related 

foundation especially the Savings and Loans region.  

 

The evaluation would likewise add to the present blend of data on the effect of 

motivation on operators' introduction. It will likewise help future specialists who will 

endeavor to understand an evaluation on the effect of motivation on the introduction 

of laborers.  
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1.6 Organization of the Study  

This evaluation is managed to give a crucial examination of legitimate information in 

respects with the effect of motivation on professional execution. Fragment one plans 

with the introduction, giving the establishment to the assessment close to the 

attestation of the issue. The part furthermore seeks after the assessment targets 

together with investigate questions, centrality of the evaluation, and relationship of 

the examination. In area two, related structure on various bits of motivation and 

execution and among others recall a definition for motivation and execution, the 

various speculations and models of motivation, how motivation impacts execution, 

factors affecting motivation and execution, relationship among motivation and 

execution and how administrator motivation influence authority execution and sorts of 

pay will be kept an eye out for.  

 

Region three will present the assessment structure and focus on get some data about 

course of action and systems. In like way, the appraisal people and region, testing and 

test size verification, data course of action activities and data assessment strategies. 

Zone four will show the data, which will be thusly deciphered and secluded in 

association with the assessment targets and questions, and trade of revelations of the 

appraisal. At last, an area five will give a brisk review to the entire appraisal, land at 

choices and furthermore recommendations will be made. 
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CHAPTER  TWO  

LITERATURE REVIEW  

2.0 Introduction  

Motivation as a thought was of much imperativeness to clinicians and lead examiner 

in the earlier years. Wherever all through the world, motivation is as a last resort 

everything considered practiced by all relationship as they eventually trust it to be 

fundamental in their working environment and settings. Administrator perceive that 

the continued with accomplishment of their affiliations depends ensuing to having the 

decision to pull in and hold staff, therefore, the authentic need to watch it. This 

segment outlines related and careful creation concerning various bits of the 

motivation and execution including motivation definition, framework and wellsprings 

of motivation, the old and better approach for hypothesis on motivation theories, 

among others.  

 

2.1 Motivation  

Motivation is an essential fixing in master show and favorable position. In any 

occasion, when people have the right aptitudes, clear work objectives, and an 

enduring work environment, they would not do what ought to be overseen without 

good motivation to meet those work targets. Mullins, (2007) explains that influenced 

administrators are vivacious to apply a particular level of effort (control), for a 

particular degree of time (affirmation), toward a prominent target or course (Mullins, 

2007). Motivation is portrayed as all inside and outside fundamental main thrusts that 

makes the individual play out a progression, what picks the cutoff focuses and sorts of 

development which give it its activities composed towards achieving certain targets 
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(Duică, 2008).  

 

Motivation is normally understood to show the possibility of a person's aching to 

accomplish a goal (Schmidt, Palminteri, Lafargue, and Pessiglione, 2010). As showed 

by Antonioni (1999), the degree of effort people are glad to put in their work depends 

on the entirety they feel their momentous needs will be satisfied. On the other hand, 

individuals become de-mixed if they feel something in the affiliation shields them 

from achieving astounding outcomes. It might be seen from the above definitions that, 

motivation when all is said in done, is on a very basic level stress with factors or 

events that leads and drives certain human movement or inaction over a given time 

partition given the typical conditions.  

 

Moreover, the definitions prescribe that there is the ought to be an "impalpable power 

"to push people to achieve something accordingly. It could likewise be analyzed from 

the definition that having a convinced workforce or making a circumstance where 

colossal degrees of motivation is kept up is a test for the administrators today. Its test 

may flood from the prompt sureness that motivation is certainly not a fixed trademark 

as it could change with changes in valuable, mental, cash related or social parts.  

 

2.1.1 Types of inspiration  

As delineated already, inspiration can be mentioned into natural and outward 

inspiration. Amabile (1993) clarifies this as looks for after:  

• Individuals are ordinarily mixed when they scan for fascinate, intrigue, 

fulfillment of interest, self-clarification, or individual test in the work.  
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• Individuals are by chance stirred when they check out the work so as to get 

some objective that is confined from the work itself.  

 

Trademark Motivation is constantly more predominant than outward inspiration, since 

it goes in close area to the operator instead of being compelled on the expert. You are 

typically persuaded to work when the work itself drives you. Unessential inspirations 

obviously, are factors outside that makes a worker appear toward satisfaction of a 

work undertaking or objective. They are generally instructs or remunerates. A request 

drives a specialist to act to keep up a fundamental decent ways from the control, while 

rewards persuade a worker to act to get the reward. It's certainly not difficult to survey 

considering the way that outward inspirations start from outside powers (Grimsley, 

2018).  

 

Deci (1972), delineates outward inspiration as, cash and verbal assistance, intervened 

outside of the individual, while innate inspiration is mediated inside the individual. 

Furthermore, an individual is ordinarily awakened to play out an advancement if there 

is no sensible reward with the exception of the movement itself or the emotions which 

result from the action. Amabile (1993) fights that workers can be either typically or 

unexpectedly nudged or even both. Evidently characteristic and accidental shimmers 

apply contrastingly to people inside a relationship at diversed levels.  

 

Vroom (1964), battles that a few workers base on inborn results while others depend 

on unessential results. As appeared by Story et al. (2009), people high in characteristic 

inspiration appear to help testing mental attempts and can self-manage their practices. 

Hence, offering rewards, describing outer objectives, or cutoff times, will do little for 
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them, except for in case they are besides high in coincidental inspiration. For 

delegates high in basic inspiration, accentuation could be resolved to the partner with 

nature of the errand and sponsorship of self-set objectives and cutoff times.  

 

Hackman and Oldham (1976), even battle that individuals have singular separations 

because of a relative work; they separate between delegates high and low being 

created need quality. Representatives who are 'high being created need quality' are 

well while in travel to be excited by occupations with high limit gathering, task 

character, task significance, freedom and data. Furthermore, delegates who are 'low in 

quality' are passably heartless for these fragments as indicated by them. This 

announcement is kept up by Furnham et al. (1998); they battle that sagacious people 

are significantly more clearly goaded and agreeable individuals much more normally 

moved. Regardless, clearly people are contrastingly roused similarly as trademark and 

outward inspiration in addition have influence on one another. 

 

2.1.2 Theories of Motivation  

A couple of astounding theories exist that can give information into how best to 

convince laborers, paying little notice to whether you are a boss or a guide of 

executives. The going with hypotheses of motivation will assessed the assorted piece 

of motivation. By considering the aggregate of the speculations together, Lauby, 

(2005) makes that you collect a basic valuation for the complexities related with 

pushing a workforce .  
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Maslow's Hierarchy of Needs  

Ace Abraham Maslow recommended that all people might want to satisfy five key 

sorts of necessities:  

• Physiological  

• Safety  

• Belongingness  

• EsteemSelf-Actualization  

 

Those necessities set up a chain of criticalness of prerequisites, with the most focal or 

persuading needs at the base. Maslow fought that an individual must have their least 

level needs met before the individual would attempt to satisfy needs higher in the 

dynamic framework. Right when a need is satisfied, it stops to fill in as a wellspring 

of motivation. The most unimportant level of disregarded needs in the sales is the 

prime sparkle of lead. If or when that level is satisfied, the necessities at the going 

with most significant levels in the chain of centrality push lead.  

Herzberg's Motivation – Hygiene Theory  

Ace Herzberg (1959), proposed a speculation that spotlights on two pieces:  

• Outcomes that can induce raised degrees of motivation and business 

satisfaction.  

• Outcomes that can shield people from being puzzled  

 

As showed by Herzberg's Motivation – Hygiene Theory, people have two plans of 

necessities: Motivation needs and tidiness needs.  
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Organization Needs  

Related with the physical and mental setting in which work is performed, tidiness 

needs propose obviously vivified practices performed to get material or social prizes, 

or to keep up a key OK ways from discipline. The possible results of a by chance 

pushed lead are the wellspring of the laborer's motivation, not just the direct. 

Orderliness needs are satisfied by stupendous and substance with working conditions, 

pay, able enduring quality, astonishing relationship with associates, and reasonable 

supervision.  

 

Herzberg's speculation battles that when tidiness needs are not met, workers will be 

bewildered. In any case, satisfying neatness needs alone doesn't rapid especially 

scorching masters or raised degrees of occupation satisfaction inside a workforce. For 

motivation and occupation satisfaction to be high, a business must address motivation 

issues.  

 

Motivation Needs  

Motivation needs are related to the work itself and how testing that work is. Results, 

for instance, enchanting work, self-rule, responsibility, progress and improvement at 

work, and an appraisal of accomplishment and achievement help to satisfy motivation 

needs. Regularly convinced lead, in like way, is prompt that the laborer performs to 

benefit its own; the wellspring of motivation is truly playing out the work. A couple 

of various approaches to manage spike indisputably are to offer opportunities to 

movement and achievement and to see people's achievements.  
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You can move individuals in three penchants: particularly, unexpectedly, or both. It 

relies on an assortment of elements:  

• Personal qualities, for example, characters, limits, attributes, frames of mind, 

and necessities;  

• The nature, or qualities of the activity and;  

• The nature of the alliance, its structure, culture, control frameworks, HR, and 

reward structures.  

 

Vroom's Expectancy Theory  

Yale School of Management teacher Victor Vroom proposed the Expectancy Theory 

of inspiration. This hypothesis has advanced into one of the most standard handle 

inspiration speculations since it spins around the entirety of the three bits of the 

inspiration condition: data sources, execution and results. Its clarification is that 

inspiration is high when representatives recognize that raised degrees of exertion lead 

to pervasive, and world class prompts the fulfillment of required results (Lauby, 

2005). From the earliest starting point desire hypothesis would have every one of the 

reserves of being ordinarily fitting to a conventional demeanor work condition where 

how pushed the worker is relies on whether they need the reward on connect for doing 

a not all that awful business opportunity and whether they recognize more exertion 

will incite that reward. Regardless, it could relatively apply to any circumstance 

where somebody accomplishes something since they anticipate a specific result. For 

instance, reusing paper since it is seen as one approach to manage save assets and 

stand firm on characteristic issues (valence). For this situation, the more exertion one 

spots into reusing, the more paper gets reused (trust); and the more paper that gets 

reused then the less assets will be utilized (instrumentality). This current, Vroom's 
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desire hypothesis of inspiration isn't about near and dear circumstance in 

remunerations yet about the affiliations individuals make towards expected results and 

the commitment they acknowledge they can make towards those results (Tom and 

Benjamin, 2018).  

 

Desire hypothesis in Organizations  

Desire hypothesis predicts that workers in an alliance will be nudged when they 

recognize that:  

• Putting in more exertion will yield better work execution  

• Better work execution will impel different leveled prizes, for example, an 

expansion in pay or central focuses  

• These predicted different leveled prizes are respected by the worker being 

implied  

 

So as to update the presentation result tie, manager should utilize frameworks that 

situation compensates near execution. Managers besides need to guarantee that the 

prizes gave are defended and required by the beneficiaries. To improve the exertion 

execution tie, boss ought to take an interest in preparing to improve their capacities 

and improve their conviction that additional exertion will in truth lead to better 

execution (Tom and Benjamin, 2018).  

 

2.2 Employee Performance  

A standard administrator introduction is major for the relationship, since a collusion's 

prospering is liable to master's innovativeness, development and responsibility 

(Ramlall, 2008). It is reliably seen that a delegate's introduction relies on solitary 
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parts, unequivocally: character, aptitudes, data, experience and purposes of 

imprisonment (Vroom, 1964). Cole and Kelly (2011), depict execution as a 

wearisome way of thinking for improving the introduction of individuals by changing 

genuine execution to that perfect (and with the key focal points of the relationship) 

through a variety of means, for instance, standard-setting, assessment and assessment 

both coolly, standard, and absolutely or deliberately through examination social 

events and target setting. 

 

Occupation execution is portrayed as the estimation of the game-plan of agent 

practices that contribute, either sincerely or horribly to complete objective 

achievement while task execution are authority practices that are truly associated with 

the distinction in different leveled assets into the item or associations that the alliance 

produces (Colquitt, Lepine and Wesson, 2014). Carter (2009), states that operator 

execution fundamentally relies on different elements like execution evaluations, 

master inspiration, delegate fulfillment, remuneration, preparing and improvement, 

administrator robustness, complete structure and others. Invigorated workers perform 

better. In the event that you offer commission to an operator, the individual being 

alluded to regularly contributes greater imperativeness to sell more. In the event that 

you thank an operator for good client care, the expert will without a doubt attempt to 

copy it since there was an inspiration of appreciation.  

 

In like manner, on the off chance that you persuade by figuring out how to decrease 

the hours of a fail to meet wants delegate, the worker may comparatively contribute 

greater imperativeness to imagine the negative result of the inspiration. This "carrot 

and stick" way to deal with oversee inspiration is major in different spaces.  
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2.2.1 The effect of worker execution on business adequacy  

Masters who are always satisfied and incredibly performing in their work and with 

endeavors obliging them have a basic right hand to work considerably more 

vivaciously and urge others to do a relative which impacts the business advantage 

immovably (Lin, 2007). Improvement Dimension International (DDI) in 1997 

finished social events, shaping studies and blueprints to consider the convincing 

assistance condition. They found that there is a prevalent than ordinary strong 

connection between delegate execution and faithfulness and its ramifications for 

creating association effectiveness and favored position. Likewise, master satisfaction 

through and through related to expert responsibility and reliability and both showed 

the relationship with business and work advantage (Papazisi, Raidén, and Sheehan, 

1995).  

 

Sharp pioneers no uncertainty on the planet get that if their laborers are satisfied, their 

business bit of leeway will be in an unrivaled than typical condition (Sher, Bakhtiar, 

Muhammad &Ali, 2010). "Business ampleness is dependent upon laborer work 

satisfaction". This is in light of the fact that when a master feels satisfied, confirm and 

trust the business, they will work significantly more sincerely which will update the 

business ability (Philip, 1958). Right when the affiliations respect, see and worth their 

operators, they will get high capacity, favored position and pay and beginning now 

and into the not so distant less turnover (Kalim, Farooq and Ullah, 2010).  

 

Decisively when affiliations give the master the total of the points of interest and have 

the earth to work enough and splendidly, it will benefit the authority and the business 
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besides (Shadare and Hammed, 2005). "There is a strong connection between 

fulfillment satisfaction and the business execution measures" (Khodov, 2009).  

 

2.2.2 Measuring execution  

As showed up by Kostiuk and Follmann (1989), in different affiliations, execution is 

overviewed by supervisory appraisals, at any rate these data are not exceptionally 

satisfying since they are inside and out vigorous. Extreme boss (1989) adds to this 

that in different livelihoods an objective level of ampleness doesn't exist. He further 

combat that the consistency of an agent execution is constantly undeniable when 

conditions of work are enduring, regardless over the long haul work conditions never 

are unflinching. This makes it a lot harder to evaluate presentations fairly.  

 

According to Perry and Porter (1982), the exhibit of various appoints likely will be 

assessed paying little notice to the nonappearance of availability of overall saw 

criteria. It is henceforth evident from Bishop and Perry and Porter's stand that both 

fight the issue of target surveying. The issue even structures considering the way 

where that most executives remember they can rate the efficiency of their laborers, 

and that it is done in an inefficient manner. This isn't unimaginable, yet only costly to 

get target information about a star's effort and productivity in most affiliation's today. 

It is passed on before that a couple of investigators battle that a person's character 

recognize a clearly unequivocal development in work execution (Barrick and Mount, 

1991). In any case, the effect specific properties and course have on execution is 

difficult to disentangle, since those evaluations are free and the models who ensured 

that can decipher them are expelled as invalid (Kostiuk and Follmann, 1989). In any 
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case, Kostiuk and Follmann do battle that character contrasts have all of the stores of 

being huge in the relationship with execution.  

 

Right when all is said in done, execution is a sort of strategy that includes the stages 

like target setting, estimation, evaluation, input, making up for good results, 

improvement for testing results and applying endorse if there should be an occasion of 

need (Kaplan, 2001; Chang, 2006); Kasurinen, 2002). This referenced framework is 

an immense bearing as to open in the centers, for example, what are the needs from 

the worker, what are the goals of the alliance when all is said in done and delegate 

unreservedly, what are the checks while arriving at the showed objectives, paying 

little personality to whether there is need for a specific help or preparing (Kaplan and 

Norton, 2001, Lawrie and Gobbold, 2004). This heading ought to be utilized in all 

affiliations which work in progress and association divisions and ought to stay aware 

of rivalry conditions. Dismissing the way that, we experience execution estimations in 

the social occasion plants, they ought to be done in the association part as well (Senol, 

2003; Kaplan and Norton, 2001; Modell 2001; Modell 2004). 

 

From the motivation behind nature of organization, it is astoundingly basic to screen 

execution forever in tremendous economies of the world and especially in the 

organization plants that supply most by far of the work. An assist firm with canning 

choose on the off chance that it gives quality help just by making execution estimation 

reliably. In spite of the way that, execution estimation in organization firms is fairly 

harder and more unpredictable than the one in collecting plants, it is a kind of 

movement that should be applied in them, too (Modell, 2001; Ludeman, 2000; Luft, 

2004). Notwithstanding the manner in which that presentation estimation performed 
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in particularly a couple of divisions of organization affiliations won't yield the perfect 

outcomes diverged from various parts of a comparable affiliation, a great deal of 

unequivocal estimations should be accomplished for those workplaces. For example, 

estimations that can be applied to a branch office of a help firm, for instance, a bank, 

involving branch work environments, a couple of areas and regulatory focus, won't 

have the choice to apply to the agents working in other region headquarters.  

 

Thusly, in such tremendous affiliations joint assessment applications, for instance, 

singular records or references are finished rather than estimation. The use of human 

resource should be made progressively helpful in the business. Most of these 

organization industry, for instance, the venture assets and credits center around 

progressively up close and personal in units that will market and sell things and 

organizations while all things considered the human resource unit which has this 

monstrous task of looking over specialist execution has the less staff. It will in general 

be communicated that action execution contains a test; its estimation. Occupation 

presentations are conventionally assessed by supervisory assessments and those 

evaluations are not seen as objective during the time especially in the save assets and 

advances zone of the money related business.  

 

2.2.3 Ways to Measure Employee Performance  

Evaluating laborer execution should be done on an on-going start and wrap all zones 

of their persevering frame of mind and individual achievements. Remember too that 

appalling appearing or negative practices can in like manner be symptomatic of a 

basic issue with your affiliation's lifestyle, so have a course of action set up to address 

any issues developing (Brain Rudolph, 2018). Clarity isn't the fundamental issue in 
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execution estimation. Another colossal issue to watch out for is the test that can rise 

up out of focusing on solitary execution. Believe it or not Wolfforth and Stevens 

(2003) sent in "Making and Measuring Ways to Win Together" that, "One of the 

suppositions is envisioning that the most ideal approach to evaluate accomplishment 

is on a triumph lose premise. Gatherings need a scoreboard that assessments 

participation." While particular accomplishment and achievement is basic to measure, 

people need to fathom the centrality of cooperation. Giving estimations of how 

gatherings are participating can grow levels of various leveled composed exertion and 

help raise proficiency.  

 

Beneficial agents are the spirit of every business, anyway how might you assess their 

introduction levels. Every association should perseveringly screen and evaluate their 

delegates; here are seven basic ways to deal with quickly measure execution and 

assurance your affiliation is fit as a fiddle (Brian Rudolph, 2018): 

 

 Expeditiousness  

Operators who dependably show up later than foreseen for work or are every so often 

missing from the workplace are likely not going to meet their presentation objectives. 

The essential issue should be tended to here; have they gotten sufficient arranging? 

Do they concur with their accomplices and boss? Issues with resolute quality mean a 

specialist isn't performing their responsibility to their most outrageous breaking point 

and a negative viewpoint may comparably be affecting their associates.  
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 Quality of work  

The ideal summit of activities or associations to the ideal standard is a key marker in 

surveying worker execution. Is the work being done conventional or wonderful? Is it 

veritable that they are submitting most significant exertion to their occupations? Is 

their viewpoint affecting their capacity to meet your genuine set targets? Do they 

comprehend their own presentation destinations? The responses to those solicitation 

will assist you with understanding the rule drivers of any issues.  

 

 Observe particular tendencies  

Unending antagonistic individual direct measures can chop down worker execution. 

This may review charming for office nark, taking unapproved breaks, tricky lead and 

the use of PCs for particular purposes behind, (model, electronic life, web based 

shopping). So as to shield these inclinations from being gotten by their accomplices, 

you should make sure about what is estimable in your business and issue a suitable 

direct code.  

 

 Check their disposition  

A horrible temper will as regularly as conceivable show itself in disobedient direct. 

Once more, this is typical for a person who is probably not going to meet their 

introduction targets. Ordinarily, these specialists won't consent to affiliation moves 

close and are likely going to show assault for your affiliation and accomplices.  

 

 Review particular introduction  

Most affiliations work a pro dress standard real to their industry part and friends 

culture. Operators who dismiss your needs and present a tousled or careless 
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appearance ponder truly your image. Everything considered, their show will dismissal 

to fulfill your needs as well.  

 

 Carry out a customer plot  

The delayed consequences of poor expert execution will at last show themselves in 

client assistance. A customer review can rapidly see issues with people and draw in 

you to recover your business goals on track. A positive reaction surmises that your 

specialist show is meeting or outflanking your needs. What is the general client 

reinforce understanding of your affiliation?  

 

 Carry out optional checks  

Subordinate upon the probability of your business consider finishing self-confident 

checks against quality measures. This may unite watching out for phone accumulates 

and experience gatherings and looking at records. While your operators may consider 

this framework, the self-self-assured idea of the checks can spike staff to place in a 

strong introduction.  

 

2.3 Employee Motivation  

As appeared by Gareth and M. George (2015), inspiration is depicted as "mental 

powers that pick the course of an individual's lead in a connection, an individual's 

degree of exertion and an individual's degree of innovativeness." Employee 

inspiration is the degree of noteworthiness, commitment, and creativity that an 

affiliation's laborers bring to their occupations. In spite of whether the economy is 

making or contracting, discovering approaches to manage stir workers is ceaselessly 
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an association concern. Battling hypotheses stress either starts or master alliance 

(sustaining).  

 

Worker inspiration can a segment of the time be especially dangerous for self-ruling 

undertakings. The proprietor has constantly experienced years assembling an 

affiliation hands-on and in this way feels its hard to dole out enormous duties to 

different people. Regardless, delegates should think about such catches: the impacts 

of low worker inspiration on self-sufficient associations can be dangerous. Such gives 

join pride, nonappearance of duty, and even perpetual debilitation. Such qualitys can 

wind up at ground zero into emergencies. In any case, the independent association can 

in like way give a perfect climate to specialist inspiration: workers see the 

consequences of their obligations truly; input is energetic and noticeable. A 

successfully working and empowered work control besides liberates the proprietor 

from customary undertakings for thinking about extended length progress (White, 

2005).  

 

In addition, verifiable and eager reward can mean help of appealing authorities. 

Individuals flourish in inventive workplaces and need to have any kind of effect. In a 

perfect world the work result itself will give them an appraisal of achievement yet 

effective reward and confirmation endeavors can underline this outcome (White, 

Carol-Ann, 2005). Specialist inspiration is a factor, or factors, that cause(s) a worker 

to search for after work attempts or goals. It's what makes you act in perspective on a 

specific target (Shawn Grimsley, 2018). Operator inspiration is the blend of satisfying 

the worker's needs and needs from work and the working environment factors that 

empower delegate inspiration or not (Heathfield, 2017).  
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2.3.1 Factors Enhancing Employees' Motivation  

Agents need to get sensible compensations, as cash tends to the most basic impetus, 

while talking about its compelling worth (Sara et al, 2004). Budgetary prizes can keep 

up and spike people towards better, particularly laborers from association relationship, 

as individual may utilize the cash to fulfill their needs. Similarly, pay has a 

fundamental effect in stirring up specialists' eagerness and obligation, being a key 

inspiration for workers. In any case, considers have displayed that pay doesn't help 

productivity on the extended length and cash doesn't improve execution unmitigated 

(Whitley, 2002). Moreover, concentrating just on this point of view may isolate 

experts' temper, as they may search for after essentially cash related advantages. 

Luckily, there are other non-budgetary components that impact inspiration, for 

example, rewards, movement style, dynamic air, and structure of the work, and so on.  

 

Distinctive explores have in like way called attention to that reward frameworks lead 

to work fulfillment, which along these lines influence demand and sincerely the 

presentation of the specialists. Besides, rewards are one of the most helpful devices of 

the managers when trying to influence individual or party lead, as to improve 

alliance's adequacy. Most by a wide edge of affiliations use pay, movement, rewards 

and different sorts of pay to actuate workers and to develop their presentation. 

 

So as to utilize pay as an accomplice, officials need to make pay structures, as showed 

by the centrality of each development, specific execution and exceptional prizes. 

Operators can in like way be pushed through appropriate position style, as association 

is associated with completing thing the correct way. To accomplish these objectives, 

the pioneer ought to get the workers' trust and cause them to tail him. After a short 
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time, so as to make them trust him and complete their undertakings appropriately for 

the connection, the workers ought to be vivified (Baldoni, 2005).  

 

The pioneers and the workers help each other to achieve basic degrees of good quality 

and inspiration. Trust tends to the impression of one individual about others and his 

fervor to act dependent on a discussion or to fit in with a choice. In this manner, trust 

is an important factor for a connection that ought to be profitable, as it can improve 

workers' inspiration and create social correspondence. Free of the level of specific 

computerization, accomplishing imperative degrees of viability is influenced by the 

degree of inspiration and appropriateness of the staff. Accordingly, making and 

finishing delegate preparing ventures is an essential system to induce laborers.  

 

In addition, a mind boggling correspondence between the chiefs and the workforce 

can actuate inspiration, as the level of equivocalness diminishes  

 

2.3.2 Ways of Motivating Employees  

Herzberg communicated, "To vitalize an individual, one should from the outset 

address the issues of the Hygiene Factor. Exactly when that is completely fulfilled, 

the inspirations can be utilized to search for after obvious inspiration". Inspiration 

makes operators work successfully in one relationship for extended length. To 

stimulate workforce, pioneers utilize various theories at various levels. There are 

different hypotheses accessible to invigorate workforce, for example, Maslow's Need 

Hierarchy hypothesis, Herzberg's Two-Factor hypothesis, Vroom's Expectancy 

Theory, and so forth. This legitimacy changes reliant on execution and work direct 

(Hellriegel and Slocum, 2007). Correspondence is a basic route through, which 
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pioneers can apply moving speculations and can improve operators' presentation 

possibly. Open correspondence underpins viable joint exertion in relationship, as it 

smoothen relationship of liked and subordinates over talk about progress and issue 

(Jones and Mathew, 2008). So that, pioneer become progressively acquainted with 

exactions of subordinates and apply reasonable hypothesis to move.  

 

Worman (2008) adding to the subject inspiration perceived the going with strategies 

for empowering authorities:  

 

 Recognition and Attention.  

Worman watching out for this point struggled that, when representatives achieve a 

crucial, recognize that no doubt in the world they have accomplished something and 

have the mindset that assertion from the authorities is a thankfulness for that 

accomplishment. In any case, the test here is that, most directors don't give enough 

insistence since they themselves don't get enough. Offering attestation to workers is 

something that doesn't turn out to be all-great successfully for do, in any case requires 

a lot of exertion and consistency to accomplish it. The Banking business beginning 

late uses pictures masterminded at banking vestibules indicating the general best 

specialist for a specific month; this is astoundingly recommendable. Representatives 

don't generally require money, as it is the point of view on most managers to be 

nudged to transmit their ideal best, at any rate, as it were, unimportant gratefulness is 

sufficient for the individual being alluded to feel better and perform well certainly. 

Armstrong (2007) states that assertion is one of the solid inspiration factors and 

delegates feel incredible when they are praised and saw. Moreover, when 
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representatives are seen by their partners for an occupation all around done, it expands 

inspiration and execution over the long haul (Allen and Helms, 2011).  

 

 Applause.  

Unfalteringly identified with Recognition and Attention, regardless, a kind of 

attestation which arrives in an exceptionally certain structure. Worman (2008) kept up 

that physically, the executives ought to praise designates by giving them a movement 

of endorsement for express yet hair-raising accomplishments. He buttressed the 

moment that he demonstrated that, the ideal time is at parties or get-togethers, a lunch 

meeting, or in the workplace. The onus lies with the board to perceive when, where 

and how this specific sort of inspiration can be utilized agreeably to build execution.  

 

 One-on-One Coaching.  

Educating is operator movement which is a basic bit of each alliance. The standard 

expense for setting out on such a development is time. Time in this setting proposes 

you truly consider it. Likewise, it is gigantic that representatives wouldn't fret less the 

total you know until they comprehend the total you truly consider it. Chapman (2009) 

fused that at whatever point the feature is on valuable examination, it is essentially 

sharp that the planning is done "straightforwardly." Whenever you see and support 

individuals "without attempting to stow away," it goes about as a trademark stimulant 

for different people, who are close enough to see or hear what's going on. Clearly 

likely the best method for persuading masters.  
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 Training and improvement.  

For whatever reasons known to the chairmen of most affiliations they imagine that 

individuals have as of late been masterminded or have fantastic individuals who just 

need a pinch of preparing. By and by, Worman (2008) in his article titled "procedures 

for inciting operators without cash" shift and guaranteed that status never closes and is 

a relentless work out. This is one thought shared by in every way that really matters 

all affiliations; the affirmation is that once you leave school it recommends you are 

completely fledged to fit into the course of action of things.  

 

It is never the situation; most new graduates require increased arranging in spite of the 

information got to have the decision to perform. It might be acknowledged to be dull, 

yet such instructional social events will consistently improve the presentation of 

specialists and the advantage of the business. Cole (2011) states that, there are 

different inclinations related with preparing and improvement, which include: high 

resolve and expanded inspiration which prompts broadened capability. 

 

 Vocation Path  

Workers, as basic as they are to a connection, need to recognize what is perhaps ahead 

for them, what openings there are for development. This issue is now and again a 

dismissed fixing concerning the significance it plays in the general inspiration of 

individuals. As a general rule the board in selecting staff lures them with superior to 

average packs, after business all these enchanting gatherings evaporate rapidly and 

bafflingly. The board inside their capacity should set calling ways inside the 

affiliations if conceivable, advance from inside. Be that as it may, unequivocal 

conditions may necessitate that association search for limit outside the affiliation, it is 
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persistently fitting to from the outset consider inside staff. Such practices send a very 

positive message or development toward each staff part, that there are no doubt in the 

world further calling openings inside the connection.  

 

 Job Title  

Occupation titles in this setting Worman (2008) induced, tapping the assurance of 

individuals, in this way, how somebody feels about the manner by which they are 

found in the workforce, which is a basic part to when all is said in done temper and 

soul. At an open get-together, by what technique will an expert vibe; fulfilled, or 

humiliated, to share their title and work environment? The significance of feeling 

happy with what your character is and what you do is uncommon. The board ought to 

be innovative as they consider potential outcomes for titles. They ought to have staff 

made contemplations giving them promise to the titles. As a matter of fact, you are 

administering pride and pride improves a raising air and a moving frame of mind is 

the establishment for proceeding with progress.  

 

 Good Work Environment  

Creating explored brought to the fore how off base outcomes can be. Giving a record 

of the issue Mc Coy (2000), in a concentrate drove referenced that Employers rank 

what they thought enlivened their family and some time later designates were moved 

nearer to rank what truly prodded them. As appeared by the appraisal chiefs felt 

"working conditions" was a nine (or by toward the end) like criticalness. 

Representatives saw it generally arranging it Number two! Offering an indication that 

working conditions were fundamental to the manner by which operators felt about 

where they work. Most specialists pushed that working in an office with pictures on 
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the dividers, plants; stunning sprouts, furniture, and enough space among different 

consolidates for the most part make individuals like their condition and exude their 

best for most significant execution. Obviously working in an office where these parts 

are missing gotten together with unregulated temperature considering a budgetary 

corridor they together with the clients may feel they are in the Amazon wild one 

minute and the North Pole the following minute in a manner of speaking.  

 

 On the Spot Praise  

Likewise recognized to be associated with certification at any rate the key thing here 

is timing. When there is an explanation behind applauding somebody, Hitt (2009) 

repeated that association ought not set it aside in any way at all. Snappiness rises to 

common sense. It is suitable that representatives be recognized when the 

accomplishment is new at the front line of everybody's thoughts. The preliminary of 

most association is their standpoint of engaging time to sneak in and escape any ounce 

of the helpful result that endorsement can have when it is passed on rapidly.  

 

 Leadership Roles  

Giving delegates spots of capacity to reimburse their show will in like way help you 

with perceiving future promotable individuals. Most by a wide margin are stimulated 

by spots of intensity even in spot appearances. For instance, when guests go to your 

work environment utilize this chance to enable an expert to play the action of guests 

administer. A wonderful spot to proper spots of intensity is to enable agents to lead 

brief get-togethers. Use their qualities and aptitudes by setting up instructional social 

affairs and doling out one of your workers to lead the course of action. The best time 

to do this is when new individuals start (Worman, 2008). Another ideal time strong 
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for such practices is to appropriate somebody who has gone to an outside class or 

workshop lead a post-show that is prompting different specialists concerning course 

substance and features.  

 

 Team Building and Spirit  

One very compelling thought for most affiliations has been the game-plan of 

coordinated effort among workers. Building a combination of innovative thoughts 

with the "Social occasion" topic. All pros are in danger for showing an enunciation 

implying TEAM on seven days by week turn. These thoughts, (for example, TEAM: 

Total Enthusiasm of All Members or There is no I in Team) is resolved to a divider, 

making an association of Team-orchestrated expressions. Try not to have one 

individual committed for this do it as a social affair (Worman, 2009).  

 

 Social Gatherings.  

Booked offsite occasions update holding which along these lines enables social 

occasion to soul, which at last impacts your positive workplace. Excursions like 

Christmas, Easter social gatherings are just a section of the insights that feasibly join 

individuals for a satisfying time. Some others like stay alive and well practices 

between departmental games are in like way truly unbelievable in invigorating 

operators.  

 

 Outside Seminars  

Outside workshops are an empowering break for delegates after important stretch of 

sitting behind their PCs and working. Since outside classes are not usually cost 

profitable for an enormous number people, the board may consider near to courses or 
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workshops for their staff. It will by and large be utilized as a test prize for a couple of 

individuals. By then set up a dealt with plan for those workshop individuals to quickly 

repeat the class to the remainder of your family when they return (Napaporn 2009). 

 

 Stress Management  

It is one of the quiet at any rate major considerations that is causing low execution 

among specialists (Worman, 2009). He joined that there are different articles and 

books open regarding the issue and urged the authorities to make the reference 

materials accessible to their family. He further suggested that, if conceivable, have an 

in-house class on pressure the authorities methodologies. With the target that age time 

isn't lost. Representatives have their own one of a kind difficulties and that of family 

adding to it, got together with that of the uncommon principle work brings an 

immense measure of pressure if not all around oversaw impacts their yield which will 

as time goes on lead to low execution.  

 

2.3.3 Ways of Employee Demotivation  

There are unlimited reasons that reason working environment demotivation and low 

soul, and they move subordinate upon the person. Likely the best reason behind 

demotivation, in any case, is the relationship among chief and their social affairs 

(Andriotis, 2017). Considering, how does an official push and care staff? What are the 

conventions of managing workers with low resolve and keeping up an imperative 

decent ways from the conceivably annihilating negative effect of demotivated 

partners? Andriotis, 2017, recommend the going with like certain structures to 

consider and suggestion for how to start demotivated staff and enable positive, 

productive specialists:  
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 Poor the board style: start by surveying yourself  

In the event that you are an official and you are having an issue with pro 

demotivation, you should begin by looking association style. One of the most 

essential clarifications behind demotivation is micromanagement, toward the day's 

end, being superfluously red hot about what each accomplice is doing and when is a 

surefire to breed discontent, as it might be seen as a nonappearance of trust in other 

individuals' capacities. Keep in mind, your workers were enlisted reliant on their 

aptitudes and cutoff points, so let them continue ahead with the development and trust 

them to do it well. Identified with this current, it's fundamental to hold up under at the 

most noteworthy purpose of the need list that self-rule is a colossal factor to make 

pushed, pulled in operators. On the off chance that a manager is allegorically 

breathing down a partner's neck for the span of the day, dependably, obviously that 

soul of independence won't occur.  

 

It is clear to connect with supervisors and the authorities of relationship to watch their 

association style so as not to adhere to one way yet handle orchestrated association 

styles for various experts to tailor make the individual issues or issues to such an 

extent that will continue hitting on their quality while enabling frameworks or 

structures to direct chaotic or testers.  

 

 Having picks that fundamentally don't work  

Straight up there with micromanagement as one purpose behind specialist 

demotivation is having particular, or unmitigated odd, rules. Unmistakably, 

affiliations must have rules they couldn't work all around, yet in the event that they 

are absurd, off the stamp or foolishly savage, they will breed discontent. Furthermore, 
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truly, every chief will have their own special style of finishing things, at any rate it 

ought to be a style that obliges their accomplices. As for making rules, one of the 

most impeccably great systems is to prompt with your social affair concerning what 

those guidelines could be. A social order approach construes that every authority 

anticipate proprietorship and danger of them, and their inspiration will expand. I 

recognize accommodating models are required in relationship in order to give worker 

space to perform and be mixed thereof.  

 

 An Inconsistent Approach  

The consistency of your association approach is another notable factor that can, if not 

tended likewise, be one purpose behind demotivation. On the off chance that 

representatives feel similarly as they are being overseen conflictingly, for instance, 

that one individual in the social event appears to get remarkable treatment, or tries are 

shockingly passed on, by then inspiration will dive. A remarkable executive will have 

clear, predictable goals, targets, and needs for their social affair. Unmistakably 

depicted parameters help your agents to acknowledge where they stand and 

affirmation them of how obvious you are (Andriotis, 2017).  

 

 Treating Everyone Just The Same Just Demotivates  

Treating everybody nearly sounds noteworthy, yet truth be told, in a specialist 

working condition, it may be harming to generally speaking staff soul and inspiration. 

On the off chance that your all things considered momentous, supportive agents 

comprehend that they will be overseen precisely proportionate to the least valuable 

accomplice, what will happen upon how they feel about work? Likewise, it surmises 

that those low entertainers will feel no animating capacity to improve. Result is 
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demotivation all round. A superior than normal manager will discover an answer in 

treating their social event decently instead of correspondingly; as they say, they will 

supervise workers with esteem, not ostensibly impaired similarity. Clearly having 

clear rules applied constantly will assist you with achieving this point. You need your 

nearest to consummate masters to be the model for all your social event to yearn for. 

One method for doing this is knowing when your workers need support, and when 

they basically should be disregarded to continue ahead with doing what they work in 

(Andriotis, 2017).  

 

Sitting above Achievements  

One thing that can impel a particular nonattendance of agent inspiration is the 

nonappearance of tribute, or direct certification of an occupation all around done. It 

isn't sufficient to comprehend that you have done your ability excellently; it is basic 

that it is seen everything considered by your companions and chiefs. A traditional 

social event pioneer will regularly comprehend when to see accomplishment and give 

acknowledgment. A plain 'All around done!' may have a completely more 

unquestionable effect on the agent than some other. EcoBank Ghana Limited for 

instance puts the best when in doubt specialist toward the fruition of reliably photo in 

their financial battles for customers to see. It doesn't just drive such winning pros yet 

it correspondingly builds their degree of cleaned approach 

 

 Correspondence is definitely not a solitary course Street  

Maybe genuinely extraordinary of moving and demotivating factors is the way where 

you converse with your specialists. There truly is nothing more harming to assign 

resolve than the propensity that they are being propped uninformed of what's up on 
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basic data and choices. Not just that, the way wherein correspondence is passed on is 

crucial. In the event that it feels that all correspondence is a top-down framework, 

with little probability of data upwards, by then the individual expert will without a 

doubt feel of little result.  

 

Once more, a fantastic official will have an open, clear strategy for chatting with their 

staff. Some of the time, it will pass on data and choices from above. In any case, they 

will understand that correspondence works the two particular ways, and it is never 

enough to tell somebody something; one should in addition have the decision to tune 

in, and listen well. On the off chance that a master has an issue they have to raise, 

obviously, they will imagine that their manager should have the choice to look at that 

and either pick a choice or go about as a delegate and pass on the issue upwards and a 

brief span later examination any reaction in an auspicious, trustworthy way 

(Andriotis, 2017).  

 

 Treating your social event as agents, not individuals  

It ought not ought to be communicated, yet your agents are as an issue of first 

centrality individuals, not wanders carelessly. Also, in all honesty, yet they do have 

affirmed lives outside the dividers of your association. Ending up being acquainted 

with something about who your social event is as people is a marvelous procedure to 

empower worker to soul, as it unveils to them that they are respected for their own 

one of a kind interesting traits. In the event that you consider your to be as 8:30am to 

5:00pm robots, they will begin proceeding with like it. Or on the other hand possibly, 

locate a couple of arrangements concerning the things that make them tick; their side 

focal points, interests, family, etc. Nobody would predict that you should do 
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bounteous research on every individual, unmistakably, yet a little intrigue will go far 

to moving your social occasion or workers. The distinction among fulfilled and 

baffled delegates in the work environment and their effect on all estimations is 

alarming. As a chief, it is your responsibility to guarantee that everybody has an 

equivalent inspiration and need to win as you do (Andriotis, 2017).  

 

2.4 Team Building  

Affiliations are consistently observing the advantages of social affair making; the start 

of 2016 genuinely watched record spending on bundle building rehearses in the UK. 

In all honesty, everything considered relationship at present devour £305 on rehearses 

per agent to help assurance and keep their staff cheerful. Conventional pack building 

turns out, for example, ambush courses are being supplanted with dynamically 

innovative outings, with the most prevalent being cooking and warming. Social 

occasion building can improve correspondence among operators and improve 

representatives' capacity to team up. Better correspondence between agents can 

manufacture your affiliations' sufficiency and efficiency. By building a solid 

assembling, your specialists will in like way feel an opinion of having a spot and 

commitment with the business. Social occasions can additionally help drive progress, 

by supporting affiliation and participation between operators. You can awaken your 

operator's get-together working by offering chances to authority's to take an interest 

and by engaging workers to improve their aptitudes and breaking points (Magloff, 

2017). You can ensure work efficiency when agents can arrange in a fitting way. 

Those social events that do organize comprehend how to be consistently skilled and 

gotten very amped up for business achievement. Deplorably, offering little 

appreciation to whether there is only a solitary partner that isn't invigorated the 
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broadening effect can wind up harming the whole affiliation. The hoisting news is the 

game-plan is reliably remarkably open and offered by bundle building works out. We 

should feature some that are persuading at building inspiration (Dzhingarov, 2017).  

 

2.4.1 Benefits of Team Building  

Affiliations that set aside the push to make workers appropriately observe extended 

length focal points. Get-together building is one region of progress that isn't totally 

plainly obvious. Affiliations can get different ideal conditions from joining pack 

melding activities and exercises with its way of life. Social affair building merits the 

time and exertion (Kimberlee Leonard, 2018).  

 

Kimberlee Leonard, 2018, propose the going with as inclinations of Team Building to 

an association:  

• Building Trust among Co-Workers. Partners remember they are somewhat of a 

social event with an assortment of insights that can help take with disapproving 

of issues. The outcome is progressively undeniable trust among accomplices 

when they come back to the bit by bit office attempts.  

 

• Improving Company Morale. Social affair building practices are proposed to be 

fun and partner with for everybody. These minutes flood into the workplace, 

giving individuals a connection and improving when in doubt affiliation 

conviction. Outstanding settle prompts improved efficiency.  
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• Better Communication. Business pioneers comprehend that a different working 

environment where individuals regard others' experiences and closures lead to 

better correspondence and less confused decisions or battle.  

 

• Uncover Leadership Qualities. Businessmen can watch the sort of association 

style somebody diagrams: total, getting ready or pacesetter. This enables 

business pioneers to perceive how to make existing pioneers better and guide 

new pioneers in the affiliation.  

 

• Identify Strengths and Weaknesses. Social occasion building practices help see 

center aptitudes that associations scan for in operators. Capacities meld at any 

rate aren't constrained to forcefulness, constancy, affecting, fundamental 

thinking and target setting. Business pioneers can see these characteristics and 

utilize this data to manufacture a solid assembling by putting resources into 

working up its family. 

 

2.5 Challenges of Employee Motivation  

Inspiration is evidently a basic utmost of the authorities in books, yet inevitably it is 

all the also testing. Juneja (2018), states the going with explanations behind 

inspiration being an irksome activity:  

 

• One of the basic reasons of inspiration being an inconvenient development is an 

immediate aftereffect of the propelling workforce. The workers become a touch 

of their association with different needs and needs. Various specialists have 

various emotions, dispositions, qualities, foundations and thinking. In any case, 
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just one out of each odd one of the affiliations consider the not all that awful 

collection in their workforce and thusly haven't the foggiest and clear about 

various methodologies for moving their differing workforce.  

 

• Employees' inspiration can't be seen, they ought not out of the ordinary. Expect, 

there are two delegates in a social event displaying changing execution in spite 

of being of same age gathering, having same useful limits and same work 

understanding. The explanation being, what spikes one agent may not radiate 

an impression of being moving to other.  

 

• Motivation of operators becomes testing particularly when the affiliations have 

basically changed the development work of the workers. Certain affiliations 

have decided to understanding and fire and paying for execution structures 

almost quitting any pretense of alluring attempts. These systems are inadequate 

in causing a person to outperform himself.  

 

• The vivacious nature of necessities comparably present test to a supervisor in 

driving his subordinates. This is considering the way that a worker at one point 

of time has various needs and needs. In like way, these essentials and needs 

continue changing and may in like way hardship with one another. For 

example, the specialists who contribute additional imperativeness at work for 

keeping an eye on their necessities for achievement may find that the additional 

time experienced by them battle with their social needs and with the essential 

for connection.  
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In the present mighty world, each alliance is taking the part in the battle to have high 

ground. To get this title with itself, a connection's administrative social event ought to 

have sound relationship with operators (Kalat, 2010). Such strong relationship must 

be made when, specialists are content with their alliance. Then again, today it is 

extraordinarily hard to make cheerful and fulfill each master consistently (Crouse, 

2005). Great arrangement among workforce having fundamental effect to submit 

mistake in game-plan of luring program by pioneers. A pioneer face issue to see such 

monstrous amounts of various focuses to fulfill the entire of the workers. This 

changing arrangement can be discovered like culture, religion, sex, age; physical 

breaking points, and so on. (Sims, 2001). Today, by a wide margin the vast majority 

of the affiliations are working with dazed structure. In such structure, open 

correspondence misrepresentations and pioneers face issue in the ID of workers' needs 

starting with one level then onto the accompanying (Dessler and Phillips, 2007). 

Strikingly, early pioneers face less issues in term of different leveled structure 

considering the path that there were no case of paralyzed structure and have office of 

open correspondence.  

 

Today assigns are ceaselessly cautious towards their advantages that an association 

made for them. Thusly, pioneers need to deal with the entirety of the rights identified 

with workers at the hour of formation of persuading system (Robbins, 2009). Then 

again, old operators were just adherents to work not in the battle to rights and that 

soul of agents made simpler made by pioneers.  
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2.6 Chapter Summary  

This part has exhibited a see of fitting arrangement on worker inspiration and 

execution in affiliations, surveying execution and differing research speculations have 

been appeared. The domain besides looked that propel and demotivate workers. 

Social event building and its inclinations to an alliance has been examined too in this 

fragment. It in like way featured the difficulties of expert inspiration. The going with 

part will show major research methods that will be utilized to do this examination 

under investigation. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 

"Philosophy alludes to the decision and utilization of specific techniques and 

instruments for information social affair and examination" (Chandler, 1998). The 

investigation is an examination considering, 'the impact of inspiration on the 

presentation of workers at First Allied Savings and Loans Limited, Adum, Kumasi'. 

This part displays the examination structure, information sources, testing and test size 

assurance, information assortment techniques, study territory, populace for the 

investigation, information association, examination and introduction approaches, and 

section synopsis.  

 

3.2 Research Design  

Research configuration includes a progression of discerning basic leadership 

decisions. At the end of the day, the examination configuration is the progression 

planned for structuring the exploration study so that the fundamental information can 

be accumulated and dissected to land at an answer (Sekaran, 2003). The examination 

will embrace both the quantitative and subjective research structure. Quantitative look 

into employments target estimation and measurable examination of numeric 

information to comprehend and clarify a wonder. Subjective inquire about, 

interestingly, centered around understanding social marvel from the point of view of 

human members in an examination study. The method of reasoning for receiving the 

blended methodology configuration is that, they can be utilized to execute any 

examination movement despite the worldview and this is upheld by Tashakkori and 
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Teddlie (1998), in their accommodation that the blended methodology of research 

configuration has the upsides of one making up for the shortcoming of the other.  

 

The investigation likewise utilized the contextual analysis look into technique nearby 

the two unmistakable plan to gather information and empower the analyst study into 

detail every one of the factors in question. The plan will assist the examination with 

exploring the current status of inspiration at First Allied Savings and Loans Limited, 

Adum, Kumasi, Ghana.  

 

3.3 Study Area  

Kumasi is around 500 kilometers (300 mi) north of the Equator and 200 kilometers 

(100 mi) north of the Gulf of Guinea. Adum, its business locale sits directly in the 

core of this city overflowing with shading, life, music and workmanship. The focal 

nerve of Adum is Prempeh II Street, a point of intermingling of design, history, 

business and culture. First Allied Savings and Loans Limited was established in 1995 

and is situated in Kumasi, Ghana. First Allied is a main Savings and Loans Company 

in Ghana, with a crucial give helpful access to productive creative and responsive 

money related administrations to the Small and Micro Enterprise Sector on a practical 

reason for the common advantage all things considered. With 16 years of giving 

amazing financial administrations, first Allied has been reliable in building a 

separating brand through its predominant administrations and compelling client 

assistance. Through a system of 21 branches crosswise over Ghana, First Allied gives 

all around redid items and administrations focused at meeting individual money 

related requirements and development of organizations. This examination will utilize 

the Adum, Kumasi branch as the contextual investigation for the exploration. The 
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Adum branch among other five (5) branches inside Ashanti Region is situated at OTB 

662 Asomfo Rd, Adum, Kumasi, Ghana. 

 

Figure 3.1 - A Map of the study area. Source: Researcher’s construct   

 

3.4 The Study Population 

The study population refers to the total collection of elements which one would like to 

study or make inferences (Cohen, Manion and Morrison, 2013). The population 

aspect however refers to the individual participant or object on which the 

measurement is taken; it is the unit of study (Cooper and Schindler, 2011).  

The population of this study will comprise of all the permanent employees at First 

Allied Savings and Loans Limited, Adum branch, Kumasi. The population stands at 

54 employees representing staff and Management. 

The study population comprised of all the staff members who came from various 

departments within the organization. 
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Table 3.1 – Showing target population 

Department Number of staff Target population 

Operations 18 18 

Susu 14 14 

Credit 6 6 

Security 10 10 

Transport 5 5 

Agency 1 1 

TOTAL 54 54 

Source: (First Allied Savings and Loans Limited, Adum branch, Kumasi, 2018). 

 

3.5 Data Sources and Data Collection Methods 

Both primary and secondary sources of data will be utilized during the investigation. 

Essential information will be gathered using self-controlled surveys and individual 

perception. A poll comprise of various questions printed or composed in a distinct 

request on a shape or set of structures. This strategy for information assortment have 

the benefit of minimal effort; it is additionally demonstrated to be free from 

predisposition of the questioner, and it likewise gives the correspondence satisfactory 

time to offer all around thought responses (Kothari, 2008). The survey contained both 

organized and semi-organized inquiries. Perception is fundamentally concentrating 

the practices of representatives in the workplace. Auxiliary wellsprings of information 

remember books for inspiration, diaries on inspiration, site of the contextual analysis, 

Magazines, Publications and so forth.  
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3.6 Sampling Technique and Sample Size  

The testing method utilized was helpful examining. As per Mugo (2010), an 

advantageous example results when the more helpful units are looked over a populace 

for perception. The examination populace is portioned into six gatherings: Operations, 

Susu, Credit, Security, Transport and Agency. This is portrayal over the different 

divisions.  

 

A Sample size alludes to the quantity of components chose from a given populace 

(Denscombe, 2014). Test size assurance is the demonstration of picking the quantity 

of perceptions or reproduces to remember for a factual example (Singh, 2008). 

Considering the idea of the testing method chose for the examination was a 

registration, the example size of the investigation was all the fifty-four (54) 

representatives that work at First Allied Savings and Loans Limited, Adum branch, 

Kumasi.  

 

3.7 Validity and Reliability and Ethical Considerations  

Borg and Gall (1989) characterize dependability as the level of consistency that the 

instruments exhibit in anything that it is estimating. To guarantee legitimacy, the 

scientist will counsel the manager, Mr. Sovereign Anokye, who will edit the survey 

and counsel on any vital changes. This will guarantee legitimacy and dependability.  

 

Once more, One essential duty of the exploration was treating the data given by 

respondents as carefully private and guarding their security. The motivation behind 

research was disclosed to respondents before leading review by giving them covering 

notice on the poll. The specialist was concerned not to damage the confidence and 
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sense of pride of the subjects too knowing the ongoing difficulties in the financial 

segment.  

 

Also, it was beneficial remembering that no respondent had to react to the overview, 

and assent of the members was a definitive objective of the investigation. This 

investigation was directed considering the moral duty as per the general standards of 

research morals closed by Ticehurst and Veal (2000) that:  

• No hurt will come to pass for the exploration members  

• Participants should participate uninhibitedly dependent on educated assent.  

 

3.8 Data Organization, Analysis and Presentation Approach  

The reason for information examination is to lessen gathered information to a sensible 

size, creating outlines, searching for designs, and applying measurable systems 

(Cooper and Schindler, 2011).  

 

Information gathered utilizing the polls will be altered for lucidity and afterward 

recurrence tables will be attracted to show the conclusive outcomes utilizing factual 

devices to create diagrams and charts. Information investigation will empower the 

specialist to make ends on the impact of inspiration on worker execution at First 

Allied Savings and Loans Limited, Adum, Kumasi.  

 

3.9 Chapter Summary  

In this section, the techniques that will be utilized to complete the exploration has 

been distinguished. The section has featured the Research plan, Population, Sampling 

methods just as Data assortment instruments and techniques. The following part will 
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take a gander at the information gathered and present it as diagrams, tables and graphs 

so as to ease comprehension and understanding. 



52 

CHAPTER FOUR 

RESULTS AND DISCUSSIONS 

4.1 Introduction 

The reason for this examination is to explore into the impact of inspiration on the 

presentation of representatives at First Allied Savings and Loans Limited, Adum, 

Kumasi, Ghana. The past sections of the investigation tended to the logical, showy 

and clear parts of the study.The information is broke down dependent on the 

examination targets and poll things utilizing a factual device to produce recurrence 

dispersion tables and outlines and the outcomes are thus exhibited. The example size 

of the investigation was all the fifty-four (54) representatives that work at the different 

units at First Allied Savings and Loans Limited, Adum branch, Kumasi. Fifty (50) 

workers directed the survey out of the fifty-four (54).  

 

This section manages the information examination and elucidation of the discoveries. 

The outcomes have been assembled in parts to be specific, socioeconomics of 

respondents, Effects of workers inspiration on execution, Effects of representative 

demotivation, Factors of representative inspiration, Effects of worker inspiration 

difficulties and Measuring worker execution. Examinations of the field information 

and the dialog of the discoveries in that have been exhibited in the accompanying 

structure.  

 

4.2 Background Analysis of Data  

An aggregate of 54 representatives took an interest in the examination with an 

equivalent number of surveys conveyed and reacted to by the workers of First Allied 

Savings and Loans Limited, Adum branch, Kumasi. After the field study, 50 polls 
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were returned and very much addressed speaking to a reaction pace of 93%. This 

demonstrated an ideal reaction rate when contrasted with what is built up by Sekaran 

(2003), that in some random review practice a reaction pace of 30% is viewed as 

generally satisfactory.  

 

The staying 4 representatives couldn't manage and return as at the time the analyst 

booked to get all controlled polls following some close to home informal reasons.  

 

4.3 Demographics of Respondents  

4.3.1 Respondent by sexual orientation  

The outcomes from the study as exhibited in outline from table 4.1 underneath, shows 

that dominant part (58%) of the establishment's laborers were females. The staying 

(42%) involved their male partners. Despite the fact that the quantity of guys in the 

administration enterprises and especially the money related segment has seen a 

considerable development over the period, their female's partners still command the 

field. The greater part of the quick standard business of the branch by perception are 

quickened by the female particularly the Susu and Operations unit. It goes to imply 

that whatever the inspiration ladies welcome it more than men. Ladies are effectively 

persuaded and along these lines surrender their best with any little inspiration given 

them. This is valid and bolstered by the attestation established by Naff and Crum 

(1999), contemplated representatives from the open part and found that the degree of 

inspiration for ladies was higher than for men in the open segment accordingly 

recommending the job of sexual orientation in inspiration. Socially in Africa and 

particularly Ghana, representatives who are male leads their homes and are frequently 

constrained to win or needs higher inspiration; this casual outlook prompts the truth 
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we see were ladies are for the most part observed to be effectively persuaded than 

most men in many associations. 

Table 4.1: Respondent by gender 

Source: Primary Data: June, 2018 

 

4.3.2 Respondent by Age 

Figure 4.1: Respondent by Age 

Source: Primary Data: June, 2018 

Findings in figure 4.1 above Summarizes that the age of respondents, which are 

categorized by 20-30, 31-40, 41-50, and above 50. The ages „between‟ 31- 40, were 

the most age holds, which had response rate of 30(60%). The second ages were the 

ages „between‟ 20-30, which had the rate of 15(30%), the third ages were the ages  

Gender Frequency Percentage [%] Cumulative percentage 

Male 21 42 42 

Female 29 58 100 

Total 50 100  
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“between” 41-50, which had the rate of 3(6%). The fourth ages were above 50, which 

had the rate of 2(4%). The results shows that First Allied Savings and Loans Limited 

have a very youthful working population. In effect if the human resource at First 

Allied Savings and Loans Ltd are well managed and motivated, the bank is likely to 

benefit from this resource through its youthful exuberance, talents, skills and 

innovation which can be harnessed and tapped for business goals and growth. 

 

4.3.3 Respondent by level of education 

Table 4.2: Respondent by Educational Level 

Educational Level Frequency Percentage[%] Cumulative percentage 

Bachelor Degree 25 50 50 

Diploma 10 20 70 

SHS, GBCE, O/A Level 8 16 86 

Master‟s degree 5 10 96 

Professional 2 4 100 

TOTAL 50 100  

Source: Primary Data: June, 2018 

Findings in table 4.2 summarizes that the level of education and the respondents are 

categorized by bachelor degree, diploma, SHS/GBCE/O, A Level, master‟s degree, 

Professional and other equivalent. The majority of the respondents were bachelor 

degree which respondent rate were 25(50%), the second respondents were diploma 

which respondent rate were 10(20%), the third respondents were SHS, GBCE, O/A 

Level which respondent rate were 8(16%), the fourth were master‟s degree which 

respondent rate were 5(10%) and the fifth respondents were professionals which 

respondent rate were 2(4%). The level of education data is necessary in knowing how 

much time the employees could be having for self-development. This shows that the 

employees are too engaged and have very minimal time for self-development 

considering the number of SHS, GBCE, O/A level and master‟s degree category. This 

is demotivating because the employees need to build their careers. 
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4.3.4 Respondent by number of years on the job 

Table 4.3: Respondent by number of years on the job 

Number of years Frequency Percentage[%] Cumulative 

percentage 

1 – 5 years 26 52 52 

6 – 10 years 14 28 80 

11 – 15 years 7 14 94 

16 – 20 years 3 6 100 

Over 20 years - -  

TOTAL 50 100  

Source: Primary Data: June, 2018. 

 

As appeared in Table 4.3 over, 26 staff speaking to 52% have worked with First 

Allied Saving and Loans Ltd between 1-5 years; 14 speaking to 28% have worked 

between 6-10 years; 7 speaking to 14% have worked between 11-15 years; 3 

speaking to 6% have worked with First Allied Savings and Loans between 16-20 

years and none for more than 20 years. Different reasons could credit to why 

workers don't remain more than 10 years or more. Maybe, one reason could be 

because of the low degree of inspiration. At the point when larger part of staff leave 

following various years, the consequent impact is that, First Allied Savings and 

Loans Ltd loses the rich information and encounters that could get to authoritative 

advantages. The majority of them in the end wind up turning out to be advantages 

for different rivals in a similar industry. This and numerous others ought to be the 

motivation behind why the board would need to look again at staff inspiration again 

for its own advantages. There is a need to consider inherent inspiration for 

representatives, for example, preparing and improvement for staff who have labored 

for 1-5 years in order to give them tranquil personality to remain at work with 

fulfillment. The individuals who have labored for a long time or more for the most 

part require lodging credit and vehicle advance as their outward inspiration 
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segment. The length of stay could without much of a stretch decide the degree of 

nationalism in the association and the sentiment of employer stability. 

4.3.5 Respondent by department 

Table 4.4: Respondent by Department 

Department Frequency Percentage[%] Cumulative 

percentage 

Operations 17 34 34 

Susu 14 28 62 

Credit 5 10 72 

Security 9 18 90 

Transport 4 8 98 

Agency 1 2 100 

TOTAL 50 100  

Source: Field survey: June, 2018. 

 

The respondents were drawn nearer to show the workplace they worked in at the 

branch and the results are showed up already. Table 4.4 shows that 34% of the 

respondents are in the Operations office, 28% work in the Susu office, 10% are in 

Credit, 18% are in Security, 8% are in Transport office and 2% involving the 

workplace. The results show that Operations set up the greatest division with 34% of 

the total respondents. The proposal thusly shows that, the officials should assign a 

tolerable level of attentiveness in regards to the Operations office. No enormous 

astonishment it is the heart beat of the affiliation where by far most of the activities 

and results organized activities approaching from.  

 

4.4 Effects of Employee Motivation on Performance  

4.4.1 Financial/Monetary Factors on Employee Performance  

The appraisal demonstrated that workers at First Allied Savings and Loans Limited 

were not content with the degree of pay they got. This is appeared by 34% of the 
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respondents who concurred showed up diversely in connection to 56% who negate 

this idea. This shows FASL Limited isn't paying its workers well and they are 

discontent with their pay rates. Cope (2019)  states that individuals primarily work to 

profit and along these lines, it is a superior than normal procedure to drive specialists.  

 

The evaluation uncovered that the association didn't offer commanding remuneration 

rates when separated from different Savings and Loans relationship in the business. 

The evaluation indicated 30% of respondents concurred that the pay was locked in 

while 62% negate this idea. In like manner, the appraisal demonstrated that the 

connection didn't offer a powerful focal points pack with 26% concurring with the 

statement and 70% negate this idea. This sponsorships Locke and Latham (1990) 

who express that cash is the chief inciting and no other sparkle approaches it 

concerning its persuading worth. The assessment indicated that the representatives of 

FASL Limited, Adum branch, Kumasi recognized that cash is an essential 

improvement to stir inspiration as appeared by 79% of the respondents that concurred 

stood apart from the 18% that fluctuate to the revelation. These outcomes take after 

Huang & Su  (2016) study, where they found that, cash was the basic drive to work 

inspiration since it was the techniques by which operators could purchase the 

distinctive need-fulfilling things they required.  

 

Once more, the assessment demonstrated that the remuneration and distinctive 

cleanliness factors at FASL Limited had incited a disappointment of the agents as 

appeared by 65% of the respondents that concurred showed up diversely in 

connection to 25% of the respondents that couldn't avoid invalidating the affirmation. 

These outcomes are according to Stanley (2012) who calls attention to that, 
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compensation and distinctive tidiness factors yielded disappointment and just spikes 

really past the mental unbiased level.  

 

The appraisal demonstrated that the operators of FASL Limited, Adum, Kumasi, 

recognized that the cash they are paid is a solid sign of the worth the connection has 

set on their associations. This is appeared by 74% of the respondents who concurred 

when showed up distinctively in connection to 22% who negate this idea. These 

outcomes agree with Abratt & Klein (1999) who express that workers believe pay to 

be the worth set on their associations by an alliance and in this way, contribute their 

time, information and aptitudes in association with how they see their spark to be.  

 

The evaluation indicated that the workers of FASL Limited, recognized that the 

compensation plan of the alliance doesn't help pull in and hold high performing 

representatives. This is appeared by 17% of the respondents who concurred with the 

announcement and 56% who confine this idea. Somewhat, this is solid with Banjoka 

(1996) who imparts that operators who are not content with their compensation 

gathering, will generally speaking consider the to be as having not actually incredible 

intrigue and bolster moves close. Likewise, pay impacts the choice of gigantic level 

operators, inspiration, advantage and worker execution (Beer and Walton, 2014).  

 

The assessment additionally showed that the workers of FASL Limited, would be 

persuaded if the connection executed a bit of leeway sharing course of action. This is 

appeared by 56% of respondents who concurred and 24% who limit this idea. These 

results concur with Merchant & Van der Stede (2007), who stipulates that to fulfill an 

authorities' needs and expansion levels of commitment, affiliations must execute 
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money related partners, for example, reward, benefit and addition sharing and stock 

possession. Furthermore, when workers believe themselves to be advantage sharing 

or stock possession assistants, they will without a doubt be dynamically given to the 

achievement of the alliance (Kepner et al. 2003).  

 

4.4.2 Non-money related stirring ways on pro execution  

The assessment exhibited that it is vital for operators to be officially observed by the 

board for work all around done and the outcomes are appeared by 63% of 

respondents who unequivocally concurred stood apart from 18% who limit this idea. 

These outcomes are in help with Worman (2008) whose overview thought about that, 

when workers achieve a key, recognize that to be sure they have accomplished 

something and have the mentality that attestation from the heads is a thankfulness for 

that accomplishment.  

 

The appraisal in like way uncovered that one on one planning edges specialists of 

FASL constrained to work adequately for a significant lot particularly at whatever 

point done in open decidedly. The outcomes confirmed this as 52% of respondents 

unequivocally concurred as against 23% who steadfastly limit this idea. The result 

concurs with Chapman (2008), who imparts that, it is basically sharp that the 

preparation is done 'out in the open'; at whatever point you see and draw in 

personalities "out in the open," it goes about as a trademark stimulant for different 

people, who are close enough to see or hear what's going on.  

 

The assessment uncovered that game plan and improvement of the association didn't 

reinforce assurance and inspiration among workers as appeared by 33% of the 
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respondents who decidedly concurred stood apart from 46% who unequivocally 

differ to the assertion. These outcomes show up contrastingly in connection to Cole 

(2011) who conveys that, there are different great conditions related with arranging, 

which include: high affirmation and expanded inspiration which prompts broadened 

profitability. 

 

Once more, the evaluation showed that Good workplace will edge delegates at FASL 

Limited to work acceptably. 34% of the respondents fluctuate while 63% sincerely 

consented to the announcement. These outcomes agree with Mc Coy (2000), in an 

appraisal that mulled over that working conditions were essential to the manner by 

which specialists felt about where they work.  

 

The appraisal in addition uncovered that social occasion building is one of the 

unprecedented luring ways that will edge delegates at FASL Limited to work 

successfully as appeared by 56% of the respondents who firmly concurred stood 

apart from 26% who confine this idea. This goes to help Dzhingarov, (2017), that 'the 

motivating news is the course of action is ordinarily phenomenally open and offered 

by bundle building works out'. Social affair building merits the time and exertion 

(Kimberlee Leonard, 2018).  

 

The assessment again showed that weight the board exercises will edge operators of 

FASL Limited to work attainably as 65% of the respondents steadily concurred as 

against 14% who confine this idea. It bolsters the stands of Worman (2009), 

'Specialists have their very own exceptional matters and that of family addition; got 

together with that of the remarkable activity waiting be done brings a great deal of 
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weight if not all around managed impacts their yield which will finally prompt low 

execution'. 

 

4.5 Factors of Motivation at F.A.S.L Limited  

4.5.1 Motivational Factors  

Table 4.5 Response on Employee Motivational factors  

Factor Frequency Percentage[%] Cumulative percentage 

Leadership Style 15 30 30 

Reward System 21 42 72 

Organization Climate 9 18 90 

Structure of Work 5 10 100 

TOTAL 50 100  

Source: Field study: June, 2018.  

 

The respondents were requested to show which from the communicated influential 

components adds to high specialist execution at First Allied Savings and Loans 

Limited. Table 4.5 shows that 42% agree that Reward system add to high specialist 

execution. 30% exhibited that Leadership style is essential to contribute a high 

delegate introduction; 18% says a legitimate culture is indispensable to contributing a 

high specialist execution; and 10% demonstrated that the structure of the working 

environment will contribute a high agent presentation at First Allied Savings and 

Loans Limited.  

 

The results shows that Rewards system will add to high specialist execution at FASL 

Limited. This goes to agree with Sara et al 2004, that, Rewards structure can keep up 

and prod individuals towards better at the work place.  
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4.6 Motivational Systems at FASL Limited  

4.6.1 Motivational Systems at FASL Limited  

Respondents were drawn nearer to state what powerful system(s) are set up at FASL 

obliged. Thirty-five (35) out of the fifty (50) respondents addressing 70% showed 

that Training and Development is set up at FASL limited as an influential structure. 

15 respondents out of the 50 addressing 30% similarly communicated that Team 

developing is set at FASL Limited.  

 

The results from the respondents agrees with Worman (2008) that, 'arrangement 

never closes and is an interminable exercise'. Cole (2011) states that, there are 

various focal points related with getting ready and headway, which include: high 

affirmation and extended motivation which prompts extended productivity. Getting 

ready and improvement is a key powerful structure and should be bolstered. 

 

4.6.2 Employee motivational System or factor you will recommend for FASL 

Limited? 

Figure 4.2 Respondents on motivational system recommended for FASL  

 

Source: Primary data, June, 2018. 
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Findings in Figure 4.6 shows that 54% of the respondents recommend Recognition 

and Attention as the motivational system for FASL Limited; 22% recommended 

Team building; 14% also recommended Affordable Housing, and 10% recommended 

Good work environment. Although these recommended motivational systems are 

good, the study revealed that some employees have worked for almost 15 years yet 

never received any form of recognition and attention until recent times were once 

you are seen working hard you are awarded GH₵200.00 for officers apart from the 

managers and hardworking managers received GH₵500.00. The responses from the 

employees goes to support the position of Worman (2009), touching on employee 

recognition and attention stated that, „when employees accomplish a mission, they 

believe that indeed they have achieved something and have the mindset that 

recognition from management is an appreciation for that achievement‟. A best staff 

for example, for a particular month can have his or her photograph in a frame and 

placed at the banking hall for say a week or month so to edge others. 
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4.7 Challenges of Employee Motivation at FASL Limited 

4.7.1 Awareness of reason(s) posing as a challenge to employee motivation. 

Figure 4.3 Respondents on reasons posing as a challenge to employee motivation 

at FASL. 

Source: Primary data, June, 2018. 

 

Findings in Figure 4.3 shows that 45 out of the 50 respondents representing 90% 

agree that they are aware of reason (s) posing as a challenge to employee motivation 

for management of First Allied Savings and Loans Limited. 5 out of the 50 

respondents representing 10% indicated that they are not aware of any reason(s) 

posing as a challenge to employee motivation for management of First Allied 

Savings and Loans Limited. The results show that majority of the employees at 

FASL Limited are so much aware of some reason(s) posing as a challenge for 

management in implementing employee motivation. 
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4.7.2 Employee motivation challenges by FASL Limited management 

Table 4.6 Response on employee motivation challenges by FASL Limited 

management. 

Motivation Challenge Frequency Percentage[%] Cumulative 

Percentage 

Changing dynamic 

workforce 

5 10 10 

Change in job roles 32 64 74 

Diverse needs  & 

expectation of employees 

12 24 98 

Lack of funds 1 2 100 

TOTAL 50 100  

Source: Field Survey, June, 2018. 

 

Respondents were approached to tick what present as representative inspiration 

challenge by FASL Limited administration. Table 4.6 shows that 64% of the 

respondents demonstrate that adjustment in work jobs is the significant explanation 

acting like representative inspiration challenge by FASL Limited the executives. 24% 

showed that differing needs and desire for representatives is a test for the executives 

in executing worker inspiration; 10% demonstrated that the changing and dynamic 

workforce is a test for FASL Limited the executives in actualizing representative 

inspiration; and 2% demonstrated the absence of financing as the explanation acting 

like representative inspiration challenges by the executives of FASL Limited.  

 

The reaction from representatives of FASL Limited goes to help Juneja, (2018), who 

demonstrated that, 'Inspiration is by all accounts a basic capacity of the board in 

books, yet practically speaking it is additionally testing'. For workers of FASL 

Limited, the ordinary change in work jobs doesn't inspire them to ace a specific job 

and in this way unfit to fulfill persuasive guidelines. Juneja (2018) position bolsters 

the 12 respondents who demonstrated that the different needs and desire for 
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representatives present as a test to the board in actualizing worker inspiration. He 

focused on that, 'the vivacious idea of requirements present as a test to a chief in 

rousing his subordinates. This is on the grounds that a representative at one point of 

time has differing necessities and desires. Likewise, these requirements and desires 

continue changing and may likewise conflict with one another. One on one discourses 

with certain administrators uncovered this situation of Juneja to be valid.  

 

Partiality by some top supervisors likewise came up emphatically as a major aspect of 

the one on one discourses with certain workers as one of the casual test for 

representative inspiration. Examinations are precisely done however meriting 

representatives are not advanced yet top choices of certain administrators are 

somewhat considered. 

4.8 Ways of Measuring Employee Performance at FASL Limited. 

Figure 4.4 Respondents on ways of measuring employee performance at FASL 

Limited 

Source: Field Survey, June, 2018. 
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The respondents were asked to indicate the way(s) of measuring employee 

performance at FASL Limited. Fig 4.4 shows that 40% of the respondents indicated 

that Punctuality is a major way or tool is measuring employee performance at FASL 

Limited; 30% indicated Attitude; 20% indicated Quality of work; 6% indicated 

Personal habits, while 2% indicated Personal presentation; 2% indicated Client survey 

and none for Random checks. The results obtained from the analysis shows that the 

staff of FASL Limited agree with Brian Rudolph, 2018, who indicated that 

punctuality is key to assessing employee performance; Attitude is also a key indicator 

for measuring employee performance. Quality of work expressed through the timely 

execution of work to desired standards is also key indicator in measuring employee 

performance. 

 

4.9 Effect(S) Of Motivation to Employee Performance 

Figure 4.5 Respondents on the effect of motivation ton employee performance 

Source:   Primary data, June, 2018. 
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Respondents were drawn closer to exhibit a Yes or No concerning whether motivation 

straightforwardly influences a laborer execution. Figure 4.5 shows that 95% of the 

respondents exhibited that motivation has a prompt effect to a laborer execution, 

while 5% demonstrated that motivation has no effect on a delegate execution. The 5% 

respondents in a one on one gathering showed that organization has their top options 

along these lines no proportion of motivation will affect their work; they will 

complete their obligation with or without motivation. According to Gareth and 

George (2015), motivation is described as "mental powers that choose the heading of 

a person's lead in an affiliation, a person's level of effort and a person's level of 

innovation." The 95% respondents exhibiting that motivation straightforwardly 

influences an agent execution, supports Gareth and George (2015) decree; motivation 

will arrange or choose the direct of a laborer in the affiliation.  

 

4.10 Chapter Summary  

This summary shows the assessment given brief explanations on the figures 

presented. Economics of the masses were presented as diagrams and repeat 

assessment was used to give rates. The economics separated were sexual direction, 

age social affair, office and residency in the affiliation, etc. Among other noteworthy 

key disclosures, the part revealed the going with:  

• The level of guidance of the respondents at FASL Limited is commonly 

consoling as half are first degree holders.  

• 7 out of the 50 respondents have stayed at work for over 10 years. The 

assessment revealed through a one on one gathering that low level of 

motivation could speak to the example.  



70 

• Motivation as demonstrated by the respondents legitimately influences agent 

execution especially at FASL Limited.  

• Punctuality and Attitude are the two huge strategies for evaluating specialist 

execution at FASL Limited.  

• The accompanying area gives the Summary, Conclusions and offers 

recommendations from the assessment.  
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CHAPTER FIVE  

SUMMARY OF  FINDING , CONCLUSIONS AND RECOMMENDATIONS  

5.1 Introduction  

It is starting at now battled that boss need to drive agents to perform well in the firm, 

since the affiliation's flourishing is dependent upon them (Ramlall, 2008). The 

assessment under created an assessment concerning the aftereffects of motivation on 

the introduction of laborers at First Allied Savings and Loans Limited, Adum, 

Kumasi, Ghana. The investigation tends to recorded in Chapter One has guided the 

examination to this degree were data gathered by methods for overviews and one on 

one gatherings has been shown and analyzed in area Four. The assessing technique 

has been gotten as the supportive gadget for the assessment.  

 

This part plots the assessment. The part gives the examination summary and the 

exchanges guided by the assessment targets. The area gives the assessment closes that 

have been gotten from the examination revelations. The area in like manner proposes 

recommendations for the examination arranged by proposition for improvement and 

those for additional assessments.  

 

5.2 Summary of Finding  

The explanation behind this assessment was to choose the effect of motivation on 

delegates' introduction using the occurrence of First Allied Savings and Loans 

Limited, Adum, Kumasi, Ghana. The assessment was guided by the going with 

investigation questions:  
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• What factors move and de-convince the delegates at First Allied Savings and 

Loans Limited?  

• What powerful systems have been set up by First Allied Savings and Loans 

Limited to compensate troublesome work?  

• What challenges does First Allied Savings and Loans Limited organization 

face(s) in prodding its agents?  

• What strategies for assessing specialist execution are being utilized at First 

Allied Savings and Loans Limited?  

• Does the nonappearance of delegate motivation sway execution at First Allied 

Savings and Loans Limited?  

 

The assessment grasped both the quantitative and abstract research plan. The 

assessment moreover used the logical examination ask about method close by the two 

unquestionable structure to assemble data and enable the expert investigation into 

detail all of the elements being referred to. The quantity of occupants in this 

examination incorporated all of the delegates of FASL Limited, Adum branch, 

Kumasi. The reviewing plot for this assessment included a once-over of all delegates 

that work at FASL Limited, Adum branch, Kumasi. The model size in this way was 

54 agents. Fundamental data for the assessment was accumulated using a sorted out, 

redid survey and an unstructured one on one interviews. Clear assessment was used to 

choose the degrees and repeat of the variables.  

 

The examination exhibited that Reward structures significantly contributes as a 

rousing component at FASL Limited. Prizes structure can keep up and awaken 
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individuals towards better at the work place. The examination also exhibited that 

Leadership style can similarly be a moving component to drive agents.  

 

The assessment in like manner showed that laborers planning and progression 

similarly as gathering functioning as non-cash related persuasive methods are 

dynamic at FASL Limited. The assessment demonstrated that delegate Salaries at 

FASL Limited isn't engaged. The assessment further showed that the pay course of 

action of FASL Limited doesn't attract and hold high specialist execution. Basically, 

budgetary powerful methods are needful for delegate motivation towards incredible 

execution. 

The investigation again indicated that workers know about certain reasons balancing 

as difficulties for the board with respect to representative inspiration usage and in this 

way, there are difficulties in regards to worker inspiration by the board of FASL 

Limited. Change in work jobs, diversed requirements and desire for worker and bias 

were the significant reactions from the examination by respondents. The examination 

indicated that subsidizing sensibly isn't a test for the executives.  

 

The examination further uncovered that Punctuality, Attitude and Quality of work are 

the significant methods for estimating worker execution at FASL Limited.  

 

Also, the examination demonstrated that inspiration directly affects workers' 

exhibition. A few respondents showed that regardless of what a representative set in 

to work, some top administration have their top choices and will consistently have 

their eyes on them to further their potential benefit. 
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5.3 Conclusions  

Worman (2008), making on 20 unmistakable ways to deal with stir your workers 

without raising their compensation communicated that, "it is exorbitant a screw up to 

get worked up in the trick theory that cash climbs to enthusiastic representatives". 

Trust it or leave it money will dependably be a basic issue in persuading individuals 

and strong pay plan is essential to drawing in and keeping workers. In any case, the 

issue is that extra money isn't generally the response to the issue, and everything 

considered not utilizing any methods the best choice. 

Specialist motivation truly has a quick ramifications for their introduction given that 

the uniquely crafted motivation is evaluated on the agents. The examination presumes 

that:  

• Factors, for instance, compensate systems, Leadership style and work climate are 

impeccable at FASL Limited in moving agents. Prizes system can keep up and 

convince individuals towards better at the work place. The alter demotivate agents 

especially the case at FASL Limited.  

 

• Motivational structures are set up and being utilized at FASL Limited. Non-

Monetary systems, for instance, Training and Development and gathering building 

are the two key powerful structures set up at FASL Limited. Cash related 

structures, for instance, extraordinary pay and various favorable circumstances 

should be fundamentally looked.  

 

• There are troubles adjusting on the officials in executing agent convincing plans at 

FASL Limited. Change in maintain sources of income, diversed prerequisites and 

wants for agents and inclination indicates the huge troubles revealed.  
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• Punctuality, Attitude and Quality of work are the critical strategies for assessing 

delegate execution at FASL Limited.  

 

• Motivation influences a delegate execution though several respondents 

demonstrated that they think by and large in light of the fact that once in a while a 

specialist can lock in yet don't benefit any motivation since specific heads 'top 

picks' who don't legitimacy such motivation will end up having them to the 

hindrance of a justifying laborer.  

 

5.4 Recommendations  

From the assessment, coming up next are the recommendations as developed by the 

investigation:  

• There is a solid essential for FASL Limited to rethink its compensation and 

focal points pack as the operators see the cash they are paid as a brief sign of the 

worth the connection has set on their associations. This can help support the 

affirmation and inspiration of the representatives and thusly, their presentation. 

Consistency in the compensation scale is basic. 

• Management ought to come up with an effective show estimation structure that 

prizes persevering workers and rebuffs inadequate authorities through the 

Human Resources Department.  

• It is basic to develop such an atmosphere where agents are especially content 

with their occupations and pleasant with each other. Thusly agents will be in 

position to utilize their most extreme limit in their vocations.  
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• It is immovably prescribed that specialist getting ready, collaboration practices 

and other related activities towards working up the delegates must be relooked 

at and exist in the definitive condition.  

 

• There is must have a thorough motivation plot as this works honestly 

comparative with the yield of the delegates.  

 

The researcher trusts seriously that if the officials of FASL Limited endeavors 

unhinged undertakings and guarantee to realize the recently referenced examinations, 

the relationship in a split second won't simply become one of the top driving private 

speculation assets and credits banks in Ghana, yet furthermore update the corporate 

picture and the respect of its laborers.  

 

5.4.1 Suggestions for further investigate  

As showed by the investigation further assessments should be grasped to set up what 

drives agents, since the examination raised that, laborers were particularly lively by 

cash related rewards yet, boss interest other non-budgetary assistants like getting 

ready, bunch building and extraordinary working environment. The board is also 

looked with the trial of the diversed needs and wants for delegates and along these 

lines there is need to relook at the test through a further report. 
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APPENDIX 

QUESTIONNAIRE 

CHRISTIAN SERVICE UNIVERSITY COLLEGE, KUMASI 

GRADUATE SCHOOL 

DEPARTMENT OF PLANNING AND DEVELOPMENT 

[ 

This research is to find your opinion on the effect of motivation on the performance of 

employees at First Allied Savings and Loans Limited, Adum, Kumasi. Please, kindly 

spare me some time and complete this research questionnaire. The information 

provided will be used for academic purpose and as such going to be strictly 

confidential. 

[[ 

PART A: Demographics of Respondents 

In all questions, please tick [√] only unless otherwise indicated.  

 

[1. Sex of respondent:      a) Male [   ]            b) Female [   ] 

2. Age of respondent      a) 20-30 [  ]     b) 31-40 [   ]       c) 41-50 [   ]       d) Above 50 

[   ] 

3. Level of education:  a) SHS, GBCE, O/A level [   ]   b) Diploma [   ]   c) Degree [  ]     

d) Masters   [   ]   e) Professional [   ]    

f) Others (please specify)…………………………… 

4. For how long have you been working with First Allied Savings and Loans Limited?  

a) 1-5 years [   ]    b) 6-10 years [   ]    c) 11-15 years [  ]    d)  16-20 years [   ]     

 e) Over 20 years [  ] 

[5. Department. a. Operations [   ]     b. Susu [   ]    c. Credit   [   ]    d. Security [   ]      

e. Transport   [   ]     f. Agency   [   ] 

[[ 
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PART B: Effects of employee motivation on performance. 

7. The questions in this section concern characteristic related to financial 

incentives/monetary factors and their effect on employee performance. Using the key 

below, please indicate the extent to which you agree with each statement.  

1 - Strongly Disagree 2 – Disagree 3 – Neutral 4 – Agree 5 - Strongly Agree 

 

Financial Incentives/ Monetary Factors 1 2 3 4 5 

I am satisfied with the level of pay I receive       

The pay offered by the company is very competitive compared to other 

Savings and Loans organisations in the industry 

     

Our company maintains a competitive pay and benefits (e.g.  medical 

insurance) package 

     

I believe that money is a crucial incentive to work motivation because it is 

what I use to purchase the things I need and desire 

     

My salary and other hygiene factors (e.g.  company  policies,  working 

conditions, supervision) have led to a dis-satisfaction of my employment 

     

I believe the money I am paid is a strong indication of the value the 

organization has placed on my services 

     

Our  company  pay  policy  helps  attract  and  retain  high  performing 

employees 

     

If the company had a profit-sharing scheme, it would motivate me to 

perform 

     

 

8. Please tick appropriately: 

(a) SA - Strongly Agree    (b) A - Agree     (c) U – Uncertain   (d) SD - Strongly 

Disagree  

(d) D – Disagree 

Which of the following motivational ways will edge you to work effectively at First 

Allied Savings and Loans Limited for a long term? 
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Motivation SA A U SD D 

Recognition & Attention      

One on one coaching      

Training and Development      

Good work environment      

Team Building      

Stress Management      

 

9. What motivational systems do you have? 

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

……………………… 

 

10. What employee motivational system or factor will you recommend for 

consideration and implementation by First Allied Savings and Loans Limited? Please, 

kindly state. 

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

……………………… 

[ 

11. Please tick where appropriate: 

Which of the following ways of motivating employees will increase your current level 

of performance if management should focus on? 

a. Team building [   ] b. Recognition & attention [   ] c. Applause [   ]  

d. Training [   ] e. One on one coaching [   ] f. Stress management [   ] 

 [ 

 

PART C: Effects of employee demotivation 

12. If you were considering resigning from First Allied Savings and Loans Limited, 

which of the following would be your reason (s)? 
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Kindly indicate by circling the corresponding number against each way(s) of 

employee demotivation. 

1- Below average   2 - Average   3 - Above average    4 - Credit     5 – Excellent 

Motivational Ways Ranking 

Poor Management Style 1        2        3        4        5 

Poor Communication 1      2        3        4        5 

Poor remuneration  1        2        3        4        5 

Not treating employees as a people, instead as 

teams 

1        2        3        4        5 

Ignoring achievements 1        2        3        4        5 

Inadequate rewards system 1        2        3        4        5 

    

PART D: Factors of employee motivation 

13. Which of the following factors of employee motivation will contribute to high 

employee performance at First Allied Savings and Loans Limited? 

Please, kindly tick [√] where applicable. 

a. Leadership style [  ]  b. Reward system [  ]  c. organizational climate [  

]  

d. structure of the work [  ] 

 

 

PART E: Effects of Employee motivation challenges 

14. Are you aware of any reason posing as a challenge to employee motivation for 

management of First Allied Savings and Loans Limited? 

a. Yes [   ] b. No [   ] 

 

15. Which of the following will you indicate as reason(s) that pose as employee 

motivation challenges by First Allied Savings and Loans Limited management? 

Please, tick [√] where applicable  

a. Changing and dynamic workforce  [   ] b. Change in job roles   [   ] 

c. Diverse needs and expectation of employees [   ]      d. Lack of funds [   ]  

e. Other (please, specify) …………………………………………………… 
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PART F: Measuring employee performance 

16. Please, kindly tick [√] where applicable. 

 To what extent are you aware of the following ways of measuring employee 

performance in use at your bank? 

Performance 

measurement 

ways 

 

To some 

extent 

 

To little 

extent 

 

Very 

little 

extent 

 

Not aware 

Punctuality     

Quality of work     

Personal habits     

Attitude     

Personal 

presentation 

    

Client survey     

Random checks     

 

17. Please, kindly tick [√] where applicable. 
Do you agree that motivation has a direct effect on employee performance? 

Yes [   ] b. No [   ]  

 

 

17. Please, kindly state your views (if any) on how to improve the performance 
measurement systems of your bank to enable it to compete in the globalized 
environment. 

…………………………………………………………………………………………
……… 

…………………………………………………………………………………………
…………………………………………………………………………………………
…………………………………………………………………………………………
…………………………………………………………………………………………
…………………………………………………………………………………………
……………………………………… 

 

Thank you for completing the questionnaire!  
 


