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ABSTRACT 

 

Motivation is one of the many factors that contribute to employee performance. It is the force that 

drives employees’ behaviour to produce a certain output. Job performance is the ability of an 

employee to integrate skill, experience, knowledge, and other available resources in delivering the 

expected outcome. Various studies have concluded that there are a number of factors that 

contribute to employee performance. Management standards, level of commitment, the knowledge 

of work, communication, and motivation and employees’ skill are just a few of these factors. With 

a clear and attractive motivating factor, employees gear all their efforts towards achieving the set 

goals working through any challenges faced in the process. Motivated employees use their 

creativity to find solutions to challenges which leads to the invention we see today. This study 

sought to investigate how various motivating factors influence employee performance at Rwanda 

Revenue Authority. Specifically, the objectives of the study were; to establish the impact of 

compensation on employee performance, to determine the impact of promotion on employee 

performance, to assess the impact of recognition on employee performance and examine the 

impact of supervision on performance among the employees of RRA. The study adopted a 

descriptive research design. The research targeted 124 Rwanda Revenue Authority staff since most 

employees are directly or indirectly involved in decision making and controls. The study basically 

targeted top and middle level management members because they were the custodians of human 

resource department. This study therefore used purposive sampling techniques in selecting 

interviewees with an option of replacing those who do not wish to respond. A sample of 92 

respondents was targeted to participate in this study. The study was carried out by use of 

questionnaires which were administered to the respondents. Findings from the study revealed that 

a significant association exists between employee motivation and employee performance. The 

correlation existing between employee performance and all the independent variables; 

compensation, promotion, recognition, supervision was strong and positive and negative for some 

(0.595, -0.280, -0.518, and -0.598 respectively) significant at the 0.05 and 0.01 level. The study 

recommended that Rwanda Revenue Authority (RRA)  need to develop and implement a payment 

policy to attract sufficient and suitable employees, come up with a clear promotion and career 

advancement policy, develop an organizational structure to communicate to employees on 

different levels of authority and enhance employee recognition with a financial reward.  
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CHAPTER iONE 

INTRODUCTION iOF iTHE iSTUDY 

 

This ichapter icontains ithe ibackground iof ithe istudy, ithe iproblem istatement, iobjectives iof ithe istudy, 

iresearch iquestions, isignificance iand iscope iof ithe istudy ias iwell ias ithe iorganization iof ithe istudy. 

iThis ichapter igives ibrief iinformation iabout ithe ipublic iinstitution ias ia icase istudy. 

 i1.1. iBackground iof ithe iStudy 

The isuccess ior ifailure iof ian iorganization ilargely idepends ion ithe iefficiency iof ihuman icapital. iThis 

ihas imade ithe ihuman iresource imanagement ifunction ikey iin iachievement iof iorganizational igoals. 

iThe iHuman iresource imanagement ifunction iis iresponsible ifor ithe imaintenance iof ihuman 

irelationships iand imanaging ithe iphysical iwellbeing iof iemployees ito ienhance itheir iproductivity iand 

iefficiency iat iwork i(Appleby, i2014). iIt iis iargued ithat ia imotivated iemployee iis ia iproductive 

iemployee. iMotivation iis ithe iprocess ithrough iwhich ipeople ichoose ibetween iforms iof ibehaviour iin 

iorder ito iachieve igoals i(Cole, i2012). iIt iis ithe iguiding iprinciple iand iforce ithat ipushes iindividuals ito 

ifocus ion ia iparticular ipath ito iachieve ia iset igoal ior idesire. iMotivation iis ia ipsychological iconcept 

iconcerned iwith ithe iintrinsic iforces ioperating iwithin ian iindividual, iwhich iimpel ihim ior iher ito iact ior 

inot ito iact iin ia iparticular iway. iA imotive iis ia ipersonal iand iinternal ifeeling. iThe iprocess iof 

imotivation iis idynamic iand icontinuous ias iit ideals iwith ihuman ibeings iwho iare iever ichanging 

imodifying ithemselves ifrom itime ito itime. iDue ito itheir ichanging inature, ipeople imust ibe iprovided 

iwith ithe istimulus ito iwork ibecause ithe isatisfaction iof ione ineed igives irise ito ianother. 

Internationally, iemployee imotivation iis irecognized ias ione iof ithe ikey ifunctions iunder ihuman 

iresource imanagement idue ito iits iinfluence ion iemployee iand iorganizational iperformance. iThe 

iInternational iLabor iOrganization isince iits icreation iin i1919 ihas iadvocated ifor iemployee 

imotivation. iWith iits imain iobjectives ibeing ito ihelp iin iadvancement iand icreation iof idecent 

ieconomic iand iworking iconditions; ithe iorganizations ipreamble irecognizes ithe iexistence iof ilabor 

iconditions iinvolving iinjustice ihardships, iprivatization ito ilarge inumbers iof ipeople iand ithe ifailure iof 

iany ination ito iadopt ihumane iconditions iof ilabor ias ian iobstacle. iThe iinstitution iaims iat iensuring 

iemployees iare imotivated ithrough iimproving iand iregulating iworking ihours, ilabor isupply, iwages, 

ijob isecurity, iworkplace isafety iand iprotection iof iemployees’ iinterests i(ILO, i2018). 

Employee imotivation iis ithe ilevel iof ienergy, icommitment, iand icreativity ithat ian iorganization's 

iworkers ibring ito itheir ijobs. iWhether ithe ieconomy iis igrowing ior ishrinking, ifinding iways ito 

imotivate iemployees iis ialways ia imanagement iconcern. iEmployee imotivation iis ia icritical iaspect iat 
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ithe iworkplace iwhich ileads ito ithe iperformance iof ithe idepartment iand ieven ithe iinstitution. 

iMotivating iyour iemployees ineeds ito ibe ia iregular iroutine i(Leon, i2011). i 

There iare iseveral ireasons iwhy iemployee imotivation iis iimportant. iMainly ibecause iit iallows 

imanagement ito imeet ithe iorganization's igoals. iWithout ia imotivated iworkplace, icompanies icould ibe 

iplaced iin ia ivery irisky iposition. iMotivated iemployees ican ilead ito iincreased iproductivity iand iallow 

ian iorganization ito iachieve ihigher ilevels iof ioutput. iImagine ihaving ian iemployee iwho iis inot 

imotivated iat iwork. iMotivation ishows ia icrucial isignificant ipart iin iall iprivate iand ipublic 

iorganizations. iOrganization icannot irun iand icannot iattain itheir idesire igoals iand iobjectives iwithout 

imotivating itheir iemployees. iEmployee imotivation iplays ia isignificant irole iin idefining ijob 

iperformance. iEmployee imotivation iseems ito ibe iof igreat iinfluence ito ijob iperformance iand iin iturn 

iof iorganizational isuccess. iThere iis ia ineed ito icreate ia iwork ienvironment ithat iencourages iemployees 

ito igive iquality iresponse ineeded. iSatisfied iemployees iare iwilling ito iperform iexcellently ithat ileads 

ito iboth ishort iterm iand ilong iterm iorganizational isuccess. iWith iamplifying ijob iperformance ias ithe 

iresult iof iemployee imotivation, ian iorganizational iperformance ias iwell ican ibe iimproved, igoals ican 

ibe iattained, iand icommitment ican iget iintensified. iAll iorganizations iwant ito ibe isuccessful, ieven iin 

icurrent ienvironment iwhich iis ihighly icompetitive. 

In iorder ito iencourage iperformance, icompanies iare inow icreating ia istrong iand ipositive irelationship 

iwith iits iemployees iand idirect ithem itowards itask ifulfillment i(Albeit, i2015). iIn iorder ito iachieve 

itheir igoals iand iobjectives, iorganizations idevelop istrategies ito icompete iin ihighly icompetitive 

imarkets iand ito iincrease itheir iperformance i(Knapp i& iMustafa, i2010). iNevertheless, ijust ia ifew 

iorganizations iconsider ithe ihuman icapital ias ibeing itheir imain iasset, icapable iof ileading ithem ito 

isuccess ior iif inot imanaged iproperly, ito idecline i(Bartok i& iMartin, i1998). iThis iimplies ithat, iif 

iemployees iare inot isatisfied iwith itheir ijobs iand inot imotivated ito ifulfill itheir itasks iand iachieve itheir 

igoals, ithe iorganization icannot iattain isuccess. 

Therefore, icompanies iirrespective iof isize iand imarket, istrive ito imotivate itheir ibest iemployees, 

iacknowledging ithem itheir iimportant irole iand iinfluence ion iorganizational ieffectiveness i(Dobre, 

i2013). iIn iorder ito iencourage iperformance, icompanies ishould icreate ia istrong iand ipositive 

irelationship iwith iits iemployees iand idirect ithem itowards itask ifulfillment. iIn iorder ito iachieve itheir 

igoals iand iobjectives, iorganizations idevelop istrategies ito icompete iin ihighly icompetitive imarkets 

iand ito iincrease itheir iperformance. iNevertheless, ijust ia ifew iorganizations iconsider ithe ihuman 

icapital ias ibeing itheir imain iasset, icapable iof ileading ithem ito isuccess ior iif inot imanaged iproperly, ito 

idecline i(Bartol iand iMartin, i2014). i 
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This iimplies ithat, iif iemployees iare inot isatisfied iwith itheir ijobs iand inot imotivated ito ifulfill itheir 

itasks iand iachieve itheir igoals, ithe iorganization icannot iattain isuccess. iIn iRwanda ipublic iservants ifor 

iefficient iand ieffective iservice idelivery icontinues ito ibe ia ipriority iagenda ifor ithe igovernment iof 

iRwanda i(James, i2016). i 

Decision-makers iin ithe iPublic iService ibecame iaware iof ithe iimportance iof imodern iprinciples iof 

imanagement ito iimprove ithe ioutput iand ithe ieffectiveness iof itheir iservices iand ithose iof iother ipublic 

iinstitutions. iNevertheless, ithere iare iindividual iin icharge iof imanagement iin ithe ipublic iservice ifor 

iemployment iis iinterested ito ifind iout ilong iterm istrategies ito isolve ithe iproblem iof iineffective 

iemployees’ imotivation ithat iaffect itheir iworking ibehavior iin iorder ito iboost itheir isatisfactorily iand 

idesired iperformance i(Woodbury, i2012). i 

In iRwanda, iin irealizing ithe iimportance iof iemployee’s imotivation, ithe igovernment iof iRwanda 

iestablished ivarious istrategies iand ipolicies ito iimprove iworking iconditions ifor ipublic iservants isuch 

ias iPay iand iIncentive iPolicy ito icompensate iemployee ifor ithe iwork ithey ido. i iThe ipolicy iaimed iat 

imotivating iemployees ito iperform ibetter, iretain ithem iand i i iattract i i italented i i iapplicants i i iin i i ipublic 

iservices i(MIFOTRA, i2016). iTherefore, ithe istudy iwas icarried iout ito iassess ithe ieffect iof iemployee 

imotivation ion iemployee’s iperformance iin ipublic iinstitution’s ireference ito iRwanda iRevenue 

iAuthority. 

The iRwanda iRevenue iAuthority iwas iestablished iunder iLaw iNo i15/97 iof i8 iNovember i1997 ias ia 

iquasi-autonomous ibody icharged iwith ithe itask iof iassessing, icollecting, iand iaccounting ifor itax, 

icustoms iand iother ispecified irevenues. iThis iis iachieved ithrough ieffective iadministration iand 

ienforcement iof ithe ilaws irelating ito ithose irevenues. iIn iaddition, iit iis imandated ito icollect inon-tax 

irevenues. iThe iAuthority iis ialso iresponsible ifor iproviding iadvice ito ithe iGovernment ion itax ipolicy 

imatters irelating ito irevenue icollections. iIt iperforms iother iduties iin irelation ito itax iadministration, ias 

imay ibe idirected ifrom itime ito itime iby ithe iCabinet i(RRA,2023). 

1.2. iProblem iStatement i 

Motivation iis icrucial ifor iorganizations ito ifunction; iwithout imotivation iemployees iwill inot iput iup 

itheir ibest iand ithe icompany’s iperformance iwould ibe iless iefficient. iRecently, iemployee imotivation 

iis ibecoming ian iimportant imanagement isystem iin iorganizations, iboosts iemployee ijob isatisfaction 

iand iperformance i(Enoch, i2014). i 

According ito iHerzberg i(2016) ione iof ithe imost ifundamental iconcern iwhen ian iorganization iwants ito 

iachieve igood iemployee iperformance iis ito iunderstand ihow ito imotivate iits iemployees ithrough 

isalaries iand iother icompensation ipackages ithat iare ifair iand idesirable. iDespite, ithe i i irole i i iplayed i i iby 

i i imotivation ifactors ito iinfluence iemployee iperformance iin iboth iprivate iand ipublic iinstitutions iin 
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iRwanda; iemployee i i iperformance i i iin i i isome ipublic iinstitutions iin iRwanda istill ibeyond iexpectation 

i i iand i i ihence i i ifailure ito i i ireach iorganizations’ iobjectives i(NISR, i2018). i 

The iperformance iof iorganizations iand iemployees ihas ibecome ia icrucial iand icritical iissue iin ithe 

ibusiness iworld itoday. iHowever, ihow iwell ian iorganization imotivates iits iworkers iin iorder ito 

iachieve itheir imission iand ivision iis iof iparamount iconcern. iEmployees iof iorganizations iare 

ibecoming iincreasingly iaware ithat imotivations iincrease iproductivity. iFrom ithe iforegoing, iand 

ilooking iat itoday’s ieconomic itrend, iit iis ievident ithat ithe ipace iof ichange iin ithe ibusiness ienvironment 

ipresents ifresh ichallenges idaily. iFor iexample isurvey idone iby iMIFOTRA i(2018), iin i i8 i igovernment 

i iministries i(MINISANTE, iMINIJUST, iMINISPOC, iMINICOM, iMINAGRI,MINEDUC, i i 

iMIFOTRA iand iMININFRA) ireported ithat i12% iof iemployees iwere idismissed idue ito 

iunderperformance i iwhere i itheir i iscore i iwere ibelow i60%, ionly i55% igovernment iemployees i 

iscoring i ibelow i80% iand i ialso i8 igovernment i i iministries iachieved i i i78% i i iof iquality iservices iwhich 

iis ibelow ito ithe itarget iof i92 i% iand ialso i14% iof iemployees idid inot iprovide i i i i i i i itrue i i i iand i i i icredibility 

i i i ireports iaccording i i i ito i i i itheir i i i itasks i i i iand i i i iduties iperformed i i i iat i ithe i iright i itime. i iThis ilow ilevel 

iof i i iperformance i i iof i i iemployees i i iaffecting iachieving ithe igoals iof ipublic iinstitutions i(MIFOTRA, 

i2018). iTherefore, ithe istudy iwas icarried i i iout i i ito iassess i i ithe i i ieffect i i iof iemployee i i i imotivation isuch 

ias icompensation, ipromotion iopportunities, irecognition iand isupervision ion iemployee’s 

iperformance iin iPublic iinstitution’s ireference iRwanda iRevenue iAuthority. i 

1.3. iObjectives iof ithe iStudy 

The imain iobjective iof ithis istudy iis ito iassess ithe iimpact iof iemployee imotivation ion iemployee’s 

iperformance iin iPublic iinstitution’s ireference iRwanda iRevenue iAuthority. 

1.3.1. iSpecific iObjectives 

Specifically, ithis istudy iattempted ito: 

i. To iestablish ithe iimpact iof icompensation ion ithe iperformance iof iemployees iof iRwanda 

iRevenue iAuthority 

ii. To idetermine ithe iimpact iof ipromotion iopportunities ion ithe iperformance iof iemployees iof 

iRwanda iRevenue iAuthority 

iii. To iassess ithe iimpact iof irecognition ion iemployee iperformance iat iRwanda iRevenue 

iAuthority 

iv. To iexamine ithe iimpact iof isupervision ion iperformance iamong ithe iemployees iof iRwanda 

iRevenue iAuthority 

1.3.2. iResearch iQuestions 

The ifollowing iare ithe iresearch iquestions ithat iwere iused iin iorder ito iachieve iits iobjectives: 
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i. To iwhat iextent idoes icompensation iaffect ithe iperformance iof iemployees iof iRwanda 

iRevenue iAuthority? 

ii. What iis ithe iimpact iof ipromotion iopportunities ion ithe iperformance iof iemployees iof 

iRwanda iRevenue iAuthority? 

iii. To iwhat iextent idoes irecognition ion iemployee iperformance iat iRwanda iRevenue iAuthority? 

iv. How idoes ithe isupervision ion iperformance iamong ithe iemployees iof iRwanda iRevenue 

iAuthority? 

 

1.4. iScope iof ithe iStudy 

The istudy iscope iis iin iterms iof itime, icontent iand ispace. 

 

1.4.1. iContent iScope 

The icontent iscope iof istudy icompassed iof idifferent itheories iacquired iin idifferent isubjects. iIt 

icovered ionly ithe iresearch ivariables. iVarious iinformation iwas icollected ifrom iparticipants iof iRRA. 

iIt iis ichosen ibecause iit iis ia igovernment irevenue icollection iagency iestablished iby ithe iParliament iof 

iRwanda. iThe iRRA iis icharged iwith ienforcing, iassessing, icollecting, iand iaccounting ifor ithe ivarious 

itaxes iimposed iin iRwanda. 

 

Concerning itime iscope, ithe iresearch icovered ia iduration iof ifour iyears; istarting ifrom i2019 ito i2022. 

iThis iperiod iis isignificant ias iit ihelped ito iinvestigate ithe iimpact iof iemployee imotivation ion 

iemployee iperformance iin ipublic iinstitutions iin iRwanda. 

 

Regarding igeographical iscope, ithe ipresent iresearch istudy iwas ibased ion ithe iinformation icollected 

ifrom idifferent irespondents ifrom iRRA iin iKigali icity 

 

1.5. iSignificance iof ithe iStudy 

The ipurpose iof ithe istudy iis ito iprovide iresearch iand irecommendations ito iorganizations ito iassist iin 

iimproving iperformance iand imeeting iorganizational igoals ithrough imotivating iemployees. iThis 

istudy iwill ibe iof igreat ibenefit ifrom iRRA imanagement, ipolicy imakers, iemployees iof iRRA iand ito 

ifuture iresearchers iand iacademicians. 

1.5.1. iTo iRRA iManagement 

The ifindings iof ithis istudy ishall ibenefit ifrom imanagers ito iunderstand itheir iemployees ibetter iand 

ihow ior iwhy ithey ibehave ithe iway ithey ido. iIt iwould ialso ished ilight ito iother iorganizational ileaders 

ion ihow ito imotivate itheir iemployees. iThe irecommendations ithat ihave ibeen ioffered iin ithe istudy 
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iwould iguide ithe ileaders iand iespecially ithe ihuman iresource idepartment ion ihow ito ibest imotivate 

iemployees. 

 

1.5.2. iTo iPolicy iMakers 

The istudy iwill iguide ipolicy imakers iin iorganization ito iidentify ihow idifferent imotivating ifactors 

influence ithe iperformance iof ithe iemployees iwith ithe iaim iof icreating ia imotivated ilabour iforce ithat 

iwill iimprove iservice idelivery. iParticular istrategies ithat iwill iimprove iemployee iperformance 

ithrough imotivation ihave ibeen iidentified. iFactors ithat ilower iemployee imotivation ihave ialso ibeen 

counteracted ifrom ithe ifindings iof ithe istudy. 

 

1.5.3. iTo iEmployees iof iRRA 

The istudy ifindings iwould ihighlight imotivation ifactors ithat imay ibe iconsidered iin idesigning ibetter 

imotivators ito iimprove iemployees' iperformance iat ithe iworkplace, ito iretain iemployees igain ia 

inegotiating iadvantage iin ithe inegotiation iprocess ithis iwould icertainly ihelp iRRA ito iestablish ia igood 

iimage ias irequired iby ithe iinternational istandard iof iemployment. 

 

1.5.4. iTo iFuture iResearchers iand iAcademicians 

 iThe iresearch iwill ibe iimportant ito iprovide icomments ithat irequire ifurther iresearch ion ithe itopic iof 

ieffect iof ioccupational ihealth iand isafety ipractices ion iemployee’s iperformance. iMoreover, ithis 

istudy iwill iconstitute ia istrong ireference ion ithe itopic irelated ito ithis itopic. iThe ireader iof ithis ithesis 

iwill ibe iaware iof ithe ireality iof ithis iissue iand ieven isome imeasures iwhich ishould ibe itaken ito iface ithat 

iproblem. 
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CHAPTER iTWO 

LITERATURE iREVIEW 

2.0. iIntroduction 

This ichapter icontains ia ireview iof ithe irelated istudies ion ithe irole iof imotivation iin iemployee 

iperformance ipresented iby ivarious ischolars, iresearchers, iauthors iand ianalysts. iThe ipresentation 

icontains ithe itheoretical iframework, ithe ivarious ithemes iin ithe istudy iand iconceptual iframework. 

iGaps iin iliterature ireview ihave ialso ibeen ianalyzed iin ithis ichapter. 

 

2.1. iConceptual iLiterature 

According ito iOdukah i(2016), ithe iworking iconditions iof iemployees, iperformance iand itraining 

iaffects ik. iAn iexample iwas igiven iby iKuranchie-Mensah iand iTawiah i(2015); iwho ipinpointed ithat 

idue ito ithe irisk iinvolved iin ithe imining iindustry, imotivation ifor iemployees iin ithis isector iis iwell idone 

iby ithe imanagement ito iimprove ithe iperformance iof iworkers iand iretain ithem. iIn iaddition, iin iorder 

ito iattain ithe iset igoals iof ian iorganization, iMcforson i(2012) iin ihis iwritings isuggested ithat iemployees 

ishould ibe iallowed ito iparticipate iin ithe iorganizational iprocess. iMoreover, iNair iand iGanesh i(2016) 

iresearched ithe ieffect iof imotivation, istress iand ireward ibenefits ion iemployee iperformance iamong 

iprofessionals, ithat iemployee imotivation iis ithe ibest iway ito iensure imaximum iefforts itoward 

idelivery iwithin ithe istipulated itime. iThe istudy ifound ithat ithere iare isignificant irelationships iamong 

icompensation, ibenefits, imotivation, iand iwork-stress iand ijob iperformance. 

 

In iorder ifor iemployees ito ibe iefficient, iit iis inecessary ifor imanagement ito iunderstand iwhat iactually 

imotivates itheir iemployees iwithin ithe ienvironment iof ithe iroles iemployees iperform. iThis iis 

ibasically idue ito ithe ifact ithat istrategies iinvolved iin ithe iprocess iof iemployee imotivation iare 

iconsidered inot ito ibe istatic. iAdditionally, ias iemployees idraw icloser ito iretirement, ithe idelight 

iattained iin iwork isatisfaction ibecomes imore iof ia ide-motivator i(Roberts, i2005). iHowever, iMaryam, 

i(2013) iseveral ifactors iare iinvolved iin ithe ilife iof iany iorganization; ithe imost iimportant iof ithese 

ifactors iinclude ilabor, imachinery iand iCapital, iamong ithese ifactors, ithe imost iimportant iand imost 

ieffective iis ilabor ior ihuman iresources, ibecause ilabor iis ithe icreator isource ifor iefficiency iof 

imachinery, icapital, imaterials, iand ithe iother ifactors. iToday, ione iof ithe imajor iproblems iof 

iorganizations iis ito idevelop itechniques ithat ibring ithe iwill iand iinterest ifor isuccess ito iemployed 

ipersonnel iin ithe iorganization. iHowever, ijob iperformance ialso idepends ion iindividual icapability 

iand ienvironment ifitness ias iwell ias imotivation. iTo ireach ia ihigher ilevel iof imotivation, ian iindividual 

ishould ifirstly idecide ito ido ia ijob, iand ithe iproper imaterials iand itools imust ibe iprovided ifor ihim/her ito 

iperform ithe iwork. iAbsence iof ieach iof ithese icontexts iwill iharm ithe iperformance, ithus ithe imanager 

ishall iensure ithat ithe iabove iconditions iare iprovided. iSearching iin ithe ifield iof imotivations ireplies 
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ithe iquestions iabout ihuman ibehavior. iRegarding ithe idifferent imotives, ipeople ido ithings idifferently. 

i 

 

Even iin ithe icase ithat ithe iindividuals ihave ithe isame imotives, imotivation iintensity iof idifferent 

iindividuals idiffers ifrom ieach iother, iwhich iis idue ito ipersonal idistinctions. iWork imotivation iis ia iset 

iof ienergetic iforces ithat ioriginate iboth iwithin ias iwell ias ibeyond ian iindividual’s ibeing, iand 

idetermines ithe iform, idirection, iintensity iand iduration iof ia iwork-related ibehavior i(Latham iand 

iPinder, i2005). iMotivation iis ian iinternal istate iand iforce, iwhich iencourages ithe iindividual ito itake ia 

ispecific iaction. iWhat iis iconsidered ito ibe iimportant ias ia imotivation ifor ia iparticular iindividual ior 

igroup imay ibe inot iimportant ifor ianother iindividual ior igroup. iIn iother iwords, ithe iindividual 

ihim/herself iand ithe icontext iin iwhich ihe/she ioperates iare ithe imost iimportant ifactors iaffecting ion 

imotivation i(Gandalf, i2005). iStudied ithe ieffect iof iwork imotivation ion iemployees’ ijob 

iperformance’ iwhereby ithe iresults idiscovered ithat iemployees ihave iaffected iby imotivation ias ia 

iresult iit icreated ia ipositive iwork ienvironment iand ito isuccessfully iexecute ithe ianticipated iprograms. 

 

2.1.1. iConcept iof iMotivation 

The ilink ibetween imotivation iand ipractice iof imanagement iis icrucial ito imanagement’s isuccess. 

iPeople iare ithe igreatest isingle iasset iavailable ito ian ienterprise. iIn ifact, ian iorganization iis ipeople iand 

ipeople iare ithe ionly iasset ithat ican iwork iagainst ithe iorganization’s igoals. iIt iis itherefore, ionly iby 

icollaborative iefforts ithat ipeople ican ifind ia ireleaf ifor itheir ilatent ienergy iand icreativity iin ithe iservice 

iof ithe ienterprise. iMotivation iis ia iprocess iin iwhich ipeople ichoose ibetween ialternative iforms iof 

ibehavior iin iorder ito iachieve ipersonal igoals i(Cole, i2002). iThe igoals isought iby ian iindividual ican ibe 

irelatively itangible, isuch ias imonetary ireward ior ipromotion, ior iintangible, isuch ias iself-esteem ior ijob 

isatisfaction. iGenerally, ithe irewards iavailable ito ian iindividual iare iclassified ias iintrinsic iand 

iextrinsic irewards. 

 

 iIntrinsic irewards iare ithose ithat iderive ifrom ithe iindividuals iown iexperience iwhile iextrinsic 

irewards iare ithose iconferred ion ia iperson ifrom ioutside. iThe isense iof iachievement ior ia ifeeling iof 

iself-esteem iis ian iintrinsic ireward iand ia ipay irise ior ipromotion ian iextrinsic ireward. iWhilst 

imotivation ias isuch iis iessentially ia ipersonal iexperience, imanagers iin iparticular, iare ikeen ito ifind 

ireliable ilinks ibetween iindividual imotivation iand ieffective iperformance. iThey iare ialso iconcerned 

ito icreate ithe iconditions iunder iwhich iorganizational iand ipersonal igoals imay ibe iharmonized. iThe 

ikey ifeature iof imotivation iis ithat iit idetermines ithe iextent ito iwhich ian iindividual idesire ito iplace ihis 

ior iher iknowledge iand iskills iat ithe idisposal iof iother, iand, imore ithan ithat, ito ishrug ioff ithe ieffects iof 

iobstacles iand idifficulties iin iso idoing. iAs iwe ihave ilearnt ifrom ithis istudy, imotivation iis 
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ipsychological iconcept iconcerned iwith ithe iintrinsic iforces ioperating iwithin ian iindividual, iwhich 

iimpel ihim ito iact ior inot ito iact iin ia iparticular iway i(Kibera, i2016). 

 

Motivation iis idifferent ifrom isatisfaction. iMotivation iis ithe iprocess iof istimulating ian iindividual ior 

igroup ito itake ia idesired iaction. iOn ithe iother ihand, isatisfaction iimplies icontentment iarising ifrom ithe 

isatisfaction iof ia ineed. iIn iother iwords, imotivation iis idrive itowards ian ioutcome iwhereas isatisfaction 

irefers ito ithe ioutcome iexperienced iby ia iperson. iThe isuccess iof iany iorganization idepends iupon ithe 

ioptimum iutilization iof iresources. iThe iutilization iof ihuman iresources idepends iupon ithe iability ito 

iwork iand ithe iwillingness ito iwork. iIn ipractice, iability iis inot ithe iproblem ibut inecessary iwill ito iwork 

iis ilacking. iMotivation iis ithe imain itool ifor ibuilding isuch ia iwill; iit iis ithe icore iof imanagement iand ithe 

ikey ito imanagement iin iaction i(Luthans, i2012). 

 

 iA imanager imust iunderstand iand isatisfy imultiplicity iof ihuman ineeds iin iorder ito imotivate 

iemployees. iNeeds iare imental ifeelings iwhich icannot ibe idescribed iand imeasured iaccurately. iThey 

iare ivague iand ihave ito ibe ideduced ifrom iexternal ibehavior iof ihuman ibeings. iMoreover, ineeds iare 

ibasically isubjective. iEvery iperson iadopts ia idifferent iapproach ito isatisfy ihis ior iher ineeds iand ione 

iparticular ineed imay icause idifferent ibehavior ion ithe ipart iof idifferent ipeople. iSimilarly, ione 

iparticular ibehavior imay ibe ithe ioutcome iof idifferent ineeds. iAs ia iresult, iit iis inot ipossible ito imake 

iexact igeneralization iin ithe ifield iof imotivation. iHuman ineeds iare iinter- iconnected iand iinseparable 

iand iit iis inot ipossible ito idivide ithem iinto iwater i– itight icompartments. iMotivation iis ialways igoal 

idirected. iTherefore, ithe ihigher ithe ilevel iof imotivation, ithe igreater iis ithe idegree iof 

iaccomplishment. 

 

2.1.2. iEmployee iMotivation 

Employee imotivation iis ithe ilevel iof icommitment, idrive, iand icreativity ithat iyour iteam ibrings iwith 

ithem ito iwork ievery iday. iIt ihas ia imajor iimpact ion ialmost ievery ipart iof iyour icompany, iwhether 

ipositive ior inegative. iMotivated iemployees ido ieverything ithey ican ito iget ithe ijob idone, iimproving 

iproductivity iand iserving ias iexamples ifor ithe irest iof ithe iworkforce. iUnmotivated iemployees ido 

ionly iwhat’s inecessary ito iget iby, iand ithey’re imore ilikely ito istart ilooking ifor ipositions ielsewhere. 

The ionly iway ito iget ipeople ito ilike iworking ihard iis ito imotivate ithem. iToday, ipeople imust 

iunderstand iwhy ithey're iworking ihard. iEvery iindividual iin ian iorganization iis imotivated iby isome 

idifferent iway. iWhen italking iin iterm iof iemployee imotivation, iit ican ibe isimply idefined ias 

i“Employee imotivation iis ia ireflection iof ithe ilevel iof ienergy, icommitment, iand icreativity ithat ia 

icompany's iworkers ibring ito itheir ijobs.” iThe ijob iof ia imanager iin ithe iworkplace iis ito iget ithings idone 

ithrough iemployees. iTo ido ithis ithe imanager ishould ibe iable ito imotivate iemployees. i iBut ithat's ieasier 
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isaid ithan idone! iMotivation ipractice iand itheory iare idifficult isubjects, itouching ion iseveral 

idisciplines. iIn ispite iof ienormous iresearch, ibasic ias iwell ias iapplied, ithe isubject iof imotivation iis inot 

iclearly iunderstood iand imore ioften ithan inot ipoorly ipracticed. iTo iunderstand imotivation, ione imust 

iunderstand ihuman inature iitself 

 

Goals ican ibe iachieved iif ico-ordination iand ico-operation itakes iplace isimultaneously iwhich ican ibe 

ieffectively idone ithrough imotivation. i iStability iof iworkforce iis ivery iimportant ifrom ithe ipoint iof 

iview iof ireputation iand igoodwill iof ia iconcern. iThe iemployees ican iremain iloyal ito ithe ienterprise 

ionly iwhen ithey ihave ia ifeeling iof iparticipation iin ithe imanagement. iThe iskills iand iefficiency iof 

iemployees iwill ialways ibe iof iadvantage ito iemployees ias iwell ias iemployees. i iThis iwill ilead ito ia 

igood ipublic iimage iin ithe imarket, iwhich iwill iattract icompetent iand iqualified ipeople iinto ia iconcern. 

iOrganizations iin ithis idynamic iglobalized iworld iare icontinuously itrying ito idevelop iand imotivate 

itheir iemployees ito ihelp iachieve ienhanced iperformance iwith ivarious iHuman iResource iapplications 

iand ipractices. iReward imanagement isystem iis ithe ihighly iused ipractice ifor ithe ienterprises ito 

iachieve ithe idesired igoals i(Ginger, i2011). i 

 

 iAccording ito iBarber iand iBert i(2000), iReward imanagement isystem ihelps ithe iorganizations ito 

iattract, icapture, iretain iand imotivate iemployees iwith ihigh ipotential iand iin ireturn iget ihigh ilevels iof 

iperformance. iReward imanagement isystem iconsists iof iboth iextrinsic iand iintrinsic irewards; iwhere 

iformer iinvolves ifinancial irewards i(salary, ibonus ietc.) i iand ithe ilater iincludes inon-financial irewards 

ilike irecognition, isecurity, ititle, ipromotion, iappreciation, ipraise, idecision imaking iinvolvement, 

iflexible iworking ihours, iworkplace icomfort iability, ifeedback, iwork idesign, isocial irights ietc. i(Yang, 

i2008). iAccording ito ia istudy iconducted iby iGrant i(2008), imotivation iimposes iemployee ioutcomes 

ifor iinstance iperformance iand iproductivity. i iHe ialso iestablished ithat imotivated iemployees iare imore 

ioriented itowards iautonomy iand iare imore iself-driven iin icontrast ito iless imotivated iemployees. 

iFurther, imotivated iemployees iare ihighly iengaged iand iinvolved iin itheir iwork iand ijobs iand iare 

imore iwilling ito itake iresponsibilities i(Kivas i& iDislike, i2009). 

 

Motivation iis ifundamentally imeant ito ifacilitate ibehavioral ialteration. iIt iis ia iforce ithat ienables ian 

iindividual ito iact iin ithe idirection iof ia iparticular iobjective. iAccording ito ithe istudy iof iGrant i(2008) 

iheld ion iemployee imotivation; imotivation iforced isuch iresult ias iproductivity, iperformance iand 

ipersistence i(Grant, i2008). i iAccording ito ithe istudies iof i(Ryan iand iDeco, i2000; iThomas, i2002, ias 

icited iin iGrant, i2008); imotivated iemployees iare imore ioriented itowards iautonomy iand ifreedom iand 

iare imore iself-driven ias icompared ito iless imotivated iemployees iwhich ilead ito iavailing 

idevelopmental iopportunities imore icorrectly. i iSimilarly, iemployee icommitment iwith itheir iwork 
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iand ijobs iis imore, iif ithey iare imotivated ias icompared ito iless imotivated iemployees i(Vansteenkiste iet 

ial., i2007). 

 

Managers iwithin icompanies ior iorganizations iare iprimarily iresponsible ito iensure ithe itasks ior ijob iis 

idone ithrough iemployees iin ithe iright iway. iTo iachieve ithis, ithese imanagers imust iensure ithat ithey 

ihave ia icompetent ipersonnel idepartment ifor ithe irecruitment iof ithe ibest iemployees ithat iare icapable 

ito ido ithe ijob. iFor ithe icompany ito ioptimize iemployee’s iperformance ithere iis ineed ifor ithe 

iemployees ito ibe isufficiently imotivated. iTherefore, imotivation iin itheory iand ipractice ibecomes ia 

idifficult isubject itouching ion iseveral idisciplines. iAlthough ia ilot iof ischolarly iresearch ihas ibeen 

iwritten ion imotivation, ithis isubject iis inot iclearly iunderstood iand imore ioften ithan inot ipoorly 

ipracticed. iOn ithis iscore, ito ibest iunderstand ihow imotivation ican iimpact ion iemployee´s 

iperformance ione imust iunderstand ihuman inature. iIn ias imuch ias imotivation iimpacts ion iemployee 

iperformance, ithere iis ineed ito iblend ithe iappropriate imotivational itools iwith ieffective imanagement 

iand ileadership ito iachieve ithis igoal. 

 

Notwithstanding ithe ifact ithat imotivation iis ivery iimportant ito idetermine iemployee’s iability iso ido 

iother ifactors isuch ias ithe iresources igiven ito ian iemployee ito ido ihis ior iher ijob. iTherefore, isuccessful 

iwork iperformance ican iarise ifrom ia ivariety iof imotives. iFor iinstance, itwo ipeople idoing isimilar ijobs 

imay iboth ibe isuccessful ifor idifferent ireasons, ione isalesperson imay ibe imotivated iby ithe 

icommission iearned ion isales, iwhile ithe iother imay ibe imore iconcerned iabout imeeting isales itargets. 

iThis icreates ia inuance iin ithe isubject imatter ibecause imotivation ito ienhance iperformance ivaries ifrom 

iperson ito iperson iand ifrom icompany ito icompany. iThese iare ithe ichallenges imanagers iare 

iconfronted iwith iin idesigning iappropriate imotivation itools ithat iwill ibe iable ito imeet iwith ithe 

iexpected iperformance iwithin ithe icompany. iThis itherefore iarouses imore icritical iacademic ithinking 

iwithin ithe isubject iarea. iIn ithis ilight ia ilot iof iacademic iliteratures ifrom ischolars iand ipracticing 

imanagers ihave iensured ito iresolve ithis iintriguing iacademic idomain ion ihow imotivation ican 

ienhance iperformance. 

Contemporary iresearch iand iobservations ishow ithat iwell imotivated iemployees iare imore iproductive 

iand icreative itowards iachieving icompany ior iorganizational igoals. iOn ithe iother ihand, iless 

imotivated iemployees iare iless iperformant iand itend ito idivert ifrom iattaining iorganizational igoals. 

iMotivation ias iincentive isystems iare ifundamental ito ideveloping icapacities iand ito itranslating 

ideveloped icapacities iinto ibetter iperformance. 
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2.1.3. iEmployee iperformance 

Employee iperformance iinvolves iquality iand iquantity iof ioutput, ipresence iat iwork, iaccommodative 

iand ihelpful inature iand itimeliness iof ioutput. iAccording ito iYang i(2008), iperformance iof ithe 

iindividuals icannot ibe iverified. iSimilarly, ihe iasserts ithat iorganizations ican iuse idirect ibonuses iand 

irewards ibased ion iindividual iperformance iif iemployee iperformance iis inoticeable i(Yang, i2008). 

 

 iIn iline iwith iYang i(2008) iand iBishop i(1987) iinvestigated iemployee iperformance iand irevealed ithat 

iacknowledgment iand irecognition iand ireward iof iperformance iof iemployees idirect ithe 

idiscrimination ibetween iemployee iproductivity. iMorale iand iproductivity iof iemployees iis ihighly 

iinfluenced iby ithe ieffectiveness iof iperformance iof ian iorganization iand iits ireward imanagement 

isystem i(Yazidi, i2008). 

 

According ito iAhmad, i(2012) icustomer iwould inot ibe isatisfied iuntil iand iunless iemployees iare 

isatisfied. iBecause, iif iemployees iare isatisfied, ithey iwill ido imore iwork itherefore iultimately 

icustomers iwill ibe isatisfied. iEmployee iperformance iis iactually iinfluenced iby imotivation ibecause iif 

iemployees iare imotivated ithen ithey iwill ido iwork iwith imore ieffort iand iby iwhich iperformance iwill 

iultimately iimprove i(Shafighi, i2013). 

 

2.2. iEmpirical iLiterature 

Motivation iin ithis icontext iis ithus idescribed ias ithe ieconomic itool ithat ienables imanagers iand 

iadministrators ito icontract iothers ito iachieve istated ior iagreed itargets. iAccording ito iTaylor iet ial 

i(2008) istated iin ihis iresearch ithat ientitled iassessment ion ifactors ithat iinfluencing iteacher’s 

iperformance. iThe istudy iused iquestionnaire itechnique iwhereby i86 irespondents iwere iinvolved. 

iData iwere ianalyzed iby iusing iStatistical iPackage ifor iSocial iScience iSPSS iwhereby ithe istudy 

isuggested ithat ithat ino isingle iindividual iperson ican imotivate iothers ibut ican ionly icreate iconditions 

ifor iothers ito ibe iself-motivated. iMotivated iemployees itend ito iplay iessential iroles iwithin ian 

iorganization iwhereby imaking ithem iessential iand ibeneficial. i 

Motivating iemployees iaccording ito iSanzota i(1997) iis ithus inot ian ieasy itask. iEmployees iare ilikely 

ito ibe imotivated iin idiverse iways itaking iinto iconsideration itheir ivarious ipositions ior iranks iwithin 

ithe iorganization. iFor iexample, ian iemployee imay ibe imotivated iwhen ientrusted iwith imany 

iresponsibilities iand ibeing iallowed ithe ifreedom ito itake icontingency idecisions iwhilst ianother imay 

iprefer imonetary irewards 

 

Muogbon i(2013) ialso ireported ithat ithere iis ia ilink ibetween iemployee imotivation iand ithe 

iorganizational iperformance. iThe istudy ifurther irevealed ithat iextrinsic imotivation igiven ito iworkers 
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iin ian iorganization ihas ia isignificant iinfluence ion ithe iworker’s iperformance. iAderibigbe i(2017) 

istudied ithe irelationship ibetween iemployee imotivation iand iproductivity iamong ibankers iin iNigeria. 

iThe istudy iwas iaimed iat iexamining ithe irelationship ibetween iemployee imotivation iand 

iproductivity. iA itotal iof i95 imales iand ifemale ibankers iwere isampled ipurposively iand iconveniently 

ifor ithe iresearch. iThe iex-post ifacto iresearch idesign iwas iadopted ifor ithe istudy. iData iwas icollected 

ithrough ithe iadministration iof iquestionnaires ito ithe iparticipants iof ithe iresearch. iTwo ihypotheses 

iwere iformed iand itested. iThe ifindings ishowed ithat, ithere iis ia isignificant ipositive irelationship 

ibetween iemployee imotivation iand iproductivity. iAlso, ithe istudy iconcluded ithat iemployee 

imotivation iis ian iessential ifactor iin iensuring iof ihigher ilevel iof iproductivity iamongst iemployees. 

 

Batam i(2016) istudied ithe iinfluence iof ileadership istyles iand imotivation iof iemployees’ ijob 

isatisfaction. iThe iresearch iwas iaimed iat iexploring iwhether ithe iinfluence iof ileadership istyles ion ithe 

imotivation iand ijob isatisfaction iof iemployees iin ian iorganization. iA irandom isampling imethod iwas 

iused iin ithe iselection iof iparticipants. iData iwas igathered ithrough ithe iadministration iof 

iquestionnaires. iData iwas ianalyzed iby iusing ithe inormality itest, iregression ideviation, ireliability itest, 

itest ifor ivalidity, ilinear iregression iand itest iof ihypothesis. iThe iresults iindicated ithat ileadership 

imotivation iindeed iaffected ithe iemployees’ ijob isatisfaction.  

 

2.2.1. iImpact iof iCompensation ion iEmployee iPerformance 

According ito iDressler i(2008), icompensation irefers ito iall iforms iof ipay igoing ito ithe iemployees iand 

iarising ifrom itheir iemployment. iIt ihas itwo imain icomponents, idirect ifinancial ipayments iand 

iindirect ifinancial ipayments. iSalaries, iwages, iincentives, icommissions iand ibonuses iform ipart iof ithe 

idirect ifinancial ipayments iwhile iemployer i– ipaid iinsurance, imembership ito iclubs iand ivacations iare 

isome iexamples iof iindirect ifinancial ipayments. iDirect ifinancial ipayments ican ibe iin itwo iways, itime 

ibased ipay iand iperformance ibased ipay. iTime ibased ipay iis ithe ifoundation iof imost iemployers ipays 

iplan iwhere ipayments iare ibased ion iincrements iof itime. iPerformance ibased ipay ities icompensation 

ito ithe iamount iof iproduction ia iworker iturns iout iand iin imost icases itargets iare iattached ito ithis iform 

iof ipay. iCommissions iare ianother iexample iof iperformance ibased ipay. iFor imotivation ipurposes, 

iemployers ialso idevise ipay iplans iin iwhich iemployees ireceive isome icombination iof itime ibased ipay 

iplus iincentives. 

Armstrong i(2005) idiscussing ion imoney iand imotivation iteaches ithat, imoney iin ithe iform iof ipay ior 

isome isort iof iremuneration iis ithe imost iobvious iextrinsic ireward. iIt iis ia ihighly itangible iform iof 

irecognition iand ian ieffective imeans iof ihelping ipeople ito ifeel ithat ithey iare ivalued. i iSeveral iprivate 

isector istudies ihave ifound ithat ibetter ipaid iemployees itend ito ibe imore iproductive iand imore isatisfied 

iwith itheir ijobs i(Steel i& iWarner, i1990).  
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iThis iis ibecause imoney iis ilinked idirectly ior iindirectly ito ithe isatisfaction iof ihuman ibasic ineeds iof 

isurvival iand isecurity. iTsai iK iet ial i(2005) iin itheir istudy idemonstrated ithat iemployee ibenefits ioffer 

iadvantage iin iorganization iproductivity ithrough iimprovement iof ilabor iefficiency. iBenefits ialso 

ihelp iincrease iemployee isatisfaction iwhich iis ia isign iof igood imanagement iand ihappy ienvironment 

iin iany iorganization. iIsmail iet ial., i(2010) inote ithat iperformance ibased ipay iacts ias ia iprecursor ito ijob 

isatisfaction. iWhen iemployees iperceive ithat ithey ireceive iadequate ipay ifrom itheir iemployer iand 

ithat ithey iare iactively iinvolved iin ithe ipay isystems ithis ileads ito igreater ijob isatisfaction. 

 

Batti i(2014) iin iher iarticle ion ihuman iresource ichallenges ifacing ilocal iNGOs iidentified iinability ito 

ioffer iand iprovide icompetitive iemployee iincentives iand ibenefits ias ithe imost ichallenging iissue 

ifacing ithe ilocal iNGOs. iSalaries iand iother iincentives iprovided iby ithese iNGOs iare idependent ion i21 

ithe idonor ifunds ireceived ior ithe iincome igenerated ithrough ian ienterprise iactivity iundertaken iby ithe 

iorganization. iThis isometimes iimpact iheavily ion ithe istaff imorale iand iperformance iwithin ithe 

iorganization iRwanda iRevenue iAuthority ibeing ione iof ithem. iRRA ipays iits iemployees ifrom ithe 

iprofits imade ifrom ithe iprofits igained ifrom ithe ivarious iprojects. iThese iprofits iare inot ihuge ias iall 

itheir iprices iare isubsidized iin iline iwith itheir imission iof iproviding iaid. i 

 

Florence i& iGeorge i(2013) iin itheir ianalysis iof iperformance imanagement ion iemployees istudy iat 

iKENGEN ifound iout ithat ithere iis ia istrong irelationship ibetween iremuneration iand iperformance; 

iremuneration imotivates iemployees. iThey ialso inoted ithat iperformance iwas ia ikey ideterminant iof 

iremuneration iand ithat iperformance iinfluenced imotivation ithrough iworking iconditions. iPay inot 

ionly iimpacts iperformance ibut ialso iattracts iand iretains iskills iin ithe iindustry. iAchoka i(2013) ifound 

ithat ione iof ithe ireasons ithat iinfluence ipeople ito ijoin ithe iteaching iprofession iin iKenya iand icontinue 

ito iperform iexcellently iis ia igood isalary. iShe irecommends ithat ithe igovernment iof iKenya ishould 

iimprove ithe isalaries iof iteachers iwhich iwill isee ireduced icases iof iabsenteeism iand iincrease 

iteacher’s imorale ito iwork iand isatisfaction ileading ito iincreased iperformance. iWhen iemployees ifeel 

iadequately icompensated ifor ithe ieffort iand itime iput iin ian iorganization, ia iculture iof iperformance, 

iself-discipline iand icommitment iis icreated. 

 

People ifeel igood iand iappreciate itheir ijobs iwhen ithey iget ia ipay iincrease. iSofat i(2012) iconducted ia 

iresearch ion ithe ieffects iof imotivation ion iemployee iperformance iand iorganizational iperformance. i 

Seventy-three ipercent i(73%) iof ithe irespondents ibelieved ithat iincrease iin ipay iis ione iof ithe imost i22 

iimportant ifactors ito imotivate ithem ito iincrease iperformance. iWith ia ihigher ipay, iemployees iare iable 

ito inot ionly imeet itheir ibasic ineeds ibut ialso ipursue iother igoals. 
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2.2.2. iImpact iof iPromotion iOpportunities ion iEmployee iPerformance 

Hemery i& iNoon i(2001) idefine ipromotion ias i“the iact iof imoving ian iemployee iup ithe iorganization 

ihierarchy, iusually ileading ito ian iincrease iin iresponsibility iand istatus iand ia ibetter iremuneration 

ipackage. iPromotion iis ia ivery iimportant iaspect iin ievery iorganization ibecause ialmost iall ithe 

iemployees iare ipromoted iat ione ipoint ior ithe iother. iEmployees idream iof iearly ipromotion iand ithey 

iwork ieffectively iso ithat itheir idreams icome itrue. iPromotion iis ia isignificant iaspect iof ipersonnel 

imanagement ias iit imotivates iemployees ifor ihigher iproductivity iresulting iin ihigher iprofits 

idividends ito ishareholders i(Saleemi, i2009). iThere iare itwo ipopular iand iextensively iused imethods 

ifor igiving ipromotions ito iemployees. iThere iare ipromotions iby iseniority iand ipromotions iby imerits 

ior icompetence. iIn ithe ipromotions iby iseniority, iperiod ior ilength iof iservice iis itaken ias ibase ifor 

ipromotion. iIn ithe ipromotion iby imerits, iqualifications, iqualities, iexperience, ietc., iare iused ias ibase 

ifor igiving ipromotion. iIt iis ialways idesirable ito igive iattention ito iboth iaspects iwhile iframing ithe 

ipromotion ipolicy. 

 

Promotion imay iindicate ithat ithe iemployee iis iready ifor imore iresponsibility iin ithe icompany iand iis 

imature ienough ito iplay ia ilarger irole iin ithe ibusiness. iGetting ihigher iposition iis inot ionly iconsidered 

ias ia ibenefit, ibut ialso irequires ithe iemployee imore iresponsibility ito ihis/her iorganization. iIf ithe 

iemployee iis iworking ihard, iaddressing iall itasks iexpected iand iperforming ibeyond iexpectations, 

ithey iare ideserved ito iget ipromotion, iand itherefore ithe iemployer imay igive ithe iemployee ia 

ipromotion ias ia isign iof iexcellence. iA ipromotion imay inot ibe ithe iresult iof iany ipositive iemployee 

iperformance ireview, ias ithe iemployer imay inot ihave ithat ioption ieach itime i(Dressler, i2008). 

 

Promotion ican ibe iused iby ithe imanagement ias ia imotivational iforce. iIt ican ibe iused ifor imotivating 

iemployees ifor ibetter iperformance iand ibetter icontribution ifor iachieving ithe iobjectives iof ithe 

iorganization. iObwago i(2010) iin iher istudy ion ithe ieffect iof icareer idevelopment ion iperformance iof 

ipublic iprimary ischools iin iKenya ifound iout ithat ipromotion iaffects ithe iperformance iof iemployees 

ito ia igreat iextent. iWhen iemployees iwork iexpecting ithat itheir iefforts iwill ibe irecognized iand 

irewarded ithrough inot ionly iadvancement iof iwork ibut ialso iincrease iin isalary, ithen ithey iare 

imotivated ito iput imore ieffort iincreasing itheir iperformance. iEhidiamen i(2013) iin iher istudy ion ithe 

iinfluence iof imotivation ion ijournalists‟ iproductivity ifound iout ithat ipromotion iis ione iof ithe ifactors 

ithat iinfluence ithe ijournalists‟ imotivation iwhich iin iturn iinfluenced itheir iperformance. iShe 

iconcluded ithat isome iof ithe ijournalists iare imotivated iby imoney iothers iare imotivated iby ia ineed ifor 

ipersonal iachievement iand iappreciation ifor ia ijob iwell idone. 
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 iChacha i(2013) iin ihis istudy ion ihuman iresource ifactors iinfluencing iemployee iperformance iin 

iinternational iNGOs iin iKenya iconcluded ithat iMajority iof ithe iemployees i(75%) ihad ichances iof 

ibeing ipromoted ibased ion itheir iskills iand iexperience iand ithey ihad icontinued ito ibenefit ifrom ithe 

iorganizations itraining iand idevelopment ipolicy iby iacquiring inecessary iskills iwhich ihave ibeen 

iinstrumental iin iimproving itheir iperformance isince ithey ijoined ithe iorganization. i 

 

A ipromotion iis ia ilong icherished idesire ifor ithe iemployees iwho iare inot ipromoted iin ispite iof iworking 

ifor ia ilong itime iwithin ithe iorganization iand ithis imay ilead ito ifrustration iand idisenchantment iwith 

ithe ienterprises iitself. iTherefore, ipersonnel imanagement iof iany iorganization ishould ihave ia iclear 

icut ipromotional iprogramme ito imotivate iemployees ifor ihigher iperformance iand icontribute ito ithe 

iprofits i(Saleemi i2009). iThe imotivational iprogramme ishould iconsist iof ithe ipromotion isystem iand 

ithe ipromotion ipolicy. 

 

2.2.3. iImpact iof iRecognition ion iEmployee iPerformance i 

The ionly iway iemployees iwill ifulfill ithe iemployers idream iis ito ishare iin itheir idream i(Kotelnikov, 

i2010). iWhen iemployees iare irewarded, ithey iget iwork idone. iEmployers iget imore iof ithe ibehaviour 

ithey irecognize, inot iwhat ithey iassume ithey iwill iautomatically iget ifrom iemployees. iThus iwhen 

iemployees isurpass itheir itarget ior iexceed itheir istandard ithey ishould ibe irewarded iimmediately ias ia 

iway iof imotivating ithem. iBy idoing ithis, iemployees idirectly iconnect ithe irecognition iwith ibehaviour 

iand ihigher iperformance ithey ihave iattained. iEffective irecognition isystems ishould ialways ifocus ion 

ithe ipositive ireinforcement. iPositive ireinforcement iencourages ithe idesired ibehaviour iin 

iorganizations. iThis iencourages iemployees ito itake ipositive iactions ileading ito irewards. iReward 

iprograms ishould ibe iproperly idesigned iin ithe iorganization iso ias ito ireinforce ipositive ibehaviour 

iwhich ileads ito iperformance i(Torrington i& iHall, i2006). i 

 

Recognition ias ia imotivational ifactor iis ian iact iof inotice, ipraise ior iblame ifor ioutcomes iand 

iachievement. iVroom i(1996) iobserved ithat irecognition iwas ieither ipositive ior inegative ibut iit imust 

ibe ideserved ibefore iit ipositively ihad imotivational ieffect. iMotivating iand irecognizing igood 

iperformance ifor iindividuals iand iunits iare ikey isuccess ifactors iin ieffective istrategy iimplementation 

iSayed i(Shirley iand iWalsh i2000). iAccording ito i(Cummings iand iWorley i2005), iorganizational 

irewards iwere ipowerful iincentives ifor iimproving iemployee iand iwork igroup iperformance. iTypes iof 

irecognition iare imany iand ivarious. iThere iis ino istandard iapproach ito irecognition; ihowever, 

ischemes ivary iwith ithe isize iand isector iof ithe iemployer, iand iother iobjectives iof ithe iapproach. iThe 

imost iinfluential ifactor idetermining ithe inature iof ischeme iis iorganizational iculture i(Sagwa i2014). 

iThis idictates iwhich iform iof irecognition iwill ibe imost iappropriate ito ithe iorganization iconcerned. 
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iAmong ithe imost iwidely iused irecognition ischemes iare ipraise, ivoucher iand inomination ibased 

ischemes. 

 

Findings ifrom ia istudy iby iBatti i(2014) irevealed ithat imany istaff iin ilocal iNGOs ifelt ithat ithe 

iorganizations idid inot ireward ior irecognize ithem ifor igood ior iexemplary iperformance iand isanctions 

iagainst ipoor iperformance iwas isomething ithat imany iof ithe iorganizations ifailed ito iaddress ior 

iignored. iSome iemployees ifelt ithat ias ilong ias ianother iemployee ilinked ior iperceived ito ibe i„loyal‟ ito 

imanagement, icould iperform ipoorly iand iremain iin iservice ifor ilong iwithout iaction ibeing itaken. iThis 

icaused itension iamong iemployees iwho ifelt ithey iworked iextra ihard ito icontribute ito iachievement iof 

iorganization iobjectives iyet ithey iwere inot irecognized ifor itheir iefforts. iIt iwas ialso inoted ithat ithe 

icriteria ifor iallocation iof ibenefits iwas inot iclear iand iwas imostly iassociated iwith i“loyalty” ito 

imanagement irather ithan iperformance. iSuch isituations idemoralize istaff iand ishould ibe iarrested iby 

iputting iin iplace iclear ireward ipolicy iwhich ishould ibe iapplied ifairly iacross iall istaff imembers. iA 

iculture iof iperformance ibased ireward ishould ialso ibe icultivated. 

 

A istudy iof iwhat imotivates isenior imanagers iby iAnaloui i(2000) irevealed idiscontent iwith ithe 

imanagerial istyle iand itraditional iattitudes iof itop imanagement iwho itook ithings ifor igranted. iGood 

iwork iand ihigh iquality iperformance iwere inot ioften irecognized. iThe iold istyle iand iculture iof ipassive 

iinteraction istill ipersisted iespecially iin iministries iand iother igovernment iorganizations iwhere isome 

itop imanagement iwas ireferred ito ias i―old iguards‖ iwho ihad inot ireally ichanged. iLack iof irecognition 

iis inot ialways ia idirect iconsequence iof ithe ipresence iof iold ivalues iand itraditional imanagerial istyles. 

 

It iis ihuman inature ito ifeel igood iwhen iefforts iare irecognized; ithis igives ian iindividual ithe iurge iand 

ineed ito iwork iharder iwith ithe iexpectation ithat ithey iwill ibe irewarded iin imuch ibetter iway ithan ithe 

ifirst itime. iEmployees ihave idifferent ineeds iand idifferent iforms iof irecognition iwill iapply ito 

iindividuals. iJennifer iEhidiamen i(2013) iidentified ipublic irecognition iand iappreciation ifor ia ijob 

iwell idone ias ifactors ithat iinfluence ijournalist’s iperformance. iOther iemployees iwill ibe imotivated iby 

icommendation iletters, ia ilunch itreat iby ithe ioffice ior ieven ihaving ithe iemployee iof ithe imonth itag. 

iMike, iCharles i& iElijah i(2014) iconcluded ithat irecognition imotivates itea ifactory iemployees iin 

iKenya ito iperform. iThey irecommended ithat ifor iequity iin ithe iadministration iof irewards ito iensure 

ieffectiveness iof ithe irecognition isystem. iThis iwas isupported iby iAacha i(2010) iwho ifound iout ithat 

iteachers iin iUganda iwere iintrinsically imotivated iby irecognition. 
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2.2.4. iImpact iof iSupervision ion iPerformance iamong ithe iEmployees i 

Supervision iis ithe iact iof iguiding ia igroup itoward iits igoals, isee ithat iall imembers iof ithe iteam iare 

iproductive, iand iresolve iproblems ias ithey iarise. iThe ipurpose iof isupervision iis ito idiscuss iand ireview 

iprogress iof ithe istaff imember’s iwork iand iperformance iagainst iobjectives iset iout iin ithe iwork iplan ior 

iequivalent iin ia isupportive iand iuninterrupted ienvironment. iIt iis ian iopportunity ifor itwo-way 

icommunication iand ito idevelop ia ifocus iin iorder ito imeet ithe iorganizations itargets iand igoals iand 

iimprove iemployee iperformance. iSupervision iis ia iformalized iHRM iinstrument ito icorrect 

ishortcomings iand ienhance igood ipractice. iMathauer i(2006) inote ithat iit iis ion ithe ibasis iof 

isupervision ion iwhich irecommendations iare iprovided ito ihelp iimprove iindividual iand 

iorganizational iperformance. iIt icontributes iconsiderably ito iemployees‟ iself-efficacy iand irelates 

itherefore ito ithe i“can-do” icomponent iof iKanfer’s imodel iof imotivation. iTo ithe iextent ithat 

isupervision iused ito icommunicate ian iorganizations igoal iand itakes iinto iaccount iemployees ipersonal 

igoals iand ineeds, iit ialso istrengthens igoal icoherence iand iaffects ithe i“will-do” icomponent iof 

imotivation. i 

 

The iway iemployees ibehave imay idepend iupon ihow ithey iinterpret ifeatures iof ithe iwork 

ienvironment. iChuang i(2010) inotes ithat ian iorganizational iclimate ihas ibeen isuggested ito ibe icritical 

ilink ibetween iHuman iResource isystems iand iemployee iperformance. iSome iof ithe imost icommon 

iresponsibilities iof isupervisors iare ito idelegate iwork, iand ito igive iinformation ior iadvice ito 

isubordinates. iIn iacknowledging ithat iit iis ithe iduty iof isupervisors ito iensure ithat iemployee ijob 

iperformance iis iat imaximum ipotential, iit iwould ibe iadvantageous ifor imanagers iin iall itrades iand 

iindustry isectors iworldwide ito iunderstand iwhat itypes iof iemployee isupervisor iinteractions iare 

iassociated iwith iemployee ijob iperformance. i 

 

Knowledge iregarding ithe ipossible iassociation ibetween isupervisor-employee irelationship iand ijob 

iperformance iwould ienable ithe iimplementation iof imore ieffective isystems ifor imanagement, iand 

isubsequently, ibetter iproductivity ifor ithe icompany ithrough iincreased ijob iperformance. iSupervisors 

iact ias ithe iface iof ithe iorganization, igiving iemployees ifeedback iand iadvocating ion ibehalf iof itheir 

icompany. iWhen iemployees ifeel ithat ithey iare iappreciated iand ireceive irewards ifor iservice ito itheir 

icompany, itheir imotivation ito icontinue ireceiving irewards iincreases, iand ilevels iof ijob iperformance 

iincrease i(Rhodes i& iEisenberger, i2002). iPOS iacts ias ian iemotional ireward ito iemployees ifor itheir 

icontinued iloyalty iand ihigh ijob iperformance. iThese ieffects iare iexaggerated iif ithe iemployee ifeels 

ithat ithe ireward/support iwas ivoluntarily igiven ito ithem i(eg: ia ipromotion ifor iaccomplishment iin 

iwork iduties), iand ireduced iif ithe iemployee ifeels ithat isuch ireward ior isupport iwas isimply ia imatter iof 

ipolicy i(eg: igovernment iimposed imandatory ipay iincreases; iRhodes i& iEisenberger, i2002). i 
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In ithis irespect, ithe ipsychological istate iof iemployees iacts ias ia imoderator iin ithe iperceived 

iorganizational isupport ito ijob iperformance irelationship. iTrust iis ian iessential ifactor iin ithe 

iacceptance iof iduties iand iinformation ifrom isupervisors. iGenerally, iwhether ian iaction iwas 

iperformed ion ian iemployee’s iown ivolition, ior iit iwas irequested iby ia isuperior, ian iemployee iis 

iexpected ito i‚know ibetter ithan ito iact iin iways ithat iare iunfavorable ito ithe icompany iand iwill ibe iheld 

iaccountable ifor iany iresulting iconsequences. iIf ian iemployee ifeels ithat ihis/her isupervisor imay igive 

iincorrect iinformation ior ia itask ithat iwill inot ibenefit ithe icompany, ithe iemployee imay itake iextra 

iprecautions iand/or ibe ireluctant ito iperform iwhen iworking i(Elmuti, i1997). iThis ibehavior icould 

iresult iin islower itask icompletion i(Elmuti, i1997). i 

 

In ithis iscenario, ithe ilack iof itrust iestablished iacts ias ian iimpediment ito iemployee iproductivity, iand 

iconsequentially iresults iin ilosses ifor ithe icompany iin ithe iform iof iwasted iemployee itime. iWhen 

iemployees iare igiven imore iwork iduties iwithout iincreased iresponsibility, iit imay iindicate ito ithe 

iemployees ithat ithey idid inot ido ienough iwork ior ithat ithey iare ibeing ipunished. iOn ithe iother ihand, iif 

imore iwork iis idelegated iand iresponsibility iis iincreased, iemployees iare ilikely ito isee iit ias ia isign iof 

iappreciation iand itrust iin itheir iperformance, iwhich itranslates ito ia iboost iin iself-esteem iand 

imotivation ito iperform i(Gómez, i& iRosen, i2001). iHierarchical istructuring iof ia icompany ikeeps 

ipower isituated iwithin iindividuals iwho imaintain ihigher iranking. iWhen ia isuperior ifeel ithat ia 

isubordinate iemployee ican ibe itrusted ito itake ion imore iresponsibility, imore iduties imay ibe idelegated 

ito ithat iemployee, ithus is/he ibecomes iempowered ithrough ithe icorresponding iincrease iin ipower iand 

iauthority. i 

 

Elmuti i(1997) iexplained ihow iallowing iemployees, ia ilevel iof icontrol iand iauthority iwithin ian 

iorganization iimproves i‚both iindividual imotivation iand iorganizational iproductivity. iHaving 

iclearly idefined isupervision iactivities imotivates iemployees ito iwork itowards ithe iexpected 

iachievements. iIn iturn, iemployees iare ievaluated iby imanagers ibased ion icompletion iof igoals 

ithroughout ithe iyear i(Harris, i2007). iResearch idemonstrates ithat ia ipositive irelationship iexists 

ibetween imotivation iand isupervision i(Whisenant, i& iPederson, i2013) 

 

Supervision iforms ia ipivotal irole irelating ito imotivation iin iterms iof ithe iability iof ithe isupervisor ito 

iprovide iemotional iand itechnical isupport iand iguidance iwith iwork irelated itasks i(Robbins iet ial., 

i2003). iSupervisors icontribute ito ihigh ior ilow imorale iin ithe iworkplace. iMorale iaffects iperformance. 

i 

GSJ: Volume 12, Issue 5, May 2024 
ISSN 2320-9186 217

GSJ© 2024 
www.globalscientificjournal.com



30 
 

The isupervisor’s iattitude iand ibehavior itoward iemployees imay ialso ibe ia icontributing ifactor ito ijob-

related icomplaints. iSupervisors iwith ihigh irelationship ibehavior istrongly iimpact ion iemployee 

iperformance. iWech i(2002) isupports ithis iview iby iadding ithat isupervisory ibehavior istrongly iaffects 

ithe idevelopment iof itrust iin irelationships iwith iemployees. iThe iauthor ifurther ipostulates ithat itrust 

imay, iin iturn, ihave ia isignificant irelationship iwith iemployee iperformance. 

 

Besigwe i(2011) icarried iout ia istudy ion iquality isupervision iand iemployee iperformance iin iMairye 

iEstate i- iUganda iand iconcluded ithat ithere iis ia ipositive irelationship ibetween iquality isupervision iand 

iemployee iperformance. iThis iwas isupported iby ithe ifinding iof ia istudy icarried iby iCharles, iKimutai, 

i& iKosgei ion ithe iimpact iof ihead iteachers‟ isupervision iof iteachers ion iemployee iacademic 

iperformance iin isecondary ischools. iThe ifindings irevealed ithat isupervision ihad ipositive 

irelationship iwith ischools ioverall imean iscore iin iKCSE. iAacha i(2010) iin ia istudy iof imotivation iand 

ithe iperformance iof iprimary ischool iteachers iin iUganda iconcluded ithat iteachers iwere iintrinsically 

imotivated iby ithe iquality iof isupervision. iA istudy iconducted iby iPackard i& iKauppi i(1999) ifound 

ithat iemployees iwith isupervisors idisplaying idemocratic imanagement istyles iexperienced ihigher 

ilevels iof imotivation iand iperformance icompared ito ithose iwho ihad isupervisors iwho iexhibited 

iautocratic ior iliassez i– ifaire ileadership istyles. iBassett i(1994) imaintains ithat isupervisors ibringing 

ithe ihumanistic ipart ito ithe ijob, iby ibeing iconsiderate itoward itheir iemployees, icontribute itowards 

iincreasing ithe iemployee’s ilevel iof ijob imotivation. 

 

2.3. iTheoretical iReview 

Various imotivational itheorists isuch ias iAbraham iMaslow’s i(1979) ihierarchy iof ineeds iwhich 

iprovided iinsight iinto ipersonal ibehaviour ipatterns ihave ibeen iextensively iresearched. iIn iorder ito 

iunderstand iwhat imotivates iemployees iand ihow iemployees ishould ibe imotivated, icontent itheories 

ilike iMaslow’s ihierarchy iof iNeeds itheory, iMcClelland’s iNeed itheory iand iequity itheory iwere 

ichosen ias ithe imost iappropriate ito ibe iresearched ifor ithe itopic iunder ireview. 

 

2.3.1. iMaslow’s iHierarchy iof iNeeds iTheory 

Needs iform ithe ibasis iof iAbraham iMaslow’s itheory iof iemployee imotivation i(1943); isince 

imotivation istarts iwith ineeds, itherefore iit icaptures iwider iarea iof iemployee imotivation idue ito ithe 

ifact ithat ihuman ibeings iis icontrolled iby ihis ipersonal ineeds. iA ineed iis isomething ithat ia iperson 

irequires. iSatisfaction ioccurs iwhen ineeds iare ifulfilled, iand imotivation iis ithe iattempt ito isatisfy ia 

ineed i(Aldag, i2002). i 
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One iof ithe imost iwidely imentioned itheories iof imotivation iis ithe ihierarchy iof ineeds itheory iput iforth 

iby ipsychologist iAbraham iMaslow. iMaslow isaw ihuman ineeds iin ithe iform iof ia ihierarchy, 

iascending ifrom ithe ilowest ito ithe ihighest, iand ihe iconcluded ithat iwhen ione iset iof ineeds iis isatisfied, 

ithis ikind iof ineed iceases ito ibe ia imotivator. iMaslow’s ihierarchy iof ineeds iconsists iof ifive ilevels ithat 

iare igenerally idepicted ias ipyramid. iListed ifrom ithe ilowest ilevel iof ineeds ito ithe itop, ithey iare ithe 

ifollowing: iphysiological ineeds; isecurity iand isafety ineeds; iesteem ineeds; isocial ineeds; iand iself- 

iactualization ineeds i(Lindner, i2018). 

 

The iperson ithen iseeks ia ihigher ilevel iof ineed isatisfaction. iThe itheory ialso iindicates ithat imoney’s 

ipower ito imotivate ia iperson iis ilimited i(Drummond, i2000). iAs ieach iof ithese ineeds iis isubstantially 

isatisfied, ithe inext ineed ibecomes idominant. iFrom ithe istandpoint iof imotivation, ithe itheory iwould 

isay ithat ialthough ino ineed iis iever ifully igratified, ia isubstantially isatisfied ineed ino ilonger imotivates. 

iSo iif iyou iwant ito imotivate isomeone, iyou ineed ito iunderstand iwhat ilevel iof ithe ihierarchy ithat 

iperson iis ion iand ifocus ion isatisfying ithose ineeds ior ineeds iabove ithat ilevel. 

 

Figure i1: iMaslow’s iHierarchy iof iNeeds iTheory 

 
Source: iMotivating iemployees iwith iMaslow’s iHierarchy iof iNeeds 

 

Maslow’s ihierarchy iof ineeds iis ialmost icertainly ithe ibest-known itheory iof imotivation iextensively 

iused iby imanagers. iThe itheory iargues ithat iwithin ia iperson’s iexistence, ithere iis ia ihierarchy iof ifive 

ineed ilevels: i iphysiological ineeds, isafety ineeds, isocial ineeds, iesteem ineeds, iand iself-actualization 

ineeds. iThe iphysiological, isafety, iand isocial ineeds itogether iare ilower-level ineeds ior isurvival ineeds, 

iwhile iesteem iand iself-actualization ineeds itogether iare ihigher ilevel ineeds, ior igrowth ineeds. i 

 

The iphysiological ineeds icomprise ifood, iwater, ishelter, iand iclothing, iwhich iare iaccomplished iby 

iuse iof imoney. I 
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The isurvival ineeds iare ipowerful imotivators ifor ipeople ito ireport ifor iwork ito iearn imoney. iPeople, 

iwhose isurvival iis ithreatened, iwill iwork iin iany ijob iso ithat ithey ican iearn imoney ito imeet itheir ilower-

level ineeds. iAlso, ithe isafety ineeds ican ibe icovered iby iindirect ifinancial irewards isuch ias ibenefit 

ischemes ithat imay iinclude imedical icover, ipension iplans iand idisability iinsurance, iwhile ihigher 

iclassify ineeds isuch ias ithe iesteem ineeds, ican ibe iattained ithrough iuse iof imerit-based ipay i(Bagraim, 

i2017). i 

 

Maslow’s itheory ihighlights ithat iorganizations imust iidentify ithe ilevel iof ineeds iat iwhich ithe 

iemployee iis ipresent iat, iand ithen ithe ineeds imust ibe iaddressed ias ia idrive ifor imotivation. iIf ithe ibasic 

ineeds isuch ias iphysiological iand isafety ineeds iare inot imet, iorganizations iwill inot ibe iable ito ifulfill 

ithe iother ilevels iof ineeds iindicated. iNot iall iemployees iare idirected iby ia isimilar iset iof ineeds. iIt iis 

ithrough ithis irealization ithat iorganizations iare irequired ito itailor ireward iprograms ithat isuit ian 

iemployee’s ineeds. i 

 

Maslow’s ineed itheory ihas ireceived iwide irecognition, iparticularly iamong ipracticing imanagers. 

iThis ican ibe iattributed ito ithe itheory’s iintuitive ilogic iand iease iof iunderstanding. iHowever, ithe 

iresearch idoes inot ivalidate ithis itheory. iMaslow iprovided ino iempirical ievidence iand iother iseveral 

istudies ithat isought ito ivalidate ithe itheory ifound ino isupport ifor iit. iMaslow’s itheory ican ibe ia iuseful 

itool ifor iemployers iin iplanning iand idetermining ithe ikinds iof irewards ithat ican ibe imore ieffective iin 

imotivating iemployees. iThe imost iimportant ithing iis ito ivalue ievery iemployee ias ian iindividual iand 

ialso ito iunderstand ithat iemployee’s ineeds imay idiffer ifrom itime ito itime. iTherefore, iit imust ibe iput 

iinto iconsideration ithat iemployers ihave iresponsibility iof ireassessing itheir iemployees iregularly ito 

ifind iout iwhether ithe iemployees ilack itheir ineeds iin itheir iworking iplaces. i 

 

Maslow i(1943) isuggests ithat ihuman ineeds ican ibe iclassified iinto ifive icategories iand ithat ithese 

icategories ican ibe iarranged iin ia ihierarchy iof iimportance. iThese iinclude iphysiological, isecurity, 

ibelongings, iesteem iand iself-actualization ineeds. iAccording ito ihim, ia iperson iis imotivated ifirst iand 

iforemost ito isatisfy iphysiological ineeds. iAs ilong ias ithe iemployees iremain iunsatisfied, ithey iturn ito 

ibe imotivated ito ifulfill ithose ineeds. iWhen iphysiological ineeds iare isatisfied ithey icease ito iact ias 

iprimary imotivational ifactors iand ithe iindividual imoves i“up” ithe ihierarchy iand iseek ito isatisfy 

isecurity ineeds. iThis iprocess icontinues iuntil ifinally iself-actualization ineeds iare isatisfied. 

iAccording ito iMaslow i(1943), ithe irationale iis iquite isimple ibecause iemployees iwho iare itoo ihungry 

ior itoo iill ito iwork iwill ihardly ibe iable ito imake imuch ia icontribution ito iproductivity ihence idifficulties 

iin imeeting iorganizational igoals. iThis itheory iis iapplicable iin ithis istudy ibecause ithe itheory ican ibe ia 
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iuseful itool ifor iemployers iin iplanning iand idetermining ithe ikinds iof irewards ithat ican ibe imore 

ieffective iin imotivating iemployees. 

 

2.3.2. iMcClelland’s iNeed iTheory i 

Also, iDavid iMcClelland i(1961) ithrough ihis iNeeds itheory iportrays ithat iany ihuman ibeing iis 

icontrolled iby ithree ineeds iwhich iare: iNeed ifor ipower, iNeed ifor iAffiliation, iand iNeed ifor 

iAchievement. iBasically, ipeople ifor ihigh ineed ifor ipower iare iinclined itowards iinfluence iand 

icontrol. iThey ilike ito ibe iat ithe icenter iand iare igood iorators. iThey iare idemanding iin inature, iforceful 

iin imanners iand iambitious iin ilife. iThey ican ibe imotivated ito iperform iif ithey iare igiven ikey ipositions 

ior ipower ipositions. iIn ithe isecond icategory iare ithe ipeople iwho iare isocial iin inature. iThey itry ito 

iaffiliate ithemselves iwith iindividuals iand igroups. iThey iare idriven iby ilove iand ifaith. iThey ilike ito 

ibuild ia ifriendly ienvironment iaround ithemselves. iSocial irecognition iand iaffiliation iwith iothers 

iprovide ithem imotivation. iPeople iin ithe ithird iarea iare idriven iby ithe ichallenge iof isuccess iand ithe 

ifear iof ifailure. iTheir ineed ifor iachievement iis imoderate iand ithey iset ifor ithemselves imoderately 

idifficult itasks. iThey iare ianalytical iin inature iand itake icalculated irisks. iSuch ipeople iare imotivated ito 

iperform iwhen ithey isee iat ileast isome ichances iof isuccess. 

 

McClelland i(1961) iobserved ithat iwith ithe iadvancement iin ihierarchy ithe ineed ifor ipower iand 

iachievement iincreased irather ithan iaffiliation. iHe ialso iobserved ithat i10 ipeople iwho iwere iat ithe itop, 

ilater iceased ito ibe imotivated iby ithis idrive. iSince iMcClelland's ifirst iexperiments, iover i1,000 istudies 

irelevant ito iachievement imotivation ihave ibeen iconducted. iThese istudies istrongly isupport ithe 

itheory iin ithese ithree iareas. iAccording ito iMcClelland i(1961), ithe ipresence iof ithese imotives ior 

idrives iin ian iindividual iindicates ia ipredisposition ito ibehave iin icertain iways. iTherefore, ifrom ia 

imanager's iperspective, irecognizing iwhich ineed iis idominant iin iany iparticular iindividual iaffects ithe 

iway iin iwhich ithat iperson ican ibe imotivated. iThe istatus iof iMcClelland’s itheory iis ihowever 

iquestionable. iIt iis iunclear ihow isome iof ithe imeasures iin ithis itheory icorrelate iwith ione ianother iand 

ihow imotives ihave ibeen itranslated iinto igoals. iAckerman i(2004) iin iLandy iand iConte i(2007) 

ipropose ithat imotivation iand iperformance ican iactually ichange iover itime isince ione’s ipersonality 

iand icognitive iabilities ichange iwith itime; ithis itheory iis iapplicable iin ithis istudy ibecause iit iwill 

ireveal ito iidentify ithe iextent ito iwhich ithe iorganizational iperformance iis ilinked iwith imotivation. 

 

2.3.3. iEquity iTheory i 

Adams’s iequity itheory iemphasizes ithat iemployees ihave ia ineed ifor ifairness iat iwork iand ivalue 

iplaced ion itheir icontribution iat iwork. iThe iwillingness iof ithe iemployees ito ibe ipart iof ithe 

iorganization idepends ion imotivational ifactors isuch ias iachievement, irecognition, ithe iwork iitself, 
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iresponsibility, iadvancement iand igrowth. iHygienic ifactors iinclude; isupervision, iworking 

iconditions, iinterpersonal irelationship, ipay iand ijob isecurity. iCompany ipolicies iand isuccess iof ithe 

iorganization idepend ion ithe ievaluation iof ithe ifairness, ior iimpartiality, iof ithe irewards ithey iwill 

ireceive. iIn ia ireasonable isituation, ian iemployee ireceives irewards irelative ito ithe icontribution ihe ior 

ishe imakes ito ithe iorganization. iEmployees iare imotivated ito ipreserve ia ibalance ibetween iwhat ithey 

iobserve ias itheir iinputs ior iassistance iand itheir irewards ias icompared ito iothers i(Robbins i2005). 

 

 iAccording ito iAdam’s i(1996) iinputs isuch ias iskill, itolerance, idetermination iand ienthusiasm, 

iassistance igiven ito iother iemployees, iexperience, isacrifices imade ican ibe idefined iin imany iways 

iother ithan ithe inumber iof ihours ispent iat iwork. iMeanwhile, ioutput iis inot ithe iremuneration ireceived 

ifor ithe itask idone, irather iit icomprises ithe ivarious itypes iof ifinancial iand inon-financial irewards isuch 

ias irecognition ifor ithe iwork, iappreciation ifrom ico-workers, ipromotions ireceived. iThus, ifor ian 

iemployee ito ifeel isecured ithere ineeds ito ibe ia icohesive ibalance ibetween iinputs iand ioutputs. 

iDecision- imakers iwithin ithe iorganization ishould iendeavor ito iprevent iproblems iof iequity iby 

iensuring ithat irewards iare ifairly idistributed ion ithe ibasis iof iperformance iand ithat iemployees iclearly 

iunderstand ithe ibasis ifor itheir ipay iinclusive iof ibenefits i(Edward’s i1999). iBalance itheories iassume 

ithat ipeople ihave ia iset iof ibeliefs iin iwhich ithey istrive ito imaintain ia ibalance. iImbalance iis ia isource iof 

imotivation ito iachieve ibalance i(Edwards, i1999). iAdam’s iequity itheory iis iprobably ithe imost 

ithoroughly ideveloped istatement ion ihow ipeople ievaluate ia isocial iexchange irelationship. i 

 

Equity itheory istates ithat ipeople iare imotivated ito iachieve ia icondition iof iequity ior ifairness iin idealing 

iwith ithe ipeople iat iwork iand ithe iorganization i(Spector, i2000). iAs iper ithe iequity itheory iof iStacey 

iAdams, ipeople iare imotivated iby itheir ibeliefs iabout ithe ireward istructure ias ibeing ifair ior iunfair, 

irelative ito ithe iinputs. iPeople ihave ia itendency ito iuse isubjective ijudgment ito ibalance ithe ioutcomes 

iand iinputs iin ithe irelationship ifor icomparisons ibetween idifferent iindividuals. 

 

A istate iof iequity iexists iwhen ithe iratio iof ione iemployee iis iequal ito ithat iof iother iemployees. iWhen 

ithis ihappens, ifairness ihas ibeen iachieved i(Robbins, i2005). iHowever, itension iis icreated iwhen ithe 

iemployee irealizes iinequality iin ithe iratio irelative ito iothers. iThis itension iserves ias ithe ibasis ifor 

imotivation i(Ramlall, i2004). iAccording ito iAdams, iorganizations ishould idevelop ireward isystems 

ithat iare iseen ito ibe ifair iand iequitable, iand iuse ia ireward isystem iconsistent iwith iwhat ithe iemployees 

ibelieve itheir ivalue ito ibe ito ithe iorganization i(Ramlall, i2004). iThis itheory iis iapplicable iin ithis istudy 

ibecause iit ishows ithat iemployees ican ibe ihighly imotivated iwhen ithey iare itreated iequally iin ithe 

iorganization. 
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2.4. iConceptual iFramework 

In ithis iresearch, ithe iconceptual iframe iwork iis ibased ion itwo ivariables iwhich iare iemployee 

imotivation ias iindependent ivariable iand iemployee iperformance ias idependent ivariable. iThis 

iresearch iconcerns ithe iimpact iof iemployee’s icompensation, ipromotion, irecognition, iand 

isupervision ion iemployee iperformance; ithe ifigure i1.1 iprovides iguidelines iof ithis istudy: 

 

INDEPENDENT iVARIABLES i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i iDEPENDENT iVARIABLE 

Employee iMotivation i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i 

 

 i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i i 
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Source: iResearcher, i2023 

 

2.5. iResearch iGaps 

Many iwork imotivation itheories ihave irepresented ithe iinfluence iof imotivation ion iemployee 

iperformance. iIn iaddition, imany iwork imotivation itheories ihave itried ito iexplain imotivation iand iits 

iinfluence, isuch ias: iMaslow’s i(1943) iHierarchy iof iNeeds, iAdam’s i(1965) iEquity iTheory, iand 

iDavid iMcClelland i(1961) ithrough ihis iNeeds itheory. iA iperson’s iindividual iwell-being iat iwork, 

itherefore, iis ia ivery isignificant iaspect iof iresearch i(Judge i& iKlinger, i2007). 

 

Compensation: 

 Form iof icompensation i 

 Non-monetary iincentives 

Promotion: 

 Promotion ipolicy 

 Promotion iopportunities 

 Frequency iof ipromotions 

Recognition: 

 i iFrequency iof irecognition 

 i iForms iof irecognition 

 Working iEfficiency iof iemployee

 Quality iof iservice

 Timelines iin iservice idelivery

 

Supervision i 

 Supervision istyle. 

 Supervisory ireports 

Government ipolicy 
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 iResearch ihas ioffered ilittle isupport ithat ia ihappy iemployee iis iproductive; ifurthermore, isome 

iresearch ihas isuggested ithat icausality imay iflow iin ithe iopposite idirection, ifrom iproductivity ito 

isatisfaction i(Bassett, i1994). iThis istudy iof ithe iimpact iof iemployee imotivation ito iemployee 

iperformance iin iRRA iaddresses ithe igap iin iresearch ifor ithe idifferent iorganizations. iUntil ipresent, 

ithere iis ino iresearch ithat ihas ibeen iconducted iin ithe iorganization iitself ito iinvestigate ithe iinfluence iof 

imotivation iand iemployee iperformance. 
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CHAPTER iTHREE 

RESEARCH iMETHODOLOGY 

3.0. iIntroduction 

This ichapter idescribes ithe iresearch isetting iin iwhich ithe istudy iwas icarried iout. iIt ishows ithe imethods 

iand itechniques ithat iwere iused iin ithe istudy. iThe istudy idesign, istudy ipopulation iand isampling 

imethod, iinstrumentation iand idata icollection iwere ialso ibeing idescribed iin ithis ichapter. 

 

3.1. iResearch iDesign 

This istudy iadopted ia idescriptive iresearch idesign ias ithe ivariables iin ithe istudy irequire iboth 

iqualitative iand iquantitative ianalysis. iDescriptive iresearch idesign idetermines iand idescribes ithe 

iway ithings iare. iIt iseeks ito idescribe ia iunit iin idetail, iin icontext iand iholistically. iThe iresearch isought 

ito iaccount ihow icompensation, ipromotion, isupervision, irecognition ifor iperformance iand iprovision 

iof iallowances iinfluence iemployees‟ iperformance. iRaw idata iwere icollected ithrough 

iquestionnaires iwhich iwere iadministered ito ithe irespondents. iThis iresearch idesign iwas iselected ias iit 

ienabled idescriptions iof iviews ibeliefs iand iperceptions iof iemployees. 

 

A icase istudy iis ian iintensive idescriptive iand iholistic ianalysis iof ia isingle ientity ior ia ibounded icase 

iOso i& iOnen, i(2008). iMoreover, icase istudy iwas iused isince iRRA iis ichosen ias ia icorporate ibody 

iresponsible ifor irevenue icollection iin iRwanda. iA icase istudy iwas ialso ichosen ibecause ithe istudy 

ifocused iin ithe ihead ioffice ias ia irepresentative iof iother irevenue ioffices iwhere iit iinvolving ithe 

icollection iof iempirical idata iparticular ifrom ionly ione ior ia ismall inumber iof icases. 

 

3.2. iTarget iPopulation 

Target ipopulation iin istatistics iis ithe ispecific ipopulation iabout iwhich iinformation iis idesired. iThe 

itarget ipopulation icomprised iof ia itotal iof i124 istaff iworking iat ithe iRwanda iRevenue iAuthority ihead 

iquarter ioffice iin iKigali. iThe iresearch itargeted iRwanda iRevenue iAuthority istaff isince imost 

iemployees iare idirectly ior iindirectly iinvolved iin idecision imaking iand icontrols. 

 

3.3. iSample iDesign 

 iA isample idesign iis ia idefinite iplan ifor iobtaining ia isample ifrom ia igiven ipopulation. iIt irefers ito ithe 

itechnique ior ithe iprocedure iit iwould ibe iadopted iin iselecting iitems ifor ithe isample i(Kothari, i2004). 
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3.3.2 iSampling iTechnique i 

The istudy ibasically itargeted itop iand imiddle ilevel imanagement imembers ibecause ithey iwere ithe 

icustodians iof ihuman iresource idepartment. iIn ithis istudy, itherefore ipurposive isampling itechniques 

iwas iused iin iselecting iinterviewees iwith ian ioption iof ireplacing ithose iwho ido inot iwish ito irespond. 

iThis itechnique iwas iused isimply ibecause ithe istudy itargeted icustodians iof ihuman iresources 

idepartment. iIt ialso iensured ithat ionly ipeople iwith irelevant iinformation iwas isampled. i 

 

3.3.2. iSample iSize 

A isample iis ia ismaller igroup ior isub-group iobtained ifrom ithe iaccessible ipopulation i(Mugenda i& 

iMugenda, i2003). iThe ireason ifor ithe ichoice iof ithe isampling imethod iis ibecause iit ienabled ito 

irepresentatively isample ieven ithe ismallest iand imost iinaccessible isubgroups iin ithe ipopulation. iThis 

iallowed ito isample ithe irare iextremes iof ithe igiven ipopulation. iIn iaddition, ithe istudy iused ithe 

ifollowing iformula iproposed iby iusing iYamane i(1973) ito idetermine ithe isample isize ibecause ithat iis 

itoo ilarge iwaste iscarce iresources iand icould iexpose imore iparticipants ithan inecessary ito iany irelated 

irisk. 

Using iYamane iformulae 

 

 i i i i i i i i i i i i i i i i i i iN 

 i i i in= i__________ 

 i i i i i i i i i i i i i i i i(1+N) ie2 

Where: 

n i= isample isize 

N i= ithe ipopulation isize 

e i= ithe iacceptable isampling ierror i(5%) iat i95% iconfidence ilevel 

Thus; in i= i124 i(1+124) i(0.05)2 

 i i i i i i i i i i i i i i i i i in=94 irespondents 

A isample iof i94 irespondents iwas itargeted ito iparticipate iin ithis istudy. i iThis iformula iwas iused ito 

iestimate ia irepresentative isample. iA itotal inumber iof i94 irespondents iwas itaken ias isimple isize. iThe 

ifollowing iis ithe itable ishowing isample isize ifor ieach icategory. 

 

 

 

 

GSJ: Volume 12, Issue 5, May 2024 
ISSN 2320-9186 226

GSJ© 2024 
www.globalscientificjournal.com



39 
 

Table i3.1. iTable irepresenting ithe iSample iSize 

Category Population i i Sample isize 

Top iManagement 12 8 

Middle iLevel iManagement 24 17 

Other istaff 86 69 

Total 124 94 

Source: iPrimary idata, i2023 

3.4 iData iCollection iTechniques 

 iData icollection itechniques irefer ito isecure iinformation ifrom iindividual ifor isurvey iresearch ipurpose 

i(Kothari, i2004). iThe istudy idepended ion iprimary idata icollected ifrom ithe istaff iand isome isecondary 

idata. iThe iprimary idata iwas icollected ifrom ithe ifield isurvey iusing iquestionnaires iand iinterview 

ischedules. iThe iquestionnaires icomprised iboth iclose-ended iand iopen iended iquestions. iThese 

iformed ithe ibasis iof ithe ianalysis iof ithe istudy. iThe iquestionnaires iwere ihanded ito ivarious 

idepartments iwithin iRRA ito ithe ivarious irespondents. iThe isecondary idata iwere isourced ifrom ithe 

ireports iand iRRA istrategic idocument. 

 

3.4.1. iQuestionnaire 

A iquestionnaire iis ian iinstrument iin iresearch ithat iconsists iof ia iseries iof iquestions ithat imay ibe 

isometimes iprobing iin iorder ito icollect iinformation iand ideeper idetails ifrom irespondents. i 

Compared ito iother itypes iof isurveys ilike iverbal ior itelephone, iquestionnaires ihave ia ibig iadvantage 

ias ithey iare icheap, ido inot iask imuch iefforts ifrom ithe iquestioner. iWith ithem, idata igathering iis ieasy 

iand isimple ias ithey ioften ihave istandardized ianswers ieven iif isometimes ithe ilatter imay ifrustrate 

irespondents. iThey iare isharply ilimited iin ia iway ithat iusers imust ibe iable ito iread iand irespond ito 

iquestions. iConsequently, ithis imay inot ibe iof ihelp ito isome idemographic ientities idriving ithe isurvey. 

iTherefore, ithe itotal inumber iof i94 iquestionnaires iwas igiven ito imiddle ilevel imanagement iand iother 

istaff iand ithey iwere iused ipurposely ito ielicit irelevant iinformation. 

3.4.2. iInterview iGuide 

In ithis icase, ithe iinterview ischedule iwas iused ito iguide ithe idiscussion iwith ithe irespondents iwho iare 

ikey iinformers, iemployees ifrom ihead ioffice iand ithus ineeded ito ielaborate ion iseveral iissues. iOther 

irelevant iquestions iwere iasked iin iorder ito ichannel iconversation iin ia iway ito iget ithe iinformation ishe 

iwants. iThis itechnique iwas ichosen ias iit ihelped irespondents ito iopen-up iand ispeak itheir imind. iThus, 

ithe irespondents igave ithe isubject iof ithe iwhole iissue iin igeneral iand ithey iwere iasked ito irelict ithe 
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iinformation iwithout iany ibias. iThe iinterview iwas iused iespecially ito ithe i8 iRRA istaff i(See itable i3.1 

iabove) iwhich iwas ialso iinvolved iin ithe isample isize. 

3.4.3. iDocument iReview iChecklist 

This itechnique iis igeared itowards ia isystematic isearch iof iall ithat iis iwritten irelated iwith ithe iresearch 

iarea isuch ias ibooks, ipamphlets, imonographs, iunpublished idocuments, ireports, ibudgets, ipublic 

irecords ietc. i 

Several idocuments iavailable iin ilibraries, ion iinternet, imemoires iand iother irecords iof iproject) 

iinstitution ichosen ias ia icase istudy iwas iconsulted ifor ithe ipurpose iof iobtaining isecondary 

iinformation irelevant ito ithe isubject imatter. iThe idocuments ianalysis ithat iwere iused ifor isecondary 

idata icollection iat ihis iconvenient itime, ito iobtain iunobtrusive iinformation, iobtain idata ithat iare 

ithoughtful. 

3.5 iPilot iTesting, iReliability iand iValidity iInstruments 

3.5.1 iPilot iTesting iInstrument i 

A isample iidentical iquestionnaire iwas iadministered ito istaff imembers. iThe ipre-test iwas ito iidentify 

iambiguous iquestions ifor irealignment ito ithe istudy iobjectives. iWrong iphrasing, iinsufficient 

iresponse ispaces iand iunclear iinstructions iwere ialso iidentified iand icorrected. iThe iresults iof ithe ipre-

test iinformed ithat ithe iresearch icontent iwas ivalid. 

 i3.5.2 iValidity iof ithe iInstruments 

 iValidity iis ithe iaccuracy iand imeaningfulness iof iinferences iwhich iare ibased ion iresearch iresults 

i(Mugenda iand iMugenda i2003). iIn ithis istudy, ivalidity iwas imeasured ithrough ithe itest iinstruments 

iability ito imeasure iwhat iit iis isupposed ito imeasure. iA isample iquestionnaire iwas iprepared iand 

ipretested iwith iRRA iinstitution ipurposively iselected. 

 i3.5.3 iReliability iof ithe iInstrument i 

Reliability iis ia imeasure iof idegree ito iwhich ia iresearch iinstrument iyields iconsistent iresults ior idata 

iafter irepeated itrials itest ire-test imethod iwas iapplied ito itest ithe iinstruments ireliability i(Mugenda iand 

iMugenda, i2003). iThis iwas iachieved ithrough iadministering ithe iinstrument itwice ito ithe isame ipilot 

igroup iat iintervals iof itwo iweeks iwith iinitial iconditions iconstant. iAnalyses ifrom ithe itwo ipilot itests 

iestablished ithe iextent ito iwhich ithe iinstruments icontext iwere iadministered. i 
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3.6. iData iAnalysis i 

After icollecting idata, iit iwas icleaned iand iwas icoded. iDescriptive istatistics imeans, ifrequencies; 

ipercentages iwere iused ito ianalyze, iinterpret iand idiscuss ithe ifindings iof iall ithree iobjectives. iThis 

iwas ibecause ithose iobjectives ineeded ito ibe idescriptive. i 

With iqualitative idata, icontent ianalysis ias iwell ias itables iused ito iinterpret idata ipresented ito iprovide 

iexplanations ito ithe ifacts ithat iwere iexpressed iby ithe irespondents. i 

Narration iwas iused ito iinterpret ithe irelation ibetween ivariables. iQualitative idata iwere iorganized 

iaccording ito ithemes iidentified ifrom ithe iresearch iquestions iand iwere ianalyzed ithe idata iusing 

icontent ianalysis. 

 

Data iwere ialso ibe ipresented iin iterms iof ipercentage iso ias ito ishow ithe iweight iof iresponses icompared 

ito ithe inumber iof irespondents. iStatistical iPackage ifor iSocial iScience i(SPSS) iwas ialso ibe iused ifor 

iquantitative idata ianalysis. iThe imajority iof iquantitative idata ifor ithis isurvey iwas icollected iusing ia i5 

iPoint iLikert iScale idesigned ion ia icontinuum iranging ifrom istrongly iagree/very isatisfied ito istrongly 

idisagree/very idissatisfy ion ispecific iparameters iof istudy. iMean iscores iwere icomputed iinto 

ipercentage iscore ito igenerate ithe icustomer isatisfaction iindex 

 

3.8. iEthical iConsideration 

Ethical iissues iwere iconsidered iby igetting ithe iresearch iclearance iletter ifrom iUoK. iThis iresearch 

iletter ipresented ito ivarious iauthorities i(institution) iso ithat ithey iallowed ito iaccess idata irequired ifor 

ithis istudy. iThis istudy imust inot icontradict iwith iethical iprinciples iincluding ithe iobligation ito iavoid 

ihurting ior iembarrassing ithe irespondents ias iwell ias irespecting itheir iprivacy. iThe iethical irelevance 

iof ithe iresearch iwas iasked iwith ireference ito ithe ivalues iand iactions ito iundertake iin iorder ito 

icomplete iit. iFor ithis ipurpose, ia iset iof imeasures iwere iobserved ito icomply iwith iethical istandards 

iduring ithe iwhole iprocess iof iresearch. iThe ibenefits iwere ilooked ithough ithe irespect iof iuniversity 

irequirement iof irunning ia iresearch ifor ithe ifinalist istudent iand ichallenges iof iengaging iin ithis 

iresearch iwas ilooked ithrough itime iframe iand ihardly ito iget ithe inecessary iinformation ifor ifulfil ithe 

iobjective. i i i i 

 iA irecommendation iletter ijustifying ithe irelevance iof ithe iresearch iwas iprovided iby ithe iDean iof 

idepartment iin iorder ito iget ithe iinformation ineeded ito ithe iorganization iunder istudy; iA iformal 

iconsent irequested ifrom ieach iinterviewee ibefore iinterviewing ihim/her ior iengaging iin iany ikind iof 

idiscussions; irespondents iinform ithat ithey ihave ithe iright ito irefuse iany iparticipation iin ithe istudy; ithe 

irespondents ito isign ithe iinformed iconsent iforms, i irespondents igranted iconfidentiality iregarding 

iany iinformation igiven iand iits iuse iexclusively ifor ithe iresearch ipurpose iand ithe ianonymity iof ithe 
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irespondents iwas iused iby icoding ithem iinstead iof ireflecting ithe inames, ikeeping iprivacy iof ithe 

irespondent iby imeeting ithem iwhere ithey iprefer. iThe ipermission iwas isolicited ithrough ia iwritten 

irequest ito ithe iconcerned iofficials iof ifirms iunder istudy ibefore iinteracting iwith itheir iemployees. 

 

CHAPTER iFOUR 

DATA iANALYSIS, iPRESENTATION iAND iINTERPRETATION 

 

4.0. iIntroduction 

This ichapter ishows ithe ifindings iof ithe iresearch iand ilinked iinformation ithat iwas icollected iin 

irelation iwith iresearch iquestions. iIn iaddition, ithis ichapter ipresents istatistical ianalyses iwhich iwere 

idone iusing iStatistical iPackage ifor iSocial iSciences i(SPSS) i21st
 iversion iand iinterpretations iof 

idemographic iprofile iof irespondents, iperceptions ion ieffect iof iemployee imotivation ion iemployee’ 

iperformance iin ipublic iInstitutions. iA icase iof iRwanda iRevenue iAuthority. 

4.1 iResponse iRate 

 

The iresponse irate iwas ianalyzed ito ishow ithe irepresentative ifrom ithe isample isize. iA iresponse 

irate iis ivery iimportant ito ithe icredibility iof ithe iresearch iresults. iA ilow iresponse irate imay 

idecrease ithe istatistical ipower iof ithe idata icollected iand iundermine ithe ireliability iof ithe iresults. iIt 

imay ialso iundermine ithe iability ito igeneralize ithe iresults ito ithe ilarger itarget iaudience. iThis iis 

ifurther icomplicated iby ithe ifact ithat ia ilow iresponse irate ican ibe iindicative iof ia inon-response ibias 

iwithin ithe isample. iA ilow iresponse irate ican igive irise ito isampling ibias iif ithe inon-response iis 

iunequal iamong ithe iparticipants iregarding iexposure iand/or ioutcome. iThe istudy isampled i86 

irespondents iwho ireceived iquestionnaire iand i8 itop imanagers iwho iwere iinterviewed. iThe istudy 

iadministered i82 i(87.2%) iquestionnaires iand i8 itop imanagers i(9.2%) iwere igiven ithe iinterview 

iand ithe iresults iare ias ishown iin iTable i4.2. 

Table i4.2: iResponse iRate 

Response Frequency i Percentage i 

Returned 82 87.2 

Unreturned 4 4.6 

Interviewee 8 9.2 

Total 94 100.0 

Source: iField iSurvey iData, i2023  
 

According ito iMugenda iand iMugenda i(2003) iand iKothari i(2004), ia iresponse irate iof iabove i50% 

iis iadequate ifor ia idescriptive istudy.  
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iBabbie i(2004) ialso iasserted ithat ireturn irates iof iabove i50% iare iacceptable, i60% iis igood iand 

i70% iis ivery igood. iThus, ithe iresponse irate iof i87.2% iunder ithis istudy iwas ivery igood ifor istudy. 

 

4.2. iDemographic icharacteristics iof ithe irespondents 

In ithis isection, irespondents iprovided ithe isocio-demographic iinformation iincluding igender, iage, 

imarital istatus, iqualification, iand iexperience iof ithe iparticipants. i 

Table i4.3. iDemographic icharacteristics iof ithe isample i(n=82) 

Variables Sub ivariable Frequency 
Percentage 

i(%) 

Gender i 

Male 52 63.4 

Female 30 36.6 

Total i 82 100 

Age 

20-30 i 22 26.8 

31-41 i 46 56.1 

42-52 13 15.9 

Above i53 1 1.2 

Total 82 100 

Marital istatus 

Married 55 67.1 

Single 27 32.9 

Divorced 0 0.0 

Separated 0 0.0 

Total 82 100 

Education ilevel 

 i 
 i 
 i 

Diploma 2 2.4 

Bachelor's idegree 59 72.0 

Master's idegree i 19 23.2 

PhD 2 2.4 

Total 82 100 

Experience 

Less ithan i5 iyears 19 22.0 

5-10 iyears 41 47.6 

Above i10 iyears 22 25.5 

Total 82 100 

Source: iField iresearch, i2023 

 

The ifindings iindicated ithat ihalf iof irespondents i(56.1%) iwere iaged ibetween i31 iand i41 iyears iold, 

ifollowed iby ithose iaged ibetween i20 iand i30 iyears i(26.8%).  
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iNearly ithird iquarter iof irespondents i(63.4%) iwere imale irespondents iwhile ithe irest iwere ifemale 

i(36.6%). iThis iindicated ithat ithe icomposition iof ithe istaff iin ithis ipublic iinstitution ihad imore imale 

ithan ifemale istaff irepresentation iMore ithan ihalf iof irespondents i(67.1%) iwere imarried iwhile ithe irest 

iwere isingle i(32.9%). iThe ifindings ialso iindicated ithat inearly ithe imajority iof irespondents i(72.0%) 

iare iholding ibachelor idegree, ifollowed iby ithose iwith imasters i‘degree i(23.2%) iand ilastly ionly i2.4% 

ihave idiploma. iThe ilevel iof ieducation ioutcomes isuggests ithat, ithe irespondents iwere iadequately 

ieducated iand ithat ithey iable ito icomprehend ito ithe iquestions iraised iand igive isubstantial ireaction 

isince ithey iwould ibe iadvising ito iunderstanding ias iguided iby itheir ilevel iof iinstruction iwhich ifor ithis 

isituation imajority ishare ihaving igraduate ias itheir ieducation ilevel. iFurthermore, ithe ifindings 

iindicated ithat imajority iof irespondents i(47.6%) ihad iwork iexperience ibetween i5 iand i10 iyears 

ifollowed iby ithose iwith iexperience iabove i10 iyears. iThe imore ithe iduration iof iwork iin ithe ipublic 

isector iis ilikely ito ireflect ion imore iexperience. 

 

The iresults iregarding ithe icharacteristics iof ithe irespondents igenerally iconfirm ithat ithe 

irespondents iare iqualified. iTherefore, ithe irespondents' ianswers iare ireliable iand itrustworthy, 

iallowing ithe iresearcher ito iget icloser ito ithe iintended iresearch iresults. 

 

4.4. iThe iimpact iof icompensation ion iemployee imorale ito iperform 
 
Employees iwere iasked ito istate itheir iperception iof isatisfaction iwith itheir icurrent icompensation 

ipackage iin iorder ito idetermine ithe iinfluence iof icompensation ion iemployee iperformance iin ithe 

iorganization. iThe iresults iare ias iindicated iin iTable i4.3; 

 

Table i4.4: iSatisfaction iwith iemployee’s icurrent icompensation ipackage 

Level iof iagreement i Frequency Percentage i 

Strongly iagree 0 0 

Agree 0 0 

Undecided 5 6.1 

Disagree 23 28.0 

Strongly idisagree 54 65.9 

Total i 82 100 

 
Source: iField iresearch, i2023 

Table i4.4 iindicates ithat ino iemployee istrongly iagreed ior iagreed ithat ithey iare isatisfied iwith itheir 

icompensation. i54 i(65.9%) irespondents istrongly idisagreed iwhile i23 i(28%) iof ithe irespondents 

idisagreed ithat ithey iare isatisfied iwith itheir icompensation iand i5(6.1%) iwere iundecided. i82 i(100%) 

iof ithe iemployees istated ithat itheir isalaries iwere iinadequate ito imeet itheir ibasic ineeds. i49 i(59.8%) 
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iof ithe irespondents ireported ithat ithere iwere ino iother iforms iof icompensation iother ithan ithe isalaries 

iwhile i33 i(40.2%) iof ithe irespondents ireported ithat ithere iwere iother iforms iof icompensation iin 

iaddition ito ithe isalaries. iAmong ithe irespondent iwho iagreed ito itheir ibeing iother iforms iof 

icompensations; i(82 i%) iidentified ithe iother iform iof icompensation ias ipublic iholiday iallowance 

iwhile ithe irest idid inot iidentify ithe iother iform iof icompensation. 

 

Results ifrom ithe iinterviews iindicated ithat icompensation iis ialso iused ito imotivate iemployees ito 

iwork iat itheir ipeak iperformance iand iimprove imorale. iEmployees iwho iare ifairly icompensated itend 

ito iprovide ibetter icustomer iservice, iwhich ican iresult iin iorganizational igrowth iand idevelopment. i 

One iof ithe itop imanager istaff iin iRRA ireported: 

“Here iin iour iinstitution iwe iuse ia icompelling icompensation iplan iwhich ihelps ito ireduce ithe 

iturnover irate iof ithe icompany. iEmployees iwill ibe imore iincentivized ito istay iin itheir irole iand ithis 

isaves ipotential iexpenses irelated ito iturnover.” 
 
 
The istudy iattempted ito idetermine ithe iinfluence iof icompensation ion iemployee iperformance iand 

irespondents iwere iasked iwhether icompensation iinfluenced itheir imorale ito iperform iand ithey 

iresponded ias iindicated iin iTable i4.4. 

 

Table i4.5 iCompensation iinfluences imorale ito iwork 

Answers  iFreq Percentage 

Yes 65 79.3 

No 17 20.7 

Total i 82 100 

Source: iField iresearch, i2023 

  
Table i4.5 iillustrates ithat, i65 i(79.3%) iof ithe irespondents iagreed ithat icompensation iaffects itheir 

imorale ito iperform iwhile i17 i(20.7%) idisagreed. iAll ithe i82 irespondents iwho iagreed ithat 

icompensation iaffects itheir imorale ito iperform ireported ithat ithe iaffect iis inegative, i(52) iciting ilow 

isalaries iand i(13) iciting iinadequate iallowances. iThey iadded ithat iif ithey iwere isatisfied iwith itheir 

isalaries, ithe iinfluence iwould ibe ipositive. iThis ishows ithat ithere iis ia irelationship ibetween 

isatisfaction iwith icompensation iand ithe itype iof iinfluence iit ihas ion iemployees’ imorale ito iperform, 

i61 i(74.4%) iof ithe irespondents ifelt ithat iincrease iin ithe icompensation ipackage iwould iimprove 

iemployee imotivation. 

 

Results ifrom ithe iinterview ialso ishow ithat icompensation iis ithe iprimary imotivating ifactor ifor 

iemployees ito icontinuously ipush ithemselves ito istrive ifor igreater iheights. iIt ioffers ithem ia ireason ito 

iwork ihard iand ikeep idriving itowards iachieving ithe inext imilestone 
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The istudy isought ito iassess ithe ilevel iof iinfluence iof icompensation ion iemployee iperformance, iand 

iemployees iof iRRA iwere iasked ito idescribe ithe iextent ito iwhich icompensation iinfluenced itheir 

imorale ito iperform. iThe iresults iare ias itabled iin iTable i4.6; 

 

Table i4.6 iExtent iof iinfluence iof icompensation ion iemployee imorale ito iperform 

 

Level iof iinfluence Freq Percentage i 

Big iextent 59 72.0 

Small iextent 14 17.1 

Not iat iall 9 11.0 

Total i 82 100 
Source: iField iResearch, i2023 
 
 
Table i4.6 iindicates ithat i59 i(72%) iof ithe irespondents iconfirmed ithat icompensation iaffects itheir 

imorale ito iperform ito ia ibig iextent, i14 i(17.1%) ito ia ismall iextent iand i9 i(11.0%) iconfirmed ithat 

icompensation ihas ino ieffect ion itheir imorale ito iperform. 

 

Interviewees iwere iasked iif icompensation iinfluences iemployee imorale ito iperform itheir iduties. iAll 

imost iall iinformants ireported ithat icompensation ican ibe iused ito iimprove imorale, imotivation, iand 

isatisfaction iamong iemployees. iIf iemployees iare inot isatisfied, ithis ican iresult inot ionly iin ihigher 

iturnover ibut ialso iin ipoor iquality iof iwork ifor ithose iemployees iwho ido istay. iA iproper icompensation 

iplan ican ialso iincrease iloyalty iin ithe iorganization. 

4.4.1 iCompensation iand iemployee iperformance 
 
Respondents iwere iasked ito istate iif itheir iperformance iis iinfluenced iby ithe icompensation ipackage 

iin iorder ito iassess ithe iinfluence iof icompensation ion iemployee iperformance. iTheir iresponse iwas ias 

iindicated iin iTable i4.7; 

  
Table i4.7: iEmployee iperformance iand icompensation ipackage 

Level iof iagreement Frequency  Percentage i 

Strongly iagree 42  51.2 

Agree 24  29.3 

Undecided 0  0.0 

Disagree 10  12.2 

Strongly iagreed 6  7.3 

Total 82  100.0 

Source: iField iResearch, i2023 
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Table i4.7 iindicates ithat i42(51.2%) iof ithe irespondents istrongly iagreed iwith ithe istatement ithat 

iemployee iperformance iin ithe iorganization iis iinfluenced iby ithe icompensation ipackage ioffered, i24 

i(29.3%) iagreed, i10 i(12.2%) idisagreed iand i6 i(7.3%) istrongly idisagreed. iThis ishows ithat iemployee 

ihave ia ivery istrong iattachment ito ithe icompensation ipackage. 

 

4.5 iInfluence iof ipromotion ion iemployee iperformance iin ithe iorganization 

Respondents iwere iasked ito istate itheir iperception iof ipromotion iin ithe iorganization iand itheir 

iresponse iwas ias iindicated iin ithe iTable i4.8; 

Table i4.8: iEmployee ipromotion iin iRRA 

Statements 

SA A D SD 

Freq 

(%) 

Freq 

(%) 

Freq 

(%) 

Freq 

(%) 

Existence iof ipromotion iopportunities 
 i9 

(10.9) 

15 

(18.2) 

 i30 

(36.5) 

28 i 

(34.1) 

Existence iof ipromotion ipolicy 
 i10 

(12.1) 

 i12 

(14.6) 

 i46 

(56.0) 

14 i 

(17.0) 

Source: iField iResearch, i2023 

 
 
Table i4.7indicates ithat i30 i(36.5%) iof ithe irespondents idisagreed iand i28(34.1%) istrongly idisagreed 

ithat itheir iemployment iin ithe isociety igave ithem ipromotion iopportunities, i9 i(10.9%) istrongly 

iagreed iand iwhile i15 i(18.2%). iOut iof ithe irespondents iwho iagreed, imost ireported ithat ithe ibasis iof 

itheir ipromotion iwas igood iperformance. iOn ithe iother ihand, ia inumber iof irespondents ibelieved 

ithere iwere ipromotion iopportunities ibut ithey inever ibenefited ias ithey ihave ilittle itime ito ifor itraining 

iand idevelopment. iThis igives ian iindication ithat ithe isociety ihas inot ifully isupported iits iemployees 

iin icareer idevelopment. iOn iexistence iof ia iclear ipromotion ipolicy, i46 i(56%) iof ithe irespondents 

idisagreed iand i14 i(17%) istrongly iagreed ithat ithere iexists ia iclear ipromotion ipolicy, i10 i(12.1%) 

iagree, iand i12(14.6%) istrongly iagree. 

 
During ithe iinterview iwith ithe itop imanager istaff, ion ithis ipoint ihe ireported: 

“Here iin iour iinstitution inormally ipromoting iemployee ifrom ilower ilevel ito ithe ihigher ilevel 

ibrings iabout ia ifeeling iof isatisfaction iamong ithe iemployees. iIt iimproves itheir ijob 

isatisfaction iand imotivation iby iproviding igreater iincome, istatus iand iresponsibilities. iBy 

ibuilding iup iloyalty, ipromotion ireduces, ilabour iturnover” 

 

These ifindings iare iin iagreement iwith iYasmeen, iUmar, iand iFahad i(2013) iwho istressed ithat ijob 

ipromotion iexerts ia ipowerful ieffect ion ithe iperformance iof iorganizations. iThus, iworkers' ipromotion 

iin iorganizations ishould ifollow ilaid-down ipromotion ipolicies iand ipractices. iThe ifindings iof ithis 

istudy imay iinform ithe idesign iof iappropriate ipromotion ipractices ito idrive ithe iproductivity iof 

iworkers iat ithe iUniversity iof iAbuja. i 
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In iaddition, ithe ifindings iwould ienable ithe ipolicymakers iof igovernment ito imake iknowledgeable 

idecisions iin ithe iarticulation iof iincentive ipolicies iin itertiary iinstitutions. iFurthermore, ithe ifindings 

imay iresult iin ia ipolicy ifor ithe iattraction, isatisfaction iand iretention iof icompetent iworkers iat ithe 

iUniversity iof iAbuja. iArmstrong i(1984) istressed ithat ipromotion iinspires iindividuals ito iwork iin ian 

iorganization ifor ia ilong itime ifor ithe ifulfilment iof itheir ineeds, iwhich isubsequently iresults iin 

iincreased iperformance iand istability iof iorganizations. iThus, ias iwas istated iby iTilahun i(2019) i''the 

iloss iof iemployee irepresents ia iloss iof iskills, iknowledge iand iexperiences iwhich ican icreate ia 

isignificant ieconomic iimpact iand icost ito ithe iorganization ias iwell ias iimpacting ithe ineeds iof 

icustomers. 

 
The istudy isought ito idetermine iwhether iemployees iwere isatisfied iwith ipromotion iat ithe 

iorganization, irespondents iwere iasked iif ithey iwere isatisfied iwith ithe icurrent ipromotion 

iopportunities. iThe iresults iare idepicted iin iTable i4.9. 

 

Table i4.9: iEmployee isatisfaction iwith icurrent ipromotion iopportunities 

Level iof iagreement i Frequency Percentage 

Strongly iagree 4 4.9 

Agree 3 3.7 

Undecided 0 0.0 

Disagree 40 48.8 

Strongly idisagree 35 42.7 

Total 82 100.0 

Source: iField iResearch, i2023 

 

According ito iTable i4.9, i40(48.8%) iof ithe irespondents idisagreed iwith ithe istatement ithat itheir 

iemployment iat ithe iorganization igave ithem ia ichance ito iadvance ito ia ihigher iposition, i35(42.7%) 

istrongly idisagreed, i3(3.7%) iagreed iand i4(4.9%) istrongly iagreed. iThis ishows ithat i90.5% iof ithe 

irespondents iare inot isatisfied iwith ipromotion iin ithe iorganization ias ithey ihave inot ihad ithe ichance 

ifor iadvancement. i 

 

Results ifrom iinterview iasserted ithat iemployee iare isatisfied iwhen ithey iget ipromotion. iThus, 

ipromotion iis ithe ibest imotivation ifor iemployees, iwith ithis imotivation ithey iwill icompete iin ia 

ihealthy imanner. iThis iis ian ieffective imotivation iapart ifrom ia isalary iincrease. iThrough ipromotion, 

iemployees iare imotivated ito iimprove itheir iperformance iand icreate iemployment istability iwithin ithe 

icompany. 
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These ifindings iare iin iaccordance iwith iChen iand iSilverthorne i(2008) iwho istated ithat ithe 

iperformance iscores iof iemployees ishould ibe iused ias ithe ibenchmark ifor ipromotion ito ifoster ihard 

iwork iand icompetition iamong iemployees ifor ithe iadvancement iof ibusiness iorganizations' igrowth 

iand idevelopment iunderlines ithis. 

 
The istudy isought ito ifind iout iif iemployee iperformance iwas iinfluenced ipromotion. iThe iresponses 

iwere ias itabulated iin iTable i4.10. 

Table i4.10: iLevel iof iInfluence iof ipromotion ion iemployee imorale ito iperform 

Level iof iinfluence Frequency Percentage 

Big iextent 47 57.3 

Small iextent 21 25.6 

Not iat iall 14 17.1 

Total i 82 100.0 

Source: iField iResearch, i2023 

  
As iindicated iin iTable i4.10, i47(57.3%) iof ithe irespondents ireported ithat ipromotion iaffects itheir 

imorale ito iperform ito ia ibig iextent, i21 i(25.6%) ito ia ismall iextent iand i14 i(17.1%) ido inot iaccept iat iall. 

 

4.5.1 iPromotion iinfluences iemployee iperformance 
 
The irespondents iwere itheir iperception iof ithe iinfluence iof iexistence iof ipromotion iopportunities ion 

iemployee’s iperformance iin ithe isociety iand ithey iresponded ias iindicated iin iTable i4.11: 

 

Table i4.11. iPromotion iopportunities iinfluence iemployee iperformance iin ithe iorganization 

Level iof iagreement Frequency Percent 

Strongly iagree 22 26.8 

Agree 46 56.0 

Undecided 0 0.0 

Disagree 7 8.5 

Strongly idisagree 7 8.5 

Total 82 100 

 
Source: iField iResearch, i2023 
 
Table i4.11 iillustrates ithat, i46(56%) iof iemployees iagree ithat ipromotion iinfluences iemployee 

iperformance iin iRRA, i22(36.8%) istrongly iagree, i7(8.5%) idisagree iand i7(8.5%) istrongly idisagree 

ithat iemployee iperformance iis iinfluenced iby ipromotion. i 
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Results ifrom ithe iinterview iguide iindicated ithat ipromotion iinfluences iemployee iperformance iand 

ithis iencourages iemployees ito iincrease itheir iperformance ito ideliver imore ihigh-quality iwork. 

iEnhances iproductivity: iPromotion iincreases iperformance, iwhich iaffects ithe iproductivity iof 

iemployees iand ithe iorganization. iIncreases iloyalty: iAn iemployee iwho ireceives ia ipromotion iis 

ilikely ito istay iloyal ito ithe iorganization. 

4.6. iInfluence iof irecognition ion iemployee imorale ito iperform 
 
Respondents iwere iasked iif ithey iwere isatisfied iwith ithe icurrent irecognition isystems. iThe iresponses 

iwere ias iindicated iin ithe ibelow itable: i 

 

Table i4.12: iLevel iof iagreement iwith irecognition isystems iin ithe iorganization  
 

Level iof iagreement Frequency Percent 

Strongly iagree 38 46.3 

Agree 32 39.0 

Undecided 0 0.0 

Disagree 7 8.5 

Strongly idisagree 5 6.0 

Total 82 100 

Source: iField iresearch, i2023 
 
  
Table i4.12 iindicates ithat, i38(46.3%) iof ithe irespondents istrongly iagree ithat itheir iperformance iwas 

irecognized iby iRRA, i32 i(39.0%) iagree, i5(6.0%) istrongly idisagree iwhile i7(8.5%) idisagree. 

iAdditionally, irespondents iwere irequested ito istate ithe ifrequency iof irecognition isince iappointment. 

iThe iresponse iwas ias itabled iin iTable i4.13. 

Findings ifrom iinterview iindicated ithat irecognized iemployees iare imotivated ito iperform iat itheir 

ibest, icontributing ito ioverall iincreased iproductivity iwithin ithe iorganization iand ia iculture iof 

iappreciation ifosters ia ipositive iwork ienvironment, iattracting iand iretaining itop italent 

 

Table i4.13: iFrequency iof irecognition  
 

Times irecognized Frequency Percent 

1-2 26 31.7 

3-4 14 17.1 

>5 7 8.5 

Never 35 42.7 

Total 82 100 

Source: iField iResearch, i2023 
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Table i4.13 iindicates ithat i35(42.7%) iof iemployees ihave inever ibeen irecognized ifor igood 

iperformance, i55(29%) ihave ibeen irecognized ibetween ione ito itwo itimes, i14(17,1%) ithree ito ifour 

itimes iand i7 i(8.5%) ihave ibeen irecognized ifor igood iperformance iover ifive itimes. i 

Out iof ithe irespondents iwhose iperformance ihas ibeen irecognized, i79% ireported ithat ithey iwere 

irecognized iby ia iword iof ithank iyou iand icongratulation iin ithe ipresence iof iother iemployees iwhile 

i19% ireported ithat ithey iwere irecognized ithrough iannual iincrements. i 

 

4.6.1 iImpact iof irecognition ion iemployee iperformance iin ithe iorganization 
 
Respondents iwere iasked iif itheir iperformance iwas iinfluenced iby irecognition, ithey iresponded ias 

itabulated iin ithe itable ibelow: i 

 

Table i4.14: iRecognition iinfluences iemployee iperformance iin iRRA 

 

Level iof iagreement i Frequency Percentage 

Strongly iagree 50 61.0 

Agree 8 9.8 

Undecided 0 0.0 

Disagree 18 22.0 

Strongly idisagree 6 7.3 

Total 82 100.0 

Source: iField iResearch, i2023 

 

Table i4.14 iillustrates, i50(61.0%) iof ithe irespondents istrongly iagree iand i8(9.8%) iagreed ithat 

irecognition iinfluences ithe iperformance iof iemployees iin ithe iorganization, i18(22.0%) idisagree, iand 

i6(7.3%) iof ithe irespondents istrongly idisagreed iand i(58%) iof ithe irespondents ireported ithat 

ifinancial irecognition iwould imotivate ithem ibetter ithan iword iof imouth. 

 

One iof ithe itop istaff iduring ithe iinterview ihe iobserved: 

“Recognition iaffects iemployee imotivation ibecause iacknowledging iand icelebrating ithe 

ihard iwork, iachievements, iand isuccesses iof iemployees ilets ithem iknow ithey iare ivalued iand 

ithe iwork ithey ido ihas ian iimpact. iRecognition ibuilds itrust, iboosts iteam imorale, iincreases 

iemployee iretention iand iloyalty, iand iimproves iperformance.” 

 

These ifindings iconcur iwith iTessy i(2017) iwho istated ithat ithe isimple iact iof iacknowledging 

iachievement iis ia imajor iboost ifor iemployee imorale iand iperformance. iAnd ithat's iwhy iemployee 

irecognition iis iso icritical. i 
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When iyou ireward iemployees ifor itheir icontributions, ithey ifeel iownership iand ipride—and iare 

iwilling ito iwork ijust ias ihard ion itheir inext iproject. iEmployee irecognition iis ithe iopen 

iacknowledgment iand ipraise iof iemployee ibehavior ior iachievement. iIt’s iused iby iorganizations ito 

iexpress iappreciation, imotivate iemployees, iand ireinforce idesired ibehavior. 

 

4.7 iThe iimpact iof isupervision iof iemployee iperformance iin ithe iorganization 
 
The istudy iwent ifurther ito ifind iout ithe iperception iof iemployee ion itheir isatisfaction iwith 

isupervision iin ithe iorganization, ithe irespondents iwere iasked iis ithey ihave ia igood irelationship iwith 

itheir isupervisor. iTheir iresponse iwas ias iindicated iin ithe iTable i4.15; 

 

Table i4.15: iEmployee irelationship iwith isupervisors iin ithe iRRA 

Level iof iagreement Frequency Percent 

Strongly iagree 18 
22.0 

Agree 46 
56.1 

Undecided 0 
0.0 

Disagree 13 
15.9 

Strongly idisagree 5 6.1 

Total 
82 100 

Source: iField iresearch, i2023 

  
  
Table i4.15 iindicates ithat i46(56.1%) iof ithe irespondents iagree ithat ithey ihave ia igood irelationship 

iwith itheir isupervisors, i13(15.9%) idisagree, i5(6.1%) istrongly idisagree, iand i18(22 i%) istrongly 

iagreed. iIn idetermining isupervision irelations iin ithe iorganization, irespondents iwere iasked iif ithere 

iexisted iclear ireporting iline iand ithey iresponded ias iindicated iin iTable i4.16 

 

These ifindings iare irelevant isince iJohn i(2021) ipointed isupervision iis ia idelicate iand ioften 

imisunderstood ifunction ithat ican ihave ia ivariety iof ieffects ion iemployees’ iefficiency. iRecords iof 

iaction iplans, imonitoring, iand ifollow-up ireports ishow ithat isupervision igoes ion iin ievery iunit iin ian 

iorganization. 
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Table i4.16. iExistence iof iclear ireporting ilines 

Responses Frequency Percentage 

Yes 51 62.1 

No 31 37.9 

Total 82 100 

Source: iField iResearch, i2023 

 

Table i4.16 iillustrates ithat i51(62.1%) iof ithe irespondents iagreed ithat ithere iis iclear ireporting iline iin 

ithe iorganization iwhile i31(37.9%) idisagreed. iAll iof ithe irespondents iconfirmed ithat ithere iis ino 

idocumentation ion ithe ireporting ilines ibut ithose iwho iare iaware iof ithe ireporting ilines ireported ithat 

ithey iwere itold iof itheir isupervisors ion iappointment. iOut iof ithe i(31) irespondents iwho idisagreed ion 

iexistence iof iclear ireporting ilines, i(13) iare isupport istaff iwho ireported ithat idifferent isection iheads 

iallocate ithem idifferent iduties iwithin ithe isame itime iframe ileading ito iconfusion. iThis iaffects itheir 

iperformance ias ithey imay inot ifinish iall ithe itasks iwithin ithe iexpected itime iframe. i 

 
 
Besides, i62 i(75.6%) iof ithe irespondents iagreed ithat itheir irelationship iwith itheir isupervisors iwould 

iaffect itheir imorale ito iperform iwhile i20 i(24.4%) ireported ithat itheir irelationship iwith itheir 

isupervisor iwould inot iaffect itheir imorale ito iperform. iThe irespondents iwere ifurther iquestioned ion 

ithe iextent iof ithis iinfluence iand itheir iresponse iwas ias iindicated iin iTable i4.17; 

 

Table i4.17: iExtent iof iinfluence iof isupervision ion iemployee imorale ito iperform 

Level iof iinfluence Frequency Percentage 

Big iextent 34 41.5 

Small iextent 28 34.1 

Not iat iall 20 24.4 

Total 82 100.0 

Source: iField iResearch, i2023 

Table i4.17 iindicates ithat i34 i(41.5%) iof ithe irespondents ireported ithat isupervision iwould iinfluence 

itheir imorale ito iperm ito ia ibig iextent, i28(34.1%) iwould ibe iaffected ito ia ismall iextent iwhile i20 

i(24.4%) iwould inot ibe iaffected iat iall. 

 

4.7.1 iSupervision iand iEmployee iperformance 
 
The istudy iidentified ithe irole iof isupervision ion iemployee iperformance iby iasking ithe iemployees iif 

isupervision iinfluenced itheir iperformance. iTheir iresponse iwas ias iindicated iin iTable i4.18; 
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Table i4.18: iSupervision iinfluences iemployee iperformance 

Level iof iagreement Frequency Percent 

Strongly iagree 12 14.6 

Agree 44 53.7 

Undecided 1 1.2 

Disagree 19 23.2 

Strongly idisagree 6 7.3 

Total 82 100 

Source: iField iResearch, i2023 
 
 
Table i4.18 iindicates ithat i44(53.7%) iof ithe irespondents iagree ithat isupervision iinfluences itheir 

iperformance, i12(14.6%) istrongly iagree, i19(23.2%) idisagreed, i6(7.3%) istrongly idisagree iand 

i1(1.2%) iwere iundecided iif isupervision iinfluences itheir imorale ito iperform. 

 

During ithe iinterview iwith ithe itop imanagers ion ithe iquestion iregarding ihow isupervision iinfluences 

iemployee iperformance, imostly ia ihalf iof ithem istated: 

“Employees iby inature iwant ito iwork iwithout ibeing isupervised ijust ito ihave itheir iway iof iworking ibut 

ithe iintroduction iof isupervision ihas igreatly ihelped iorganization ito imaximize itheir iinput ito iachieve 

ithe idesired ioutput. iIt idoes inot ionly iimprove iorganizational iefficiency ibut ialso ithe isupervised 

iemployee iefficiency iwhich iwill iaid itheir itarget iachievement ibecause ithe imanager ior isupervisor iis 

isaddled iwith ithe iresponsibility iof istrategically iinfluencing ithe iworkforce itowards ithe iattainment 

iof itheir iset iindividual, ior igroup itarget ifor ithe ioverall iachievement iof iorganizational igoals. iThere 

iis ino igain isaying ithat ifor ithe isubordinate ito ibe iinfluenced ito itake ithe ipositive iline iof iaction, ithe 

iquality iof ithe isupervisor imust ibe iimproved ias ithey iplay ia ikey irole iin imentoring itheir 

isubordinate.” 

 

These ifindings iare iin iagreement iwith i iGopika i& iDubey i(2023) iwho iopined ithat ithe ioversight ior 

isupervisory ifunction ientails ileadership iin ia iprofessional imanner ior ibuilding ipeople ipersonally ito 

ifit iinto iwhat iis iexpected iand inot idominating iover iothers ibecause isupervision iis inot ia imanager 

iforcing ithe isupervisee ito ido iwork iin ia iparticular iway ibut imanagerially iand iprofessionally 

iinfluencing ithem ito isee ireasons ito ibe imore icommitted iand ithe ipositive iimpact iof iworking ibased 

ion ilaydown iprinciples/regulations/standards. iSupervisors iensure ithe isales irepresentative ibecomes 

ia iproblem-solver iwho ican iidentify iand idefine icustomer ineeds, iproblems, iand iinefficiencies iand 

ioffer isolutions ithat iwill isolve ithose iproblems iand ieliminate imarket iinefficiencies i(Czinkota iet ial., 

i2021) 
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4.8. iLevel iof iEmployee iPerformance 

The idependent iobjective iof ithe istudy iwas iemployee iperformance iof ipublic iinstitution iin iRwanda. 

iThe istudy ievaluated ithe irespondents’ ilevel iof iagreement iwith ithe ivarious istatements ion ithe 

iemployee iperformance iusing ia iscale iof i1 i– i5 iwhere i5- istrongly iagree, i4- iagree, i3- iUndecided, i2- 

idisagree iand i1- istrongly idisagree. iThe ifindings iare ias iillustrated iin iTable i4.18. 

 

Table i4.19. iLevel iof iagreement ion iemployee iperformance 

Statements 

SA A U D SD 

Freq Freq Freq Freq Freq 

(%) (%) (%) (%) (%) 

Are iservices ioffered ioperated 

iwith iefficiency 

48 31 1 2 0 

58.5 37.8 1.2 2.4 0 

Are iclients isatisfied iwith ithe 

iquality iof iservices idelivered? 

21 56 2 2 1 

25.6 68.2 2.4 2.4 1.2 

Is ithere iemployee iproductivity iin 

ithe iinstitution 

31 48 0 3 0 

37.8 58.2 0 3.6 0 

Is ithere itimeliness iin iservice 

idelivery ito ithe iclients 

62 10 10 0 0 

75.8 12.1 12.1 0 0 

Source: iField iResearch, i2023 

Key: iSA-Strongly iAgree, iA-Agree, iUD-Undecided, iD-Disagree, iSD-Strongly iDisagree, i 

 

The itable i4.19. iindicates ithe ilevel iof iagreement iof iemployee iperformance. iRegarding ithe ifirst 

istatement, ithe imajority iof irespondents i(96.3%) istrongly iagreed iand iagreed iservices ioffered iby 

iRRA iwere ioperated iwith iefficiency iand ieven iclients iare isatisfied iwith ithe iquality iof iservices 

idelivered ias ihighlighted iby i93.8%. iMoreover. ithe irespondents iwere iasked iif ithere iis iemployee 

iproductivity iin ithe iinstitution iand i96% iagreed ito ithe istatement iwhile i3.6% iwere ineutral ito ithat 

istatement. iLastly, ithe iresponds iwere iasked iif ithere iis itimeliness iin iservice idelivery ito ithe iclient’s 

iand ithe imajority iagain iof i87.9% iagreed ithat istatement ibut i12.1% iwere iundecided iwith ithat 

istatement. 

 

The ifindings irevealed ithat ithe ilevel iof iemployee iperformance iat iRRA iis ibased ion iservices ioffered 

ioperated iwith iefficiency, iclients’ isatisfaction iwith ithe iquality iof iservices idelivered, iemployee 

productivity iin ithe iinstitution iand ieven itimeliness iin iservice idelivery ito ithe iclients. 
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These iare irelevant iwith iRobin i(2018) iwho iindicated ithat iorganizational ieffectiveness icovers 

iseveral iand icomplex iperformance ioutcomes ithat iinclude; icustomer iservice, icommitment, 

isatisfaction, iand iorganizational iperformance. iIn iaddition ito iprofitability iand ithe ifinancial idetails, 

ihuman icapital ialso icontributes ito ithe iachievement iof igoals iand iobjectives ithrough iconstructive iuse 

iof iresources iwhile iadjusting ito ithe iexternal ienvironment. 

 

4.9. iPearson iCorrelation ianalysis 

To iquantify ithe istrength iof ithe irelationship ibetween ithe ivariables, ithe istudy iused iKarl iPearson’s 

icoefficient iof icorrelation. iThe iPearson iproduct-moment icorrelation icoefficient i(or iPearson 

icorrelation icoefficient ifor ishort) iis ia imeasure iof ithe istrength iof ia ilinear iassociation ibetween itwo 

ivariables iand iis idenoted iby ir. iThe iPearson icorrelation icoefficient, ir, ican itake ia irange iof ivalues 

ifrom i+1 ito i-1. iA ivalue iof i0 iindicates ithat ithere iis ino iassociation ibetween ithe itwo ivariables. iA ivalue 

igreater ithan i0 iindicates ia ipositive iassociation, ithat iis, ias ithe ivalue iof ione ivariable iincreases iso idoes 

ithe ivalue iof ithe iother ivariable. iA ivalue iless ithan i0 iindicates ia inegative iassociation, ithat iis, ias ithe 

ivalue iof ione ivariable iincreases ithe ivalue iof ithe iother ivariable idecreases. iThe iPearson’s icoefficient 

iwas iused ito iverify ithe iexistence ior inon-existence iof ilinear icorrelation ibetween iand iamong ithe 

ivariables. 

Table i4.20. iCorrelation ibetween idependent iand iindependent ivariables 

 
 Compen

sation 

Promotion Recognition Supervision i Employee i 

performance 

Compensation 

Pearson iCorrelation 1     

Sig. i(2-tailed)      

N 82     

Promotion 

Pearson iCorrelation -.193 1    

Sig. i(2-tailed) .082     

N 82 82    

Recognition 

Pearson iCorrelation -.233* .065 1   

Sig. i(2-tailed) .035 .560    

N 82 82 82   

Supervision 

Pearson iCorrelation -.341** .666** .395** 1  

Sig. i(2-tailed) .002 .000 .000   

N 82 82 82 82  

Employee 

Performance 

Pearson iCorrelation .595** -.280* -.518** -.598** 1 

Sig. i(2-tailed) .000 .011 .000 .000  

N 82 82 82 82 82 

*. iCorrelation iis isignificant iat ithe i0.05 ilevel i(2-tailed). 

**. iCorrelation iis isignificant iat ithe i0.01 ilevel i(2-tailed). 
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Pearson icorrelation ianalysis ifindings iwere ipresented iin itable i4.20. iThe icorrelation iexisting 

ibetween iemployee iperformance iand iall ithe iindependent ivariables; icompensation, ipromotion, 

irecognition, isupervision iwas istrong iand ipositive iand inegative ifor isome i(0.595, i-0.280, i-0.518, iand 

i-0.598 irespectively) isignificant iat ithe i0.05 iand i0.01 ilevel. iAll ithe ipredictor ivariable; 

icompensation, ipromotion, irecognition iand isupervision iwere isatisfactory iwith ia isignificant ilevel iof 

i0.000 ieach. 

 

4.10. iMultiple iRegression 

Multiple iregression iis ithe istatistical itechnique ithat iidentifies ithe irelationship ibetween itwo ior imore 

iquantitative ivariables: ia idependent ivariable, iwhose ivalue iis ito ibe ipredicted, iand ian iindependent ior 

iexplanatory ivariable i(or ivariables), iabout iwhich iknowledge iis iavailable. iThe irelation ibetween ithe 

ivariables ican ibe iillustrated igraphically, ior imore iusually iusing ian iequation. iThe istudy iadopted 

isimple iregression iguided iby ithe ifollowing imodel: iY i= iβ0+ iβ1X1 i+ ie iWhere: iY= iis ithe idependent 

ivariable irepresenting iaggregate inumber iof ihouse iunits ibuild iannually iβ i= ivector iof iregression 

icoefficients; Y= iDependent, iX: iIndependent 

Table i4.21. iModel iSummary 

Model R R iSquare Adjusted iR 

iSquare 

Std. iError iof 

ithe iEstimate 

1 .777a .604 .583 .95038 

a. Predictors: i(Constant), icompensation, ipromotion, iRecognition, 

isupervision 

 

The itable iabove iindicates ithe ifit iof imodel. iIt ishows ithe ifitness iof ithe iregression imodel iin 

iexplaining ithe ivariables iunder istudy. iThe ifindings ishow ithat ithe ipredictor ivariables; 

icompensation, ipromotion, iRecognition, isupervision iadequately iexplained idecision imaking. iR 

isquare iof i0.604 isupported ithe ifindings. iThis iimplies ithat ithe ipredictor ivariables ican iexplain i58.3% 

iof ithe iemployee iperformance iwhich iimplies ithat i41.7% iof iemployee iperformance ican ibe 

iexplained iby iother ifactors inot icaptured iby ithis istudy 

Table i4.21.ANOVAa 

Model Sum iof 

iSquares 

df Mean 

iSquare 

F Sig. 

1 

Regression 106.062 4 26.515 29.357 .000b 

Residual 69.548 77 .903   

Total 175.610 81    

a. iDependent iVariable: i iEmployee iperformance 

b. iPredictors: i(Constant), icompensation, ipromotion, iRecognition, isupervision 
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Table i4.21 ipresented iANOVA istatistics iwhich iindicates ithat ithe ioverall imodel iwas istatistically 

isignificant. iProbability i(p) ivalue iof i0.000 isupported ithis. iThe iresults iof iF itest ion i0.01 iimportant 

ilevel iwas iF-estimate>-table, iF-table, iF iestimate=29.357 iand iP iis i.000b
 iwhich iis i<0.05. iAs isuch, ithe 

imodel iwas imeaningful iat i1% iimportant ilevel. iThe ireported ip iwas isignificant iin ithis istudy ibecause 

iit iwas iless ithan ithe iconventional iprobability iof i0.05 isignificance ilevel. iThese iresults iindicate ithat 

icompensation, ipromotion, irecognition iand isupervision: iindependent ivariables iare igood ipredictors 

iof iemployee iperformance. 

 

Table i4.22. iCoefficientsa 

Model Unstandardized 

iCoefficients 

Standardized 

iCoefficients 

t Sig. 

B Std. iError Beta 

1 

(Constant) 4.297 .498  8.634 .000 

Compensation .976 .183 .410 5.338 .000 

Promotion .104 .111 .094 .931 .005 

Recognition -.395 .122 -.265 -3.227 .002 

Supervision -.627 .168 -.416 -3.727 .000 

a. iDependent iVariable: iemployee iperformance 

 

Table i4.22 iabove iindicates ithat iKernel iof iregression ianalysis iin iwhich iY= iα i+ iβ1X1 i+ iβ2X2 i+ iβ3X3 

i+ iβ4X4+ iµ. 

 iThe iemployee imotivation ifour ivariables ithat iare icompensation, ipromotion, irecognition iand 

isupervision iof iconstant iand iit ihas iunstandardized icoefficients iB iequal ito i4.297 iwhen iis iconstant. 

iThe iStd ierror iis i0.498. iThus, iaccording ito iKernel iformula, iemployee imotivation ifour ivariables ithat 

iare icompensation, ipromotion, irecognition iand isupervision iequal ito iY=4.297+0.976X1+104X2 i-

395X3-627X4+ε iis ieffective iand iefficiency iof iemployee iperformance iwhich iis idependent ivariable. 

The ifindings ithrough iregression iresults iindicated ithat iemployee imotivation ihave isignificant 

ipositive ieffect ion iemployee iperformance ispecifically ion icompensation, ipromotion, irecognition 

iand isupervision iof iemployee imotivation. iThese ifindings isupport iresearch iobjectives. iThese 

ifindings iare iconsistent iwith ithe ifindings iof iMatt i(2023) iwho ipointed ithat iemployee imotivation 

iimpacts iperformance iin imany ipositive iways. iMotivated iemployees iare imore iproductive, ihappier iat 

iwork, imore icommitted ito ithe ivision, ibetter icollaborators, iand imore ilikely ito istay iwith ithe 

iorganization. iEffective iperformance imanagement iis iessential ifor ihigh imotivation iand ihigh 

iperformance. i 
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CHAPTER iFIVE 

SUMMARY, iCONCLUSION iAND iRECOMMENDATION 

5.0. iIntroduction 

This isection iconsists iof ia idiscussion iof ithe iresults iof ithe istudy irelated ito ithe iresearch iobjectives, 

iconclusions iand irecommendations ion ivarious itopics. iFirst, isummary iof ithe imajor ifindings iwas 

ipresented. iThen ithe iconclusion iderived ifrom ithe ifindings iwas ioffered ifollowed iby 

irecommendations imade ibased ion ithe iconclusions. iAnd ifinally, irecommendation ifor ifurther istudies 

iwas iprovided. 

 

5.1 iSummary iof ifindings 
 
Data icollected ifrom isampled irespondents ienabled ithe istudy ito iassess ithe iimpact iof iemployee 

imotivation ion iemployee iperformance iin iRRA. i iThis istudy iwas iguided ithrough ithree iresearch 

iobjectives iand ithree iresearch iquestions; ito iestablish ithe iimpact iof icompensation ion ithe 

iperformance iof iemployees iof iRwanda iRevenue iAuthority, ito idetermine ithe iimpact iof ipromotion 

iopportunities ion ithe iperformance iof iemployees iof iRwanda iRevenue iAuthority, ito iassess ithe 

iimpact iof irecognition ion iemployee iperformance iat iRwanda iRevenue iAuthority iand ito iexamine ithe 

iimpact iof isupervision ion iperformance iamong ithe iemployees iof iRwanda iRevenue iAuthority. 

 

The istudy iadopted idescriptive iresearch idesign. iThe istudy itargeted i124 iRRA istaff ilocated iat iRRA 

iheadquarters iand isampled i94 irespondents itaken ias isample isize. iThis istudy iused isimple irandom 

isampling itechnique ibecause iit iwas ieasy ito iselect ifrom ilarge inumber iof irespondents. i iData iwere 

icollected iby iusing iof iquestionnaires iand iinterview. iThe istudy iused iStatistical iPackage ifor iSocial 

iSciences i(SPSS) ito ianalyze idata iand ithe ifindings iof ithe istudy iwas ipresented ithrough ithe iuse iof 

idescriptive istatistics ito ienable ithe ibeneficiaries ieasily iinterpret ithe ifindings. iResults iindicated ithat 

icompensation, ipromotion iopportunities, irecognition iand isupervision iwere iimportant iin 

idetermining iemployee iperformance iin iRRA. iFinally, ithe istudy iused icorrelation iand imultiple 

iregression ifor ianalysis. 

 

5.1.1. iFindings ion ihow icompensation iinfluence ithe iperformance iof iemployees iof iRRA 

The istudy ifound iout ithat iall ithe iemployees iwere inot isatisfied iwith itheir icurrent icompensation 

ipackage iwhich iwas ibased ion ithe iorganizations iability. iIn iaddition, imajority iof iemployees ireported 

ithat ithe icompensation ipackage ioffered iaffected itheir imorale ito iperform. iMoreover, imost 

iemployees ireported ithat ithe icompensation ipackage iaffected itheir imorale ito iperform ito ia ibig 

iextent; ionly i(12.2%) ireported ithat ithe icompensation ipackage idid inot iaffect itheir imorale ito 

iperform. i 
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The istudy iwent ifurther ito iexamine ithe iinfluence iof icompensation ion iemployees’ iactual 

iperformance iand iit iwas iclear ithat imost iemployees i(87%) iperformance iwas iaffected iby 

icompensation. 

  
5.1.1. iFindings ion ihow ipromotion iopportunities iinfluences ithe iperformance iof iemployees iof 

iRRA 

Majority iof ithe iemployee i(56%) ireported ithat ithere iwas ino iclear ipolicy ion ipromotion iand i(17%) 

isaid ithat ithey idid inot ibelieve ithat ithey ihave ichances iof ibeing ipromoted. iOnly i(24%) iof ithe 

iemployees iwere isatisfied iwith ithe icurrent ipromotion imechanisms iin iplace iat ithe iorganization. iThis 

iis ia iclear iindication ithat iRRA iemployees iare inot ibeing ipromoted ias ioften iand ias ithey iexpect 

idespite iacademic iqualifications iand igood iperformance. iThe isituation ihas iinfluenced iemployee 

imorale ito iperform ias ireported iby ia imajority iof istaff iwho iagreed ithat itheir imorale ito iperform iis 

iinfluenced iby itheir isatisfaction iwith ipromotion. iThe istudy iwent ifurther ito iexamine ithe iinfluence iof 

ipromotion ion iemployee iactual iperformance, i(68%) iof ithe irespondents ireported ithat ipromotion 

iinfluences itheir iperformance. iMoreover, imore ithan ihalf iof ithe irespondents ireported ithat 

ipromotion iinfluences itheir iperformance ito ia ibig iextent iand ionly i(17.1%) ireported ithat ipromotion 

ihas ino iinfluence ion itheir iperformance. iThe ifindings iindicate ithat ipromotion iinfluences iemployee 

iperformance. iRRA ishould idevelop iand iimplement ia iclear iand ifair ipromotion ipolicy iin iorder ito 

iimprove iemployee imorale ito iperform iand itheir ioverall ioutput. iThis iis isimilar ito ithe ifindings iof 

iFlorence i& iGeorge i(2013) iin itheir ianalysis iof iperformance imanagement ion iemployees istudy iat 

iKENGEN iwhich ifound iout ithat ithere iis ia istrong irelationship ibetween iremuneration iand 

iperformance; iremuneration imotivates iemployees. iPay inot ionly iimpacts iperformance ibut ialso 

iattracts iand iretains iskills iin ithe iindustry iand iskilled iemployees iperform ibetter ithan ifresh irecruits. 

 

5.1.3. iFindings ion ihow irecognition iinfluences ithe iperformance iof iemployees iof iRRA  
From ithe ifindings, ithe istudy irevealed ithat i38(46.3%) iof ithe irespondents istrongly iagree ithat itheir 

iperformance iwas irecognized iby iRRA, i32 i(39.0%) iagree, i5(6.0%) istrongly idisagree iwhile i7(8.5%) 

idisagree. iAdditionally, irespondents iwere irequested ito istate ithe ifrequency iof irecognition isince 

iappointment, i35(42.7%) iof iemployees ihave inever ibeen irecognized ifor igood iperformance, 

i55(29%) ihave ibeen irecognized ibetween ione ito itwo itimes, i14(17,1%) ithree ito ifour itimes iand i7 

i(8.5%) ihave ibeen irecognized ifor igood iperformance iover ifive itimes. iOut iof ithe irespondents iwhose 

iperformance ihas ibeen irecognized, i79 i% ireported ithat ithey iwere irecognized iby ia iword iof ithank iyou 

iand icongratulation iin ithe ipresence iof iother iemployees iwhile i19% ireported ithat ithey iwere 

irecognized ithrough iannual iincrements. iBesides, irespondents iwere iasked iif itheir iperformance iwas 

iinfluenced iby irecognition. i 
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From ithe ifindings, ithe iresults iindicated ithat i50(61.0%) iof ithe irespondents istrongly iagree iand 

i8(9.8%) iagreed ithat irecognition iinfluences ithe iperformance iof iemployees iin ithe iorganization, 

i18(22.0%) idisagree, iand i6(7.3%) iof ithe irespondents istrongly idisagreed iand i(58%) iof ithe 

irespondents ireported ithat ifinancial irecognition iwould imotivate ithem ibetter ithan iword iof imouth. 

 

5.1.4. iFindings ion ihow isupervision iinfluences ithe iperformance iof iemployees iof iRRA 

The ifourth iobjective iwas ito iexamine ithe iimpact iof isupervision ion iperformance iamong ithe 

iemployees iof iRRA. iThe ifindings iof ithis istudy iindicate ithat imajority iof ithe irespondents i(56.1%) 

iwere isatisfied iwith isupervision iin iRRA iwith i(62.1%) ireporting ithat ithey ihave ia igood irelationship 

iwith itheir isupervisors. iAdditionally, imore ithan ihalf iof ithe irespondents ireported ithat ithere iare iclear 

ireporting ilines iat ithe iorganization iand ithat iemployees iare iaware iof itheir iimmediate isupervisor. 

iFuthermore, i62 i(75.6%) iof ithe irespondents iagreed ithat itheir irelationship iwith itheir isupervisors 

iwould iaffect itheir imorale ito iperform iwhile i20 i(24.4%) ireported ithat itheir irelationship iwith itheir 

isupervisor iwould inot iaffect itheir imorale ito iperform. i 

 

5.2. iConclusion 

From ithe istudy iconclusions ibased ion ifindings iwere idrawn. iThe ifindings iproved ithat iall iof ithe ifour 

iindependent ivariables iassed iin ithe istudy ihave ishown isignificant ilevel iof iassociation iwith 

iemployee iperformance iin iRRA. 

 

5.2.1. iConclusion i1 

From ithe istudy ifindings, istudy iconcluded ithat icompensation iinfluences iemployee iperformance iat 

iRRA. iThe ifindings iindicated ithat ithey iwere inot isatisfied iwith itheir icurrent icompensation ipackage, 

ias ithe isalaries iwere inot iadequate ito imeet itheir ibasic ineeds. iIn iaddition, imajority iof iemployees 

ireported ithat ithe iorganization ihad iclear ipolicy iguidelines ithat igoverned itheir icompensation ifrom 

ientry ipoint. iMajority iof ithe iemployee isaid ithat itheir isalaries iwere ibased ion ithe iorganizations 

iability iand inot itheir iindividual iperformance. iThey ialso iconfirmed ithat iin iaddition ito ithe isalaries, 

ithey ireceive isalary iincrement ifrom itime ito itime; ithe iincrements iare iawarded ito iall iemployees. 

iEmployees isuggested ithat ithe iincrement ishould ibe iannual ito icater ifor iinflation iwhich iincreases ithe 

icost iof iliving. iThe iemployees iconfirmed ithat ithey ireceive ian iallowance ifor iworking iover ipublic 

iholidays; ihowever, ithe iallowance iis inot isufficient. 

 

5.2.2. iConclusion i2 

From ithe ifindings, ithe istudy iconcluded ithat ipromotions iinfluence iemployee iat iRRA ias ipromotions 

iseem ito ihave ibeen isilent iat iRRA. iThey inever ihad ia ichance iof ibeing ipromoted idespite igood 

iperformance iand ilong iservice. iThe iRRA idid inot ihave ia ipromotion ipolicy. i 
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Getting ihigher iposition iis inot ionly iconsidered ias ione ikind iof ibenefits, ibut ialso irequires ithe 

iemployee imore iresponsibility ito ihis/her iorganization. iIf ithe iemployee iis iworking ihard, iaddressing 

iall itasks iexpected iand iperforming ibeyond iexpectations, ithey iare ideserved ito iget ipromotion, iand 

itherefore ithe iemployer imay igive ithe iemployee ia ipromotion ias ia isign iof iexcellence. iThese ifindings 

iconcur iwith in iJos, iPlateau, iNigeria, iMagaji, iAkpa, iand iOzioma i(2018) iwho iintended ito iinvestigate 

ithe iimpact iof iemployee irecognition iand iadvancement ion iwork isatisfaction. iA isurvey iresearch 

iapproach iwas iused ifor ithe istudy, iwhich irecruited i541 iworkers ifrom ifive i(5) idifferent ioutsourced 

iservice iproviders iin iJos, iPlateau. iThe istudy icame ito ithe iconclusion ithat ielements ilike ipromotion 

iand irecognition ihave ia ifavorable iimpact ion ithe ihappiness ithat iemployees iof ioutsourced iservice 

iproviders iexperience. i 

 

5.2.3. iConclusion i3 

From ithe ifindings, ithe istudy iconcluded ithat irecognition iinfluences iemployee iperformance iat iRRA 

iwhen iemployees iare irewarded, ithey iget iwork idone. iEmployers iget imore iof ithe ibehavior ithey 

irecognize, inot iwhat ithey iassume ithey iwill iautomatically iget ifrom iemployees. iMost iemployees 

ihave ibeen irecognized isince iemployment iand ithey iconfirmed ithat ithe ibasis iof irecognition iis igood 

iperformance. iBesides, igood iperformance iis iappreciated ipublically iand iin ithe ipresence iof 

icolleagues. iHowever, iemployees isuggested ithat ipublic irecognition ishould ibe ifollowed iby ia 

ifinancial iincentive. iThe istudy iwent ifurther ito ifind iout ithe iinfluence iof irecognition ion iemployee 

iperformance. iThese ifindings iare irelevant isince iChristiane, iRobert iand iSusanne i(2013) 

iinvestigated ithe icausal ieffect iof ipublic irecognition ion iemployee iperformance. iThey ihired imore 

ithan i300 iemployees ito iwork ion ia ithree-hour idata-entry itask. iIn ia irandom isample iof iwork igroups, 

iworkers iunexpectedly ireceived irecognition iafter itwo ihours iof iwork. iThey ifound ithat irecognition 

iincreases isubsequent iperformance isubstantially, iand iparticularly iso iwhen irecognition iis 

iexclusively iprovided ito ithe ibest iperformers. iRemarkably, iworkers iwho idid inot ireceive irecognition 

iare imainly iresponsible ifor ithis iperformance iincrease. 

 

5.2.4. iConclusion i4 

From ithe ifindings, ithe istudy iconcluded ithat isupervision iinfluence iemployee iperformance ias ithere 

iis ia igood irelationship iwith itheir isupervisors iat iRRA. iEmployees iwere isatisfied iwith isupervision iin 

ithe iorganization. iThe istudy ifound ithat ithere iare iclear ireporting ilines iin ithe iorganization ias iwas 

isupported iby imore ithan ihalf iof ithe irespondents. iIt iis ihighly ipossible ithat inot iall iemployees iare 

iaware iof ithe ireporting ilines isupporting itheir idisagreement iwith ithe istatement. iOrganizational 

istructures iand icommunication ilines ishould ibe iin ithe iknowledge iof iall iemployees iand ithis ishould 

iform ipart iof itheir iorientation ion ifirst iappointment. i 
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These isupport iOmisore i(2014) iwho istated ithat iin icertain isituations, isupervision iand iharmonious 

irelationships ibetween isupervisors iand isubordinates iconsistently iincrease iemployee iproductivity; 

iand ithus, ipositively iinfluences ian iorganization. iIn icontrast, iinadequate isupervision iwill iadversely 

iaffect ian iorganization iand iemployees. iAn ieffective isupervisory irelationship irequires ia icapable 

isupervisor ithat inot ionly idemonstrates itechnical iexpertise ibut ialso ihas ithe iability iand iresponsibility 

ito imentor isubordinates. i 

 

5.3. iRecommendations 

To ienhance iemployee iperformance iin iRRA, ithe istudy irecommends ito: 

 Develop iand iimplement ia ipayment ipolicy ito iattract isufficient iand isuitable iemployees, 

iretain iemployees iand ireward iemployee’s ieffort, iloyalty, iexperience iand iachievements. iSet 

isalaries ishould ifulfil ilegal iobligations, ibe icompetitive, ibe iequitable, ibe imotivational iand ibe 

isufficient ito icover ithe icost iof iliving. iIn iaddition, ithe isalaries ishould ibe ireviewed ifrom itime 

ito itime iand ia inumber iof ifactors ishould ibe iconsidered; iemployee iperformance, ilevel iof 

ieducation iand iservice irendered ito ithe iorganization. i 

 Develop iand iimplement ia iclear ipromotion iand icareer iadvancement ipolicy ito iallow 

iemployees iclimb iup ithe iladder iand imake iuse iof itheir iadded iskills. iThe ipolicy ihas ito itake 

iinto iaccount iemployees iqualifications, iperformance iand iperiod iof iservice. i 

 Enhance iemployee irecognition iwith ia ifinancial ireward. iEven ithough imajority iof 

iemployees ifrom ithe istudy iare irecognized, imany iof ithem iare inot ias isatisfied iwith ithe iform 

iof irecognition iadding ithat ia ifinancial iincentive iwould iincrease ithe ilevel iof iappreciation. iA 

iperformance iappraisal isystem ithat iincorporates ivarious itypes iof irewards ifor idifferent ilevel 

iof iperformance ishould ibe iimplemented ito ienhance iperformance irecognition. 

 Develop iand iimplement ian iorganizational istructure ito icommunicate ito iemployees ion 

idifferent ilevels iof iauthority. iThe istructure ishould itake iinto iconsideration ithe ispan iof 

icontrol ito iavoid iunderutilization ior ioverstretching iof ipersonnel. i 

 Ensure iemployee imotivation iis inatured iin ithe iorganization iby icreating ia iconducive 

ienvironment, ienhancing iteamwork, iremunerating iemployees iequitably, irecognizing 

iemployees’ iqualifications iand iperformance ithrough icareer iadvancement iand iworking 

itowards ian iagreed igoal. 

5.4. iSuggestions ifor ifurther iresearch 

The istudy iconcentrated ion ithe ieffect iof imotivation ion iemployees’ iperformance iwhere ithe ifindings 

irevealed ithat ithere iis ipositive irelationship ibetween imotivation iand iemployees’ iperformance ias 

iwell ias iexistence iof iinadequate imotivation ipractice iin ipublic isector iespecially iat iRRA. i 
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Basing ion ithe ifindings ithere iis ia ineed ito iconduct iintensive istudy ion ithe icause iof ipoor imotivation 

ipractice iin ipublic isector iby iinvolving inumerous ipublic iinstitutions ithat iwill ihelp ito iimprove 

iperformance iof ipublic iservants. 
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APPENDIX iI 

QUESTIONNAIRE iFOR iEMPLOYEES 

 

My iname iis iRachel iCYUZUZO ia istudent iat ithe iUniversity iof iKigali, icarrying iout iresearch ion ithe 

iimpact iof imotivation ion ithe iperformance iof iemployees iin ipublic iInstitutions. iA icase iof iRwanda 

iRevenue iAuthority. iI ikindly irequest iyou ito iprovide ime iwith iinformation, iwhich iwill ibe itreated 

iconfidentially iand iused ifor iacademic ipurposes ionly. 

 
 
SECTION iA: iBACKGROUND iINFORMATION i(Tick ithe iright ioption ior ifill iin ithe iblank) 

 

1. iWhat iis iyour igender? i 

a) Male i i i i i i i i i i i i i i[ i i] i 

b) Female i i i i i i i i i i[ i i] 

 

2. iWhat iis iyour iage? 

a) 20-30 i i i i i i i i i i i[ i i] 

b) 31-41 i i i i i i i i i i i[ i i] i 

c) 42-52 i i i i i i i i i i i[ i i] 

d) Above i53 i i i i i[ i i] 

 

 i3. iWhat iis iyour ihighest ilevel iof ieducation? 

a) Diploma i i i i i i i i i[ i i] i 

b) Bachelor’s i i i i i i[ i i] 

c) Master i i i i i i i i i i i i[ i i] i 

d) PhD i i i i i i i i i i i i i i i i[ i i] i 

 

4. iWhat iis iyour imarital istatus? 

a) Single i i i i i i i i i i i[ i i] 

b) Divorced i i i i i i[ i i] 

c) Separated i i i i i[ i i] 

d) Diploma i i i i i i i[ i i] 

 

4. iHow imany iyears ihave iyou ibeen iin ithis isector? 

a) Less ithan i5 iyears i i i[ i i] 

b) 5-10 iyears i i i i i i i i i i i i i i[ i i] 

c) Above i10 iyears i i i i i i[ i i] 
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SECTION iB: iEMPLOYEE iMOTIVATION iAND iEMPLOYEE iPERFORMANCE 

5). iDo iyou ithink ithese imotivators iare isufficient ito iensure igood iperformance iof iemployees? 
 

a) Yes ( ) 

b) Sometimes ( ) 

c) No ( ) 

d) Not isure ( ) 
 
Support iyour ianswer 
 
……………………………………………………………………………………………………… 
 
……………………………………………………………………………………………………… 
 
……………………………………………………………………………………………………… 
 
……………………………………………………………………………………………………… 
 
6) iAccording ito iyou ihow ibest ishould iemployees ibe imotivated ito iimprove iin iperformance? 
 

a) compensation ( ) 

b) Promotions ( ) 

c) Quality iSupervision ( ) 

d) Recognition iof igood iperformance ( ) 
 
e) Others i(specify)…………………………………………………………………………. 
 
Explain ianswer……………………………………………………………………………………... 
 
……………………………………………………………………………………………………… 
 
……………………………………………………………………………………………………… 
 
A) COMPENSATION 
 
7) iIs iyour isalary iadequate ito icater ifor iyour ibasic ineeds? i i i i i i i iYes i( i i i i) i/ iNo i( i i i) 
 
 

8)According ito iyou, iwhat iform iof icompensation iwould iinfluence iemployee iperformance imost? 
 

a) Salary ( ) 

b) Bonuses ( ) 

c) Overtime ( ) 
 
Explain ianswer…………………………………………………………………………………… 
 
……………………………………………………………………………………………………… 
 
……………………………………………………………………………………………………… 
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9) iDoes iyour icompensation ipackage iaffect iyour imorale ito iperform? 
 

Yes ( ) No ( ) 
 
If iyes, iis ithe ieffect ipositive iof inegative?............................................................................................ 
 
Explain iyour ianswer……………………………………………………………………………….. 
 
……………………………………………………………………………………………………… 
 
 

10) iYour icompensation ipackage iis ibased ion, 
 

a) Individual iPerformance ( ) 

b) Organization iperformance ( ) 

c) Service iperiod ( ) 
 
 
B) iPROMOTION 
 
11) iSince iyou ijoined ithe iorganization, ihow imany itimes ihave iyou ibeen ipromoted? 
 
a) i1-2 ( ) 

b) i3-4 ( ) 

c) i5 iand iabove ( ) 

d) iNever. ( ) 
 
 

12) iWhat iwas ithe ibasis iof iyour ilatest ipromotion? 
 
a) iGood iPerformance. ( ) 

b) iPeriod iof iservice. ( ) 

c) iSeniority iin irank. ( ) 
 
d) Any iother i……………………………………………………………………………………… 
 
…………………………………………………………………………………………………….. 
 
 

13) Does ipromotion iimprove iyour imorale ito iperform?    

 Yes ( ) No ( ) 

 

14) iIs ithere ia iclear ipolicy ion ipromotions iin ithe iorganization?   

 Yes ( ) No ( ) 

 

15) Does ithe iorganizations istructure iprovide iroom ifor icareer iadvancement   
 
…………………………………….……………………………………………………………… 
 
……………………………………………………………………………………………………… 
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C) iRECOGNITION 
 

16) Does ithe iorganization irecognize iyour iperformance? 
 i 
Yes i( i i i) i/ iNo( i i i  i i i)  

 
 
 
 
17) iSince iemployment, ihow imany itimes ihave iyou ibeen irecognized? 
 
a) 1-2 
 
b) 3-4 
 
c) 5 iand iabove 
 
d) Never. 

 

 
 
18)What iare ithe iforms iof irecognition iavailable iin ithe iorganization? 
 
...…………………………………………………………………………………………………. 
 
…………………………………………………………………………………………………….. 
 
……………………………………………………………………………………………………… 
 
 

19) Other ithan iperformance, iis ithere iany iother ibasis ifor irecognition?   

 Yes ( ) No ( ) 
 
 
20) iIs irecognition iuniform ito iall iemployees?    

 Yes ( ) No ( ) 
 
 
21) Does irecognition iaffect iyour iperformance?    

 Yes ( ) No ( ) 
 
 
 
22) iFor ieach iof ithe ifollowing istatements iabout imotivation iof iemployees, iplease iindicate i(by 

iticking) ithe iextent ito iwhich iyou iagree iwith ithem, iusing ithe ifollowing iscale: i(Strongly iAgree, 

iAgree, iUndecided, iDisagree iand iStrongly idisagree). 

 Strongly Agree Undecided Disagree Strongly 

 Agree    Disagree 

      

I iam ipaid ia isalary ithat iis ienough ito      

cater ifor imy ibasic ineeds.      

      

My iemployment iterms igive ime ia      

chance i i ito i i iadvance i i ito i i ihigher      

positions.      
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I ihave ia igood iworking irelationship      

with imy isupervisor.      

      

My iperformance iis irecognized iby      

the iRwanda iRevenue iAuthority.      

      
 
23) iFor ieach iof ithe ifollowing istatements iabout ithe iinfluence iof imotivation ion ithe iperformance iof 

iemployees, iplease iindicate i(by iticking) ithe iextent ito iwhich iyou iagree ithem, iusing ithe ifollowing 

iscale: i(To ia ibig iextent, ito ia ismall iextent, inot iat iall). 

 To i ia i ibig To a Not iat iall 

 extent small   

  extent   

     

To i iwhat i iextent i idoes i isalary     

influence iyour imorale ito iwork..     

     

To iwhat iextent idoes ipromotion     

influence iyour imorale ito iwork?     

     

To iwhat iextent idoes isupervision     

influence iyour imorale ito iwork?     

     

To iwhat iextent idoes irecognition     

influence iyour imorale ito iwork?     

     
 
 
D) iSUPERVISION. 
 
19) iHow iis iyour irelationship iwith iyour isupervisor?   

a) Very iGood ( ) 

b) Good ( ) 

c) Average ( ) 

d) Poor ( ) 
 
20) Does ithe irelationship iwith iyour isupervisor iaffect iyour iperformance?   

 Yes ( ) No ( ) 

21) iIs ithere ia iclear ireporting iline iin ithe iorganization?    

 Yes ( ) No ( ) 

22) Do iyou idiscuss iyour iperformance iwith iyour isupervisor?    

 Yes ( ) No ( ) 
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23) Does iyour isupervisor irepresent iyour iconcerns ito itop imanagement?   

 Yes ( ) No ( ) 
 

SECTION iC: iEMPLOYEE iPERFORMANCE i(Tick ithe iright ioption ior ifill iin ithe iblank ispaces) 
 
24). iHow ido iyou irate ithe iperformance iof iemployees iin iRwanda iRevenue iAuthority? 
 

a) Excellent ( ) 

b) Good ( ) 

c) Average ( ) 

d) Below iaverage ( ) 

 

25). iFor ieach iof ithe ifollowing istatements iabout iperformance iof iemployees, iplease iindicate i(by 

iticking) ithe iextent ito iwhich iyou iagree iwith ithem, iusing ithe ifollowing iscale: i(Strongly iAgree, 

iAgree, iUndecided, istrongly iagree iand iDisagree 
  
 

Statement 1 2 3 4 5 
 

Are iservices ioffered 
 

operated iwith 
 

efficiency 
 

Are iclients isatisfied 
 

with ithe iquality iof 
 

services idelivered 
 

Is ithere iemployee 
 

productivity iin ithe 
 

hospital 
 

Is ithere itimeliness iin 
 

service idelivery ito ithe 
 

clients 
 

 

 

End 

Thank iyou ifor ikind icooperation 
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APPENDIX iII 

 

INTERVIEW iFOR iTOP iMANAGEMENT 

 

1) How ido iyou iassess iyour iown imotivation ias ia ifactor ifor ihigh iperformance? 

2) How iis ithe iincentive isystem ifor ithe imanagers’ istructure iat iyour iorganization? 

3) Do imotivation iprograms iused iin iyour iorganization iimprove ithe iperformance iof 

iemployees? 

4) Does imotivation isatisfy ithe ineeds iof ithe iemployee ivery iwell? 

5) Do iyou ithink iemployees' imotivation iis iimportant ito ithe iorganization? i 

6)  iDoes ithe iorganisation iprovide ifair ipromotion iopportunities ifor ithe iemployee? 

7) To iwhat iextent idoes icompensation iaffect ithe iperformance iof iemployees iof iRwanda 

iRevenue iAuthority? 

8) What iis ithe iimpact iof ipromotion iopportunities ion ithe iperformance iof iemployees iof 

iRwanda iRevenue iAuthority? 

9) To iwhat iextent idoes irecognition ion iemployee iperformance iat iRwanda iRevenue iAuthority? 

10) How idoes ithe isupervision ion iperformance iamong ithe iemployees iof iRwanda iRevenue 

iAuthority? 

11) What iare ithe ichallenges ithat iorganizations iface iduring imotivation iof iemployees? 

12) What ido iyou ithink ican ibe idone ito iimprove iemployee iperformance iin iRwanda iRevenue 

iAuthority? 

13) What ido iyou ithink ican ibe idone ito iimprove iemployee imotivation iin iRwanda iRevenue 

iAuthority? 
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APPENDIX iIII 

DATA iCOLLECTION iLETTER 
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APPENDIX iIV 

REQUEST iLETTER iTO iDATA iCOLLECTION 
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APPENDIX iV 

APPROVAL iLETTER iFOR iDATA iCOLLECTION 
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