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Abstract 

Hum an r eSO llrce has been in creasingly considered a s the key 01' decisive factor in 
ol'ganiza tiona i deve lopment. T;'o1' a multitude of reasons, howeve r , hum a n resource has 
become a serioll s challe nge in cult ivati ng a strong and vibrant pri vate sector , the em ergence 
a nd development of which is only a recen t phenomenon in Ethiopia. The p riva te ba nks, in 
t he presen t state of' s t iff com petit ion and intensifi ed globalization , above a ll , necessitate 
hi ghly com pete n t and motivated employees, which is a principal dete rminant for the growth 
a nd development of t he sector. 

Cogni za nt of t he above ('acts as well as existing gaps in the at'ca , which justified t he research 
agenda, t his s tudy a imed at a ssessin g the effects of motivational schemes on employees' level 
of satisfaction t hat determines effectiveness in Awas h International Bank. 

The s tudy relied on a combina tion of quali ta ti ve and quantita tive data from both prim a ry 
and secondary SOllrces. A total of 125 employees were communicated with an op inion s urvey 
and 50 key offi cia ls wOl'k in g in t he 24 branches of the bank were interviewed. Supplementary 
data wa s also obtained from the review of per tinent secondary data like the Ba nk's Incentive 
Policy a nd other Jjtel'atul'e re levant to t he topic unde l' investiga tion . 

S tudy res ults showed that the Bank has bee n with due recognition of t he fa ct that low level 
of job satisfaction and high-staff turnover, mainly resulting [rom low level o[ motivation ha s 
remained to be a seri ous cha ll enge for the growth/deve lopment of the Bank. In effect, the 
Bank revised t he Incentive Policy four yea rs ago and has been applyi ng this to date. 
Nonetheless, the policy has not yet bee n I'evised to adapt to the ever changing ex ternal 
environment. Level of motivation is positively and strongly correl ate d with the leve l of job 
sati sfaction , which ultimately affects their level of effecti ve ness in the Ba nk . Furthermore, 
the find ings indicated the re lative importa nce of a n incentive scheme depend s on such 
characte ris tics of worke l' as educational status, work experience , sex, and mari tal s tatus, 
Also, price escalation (inflation) was found to be a n im portant factor external to t he control of 
t he Ba nk. In addition to t he above , most of the employees, as opposed to the management, 
were of t he op inion that the Ba nk's ince ntive policy and workin g envil'onmen t is unfavorable. 
On top of t his, lack of consiste n t and fa ir app lication of the existing incentive policy was also 
fuelin g the dissa ti sfa ction of the employees. Finally, the fin din gs uncove red tha t those 
cmployees with hi gh level of' education and/or assuming key pos itions in t he Bank were 
aIllon g the least mot.ivated by extr insic fa ctors s uch as bonus a nd sa lal'Y increment. Rather, 
t. hey werc h ighl y mot.ivated by intrinsic facto rs s llch as thei r working re lati onship and less 
s upervision a nd cont"J'ol by t he man age ment. Th e opposite hold s true for t hose employees 
ass uming lower s tat.us, who are mostly motivated by the extrinsic t ha n the in trinsic factors. 

The study, based on the findin gs, for warded pe r tinent recomm enda tions for improved level of 
Illotivation and job satisfaction t hereby for effective pe rform ance and I'educed staff turnover 
in Awash Jn tel'nationa l Bank. These include , inter a li a , revising t he incentive policy based on 
ngol'ous environm ental sca nning a nd employees' participation , enhanced level of 
transparency in ad mini s t.ration of incentive sc hem es as we ll a s devisin g monitor ing a nd 
review mechan ism. 
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CHAPTER ONE 

THE PROB LEM AND ITS APPROACH 

1, 1 EMERGENCE AND DEVELOPMENT OF THE BANKING INDUSTRY 

The economic history of man has led from self , sufficiency to division of labor, 

fr'om provision of bar-e necessities to satisfaction of sophisticated needs, The 

pr' imitive caveman attended t6 his/her own needs only, but civilization soon 

progr'essed to a stage in which each man specialized in what he/she could do best 

and excha nged his/her' surplus output for that of his/her neighbor', This was the 

beginning of trade and this in tum gave birth to the banking industry , 

Due to tile low level of economic development, situations did not give rise to the 

emergence of own bailking , Thus the Pract ice of banking in Ethiop ia has foreign 

origin , Banking in Ethiopia started under a 50 yea r's fr'anchise agreement with the 

Br' iti sh bank owned by the National Bank of Egypt in 1905 G,c, This Bank WdS 

known as 'Bank of Abyssinia' (Belay, 2000), 

After the liquidation of Bank of Abyssinia in 1931 G,c , the Bank of Ethiopia was 

established , This Bank operated till the Itali ;o n colonial occupation in 1936 G,c. 

DllI'ing tile yeor's of the colonial occupat ion, a number of Italian banks were 

opened of which 'Banco di roma' and 'Banco di Napoli continued even after 

liberat ion until they wer'e nationalized in '1976 G,c. (Belay, 2000) , 

/ 
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In 1943 G.c, State Bank of Ethiopia was established and continued till 1963 G.c. 

This led to the establishment of National and Commercial Banks of Ethiopia in the 

year 1964 G.c. 

During the Derge regime (1974 -199 '1), all private banks were nationalized and only 

four govemment banks were giving banking serv ice to the public. These were 

Commercial Bank, Construction and Business, National Bank, and Development 

Bank. 

After the down fall of the Der-ge regime various private cOlllmer-cial banks have 

been es tahlished in accordance with the 'Licensing and supervision of banking 

business proclamation No 84/94' of Ethiopia to undertake commercial banking 

act ivities. (Belay, 2000). 

The economic reform introduced in 1993 G.c in the country led to the flourishing 

of new private ban ks, which render local and foreign banking services to the 

nation . In gener-al, both privale and govemment banks in Ethiopia give different 

services, such as accepting all types of deposits (saving, lime and demand) and 

pay monthly inter-ests on interest bearing accounts, providing loans and advanced 

and r-elated lines of credits, render-ing domestic money transfer services, providing 

foreign (International) banking services, handling foreign curr-ency tr-ansactions, 

encour-aging saving and promoting investments, providing expert advice on banking 

and finance, r-encier-ing international money transfer, etc.. . 

By Samuel Rezene. 2007 



1.7_ ORGANIZATIONAL I3ACKGROUND: AWASH INTERNATIONAL BANK S.c. 

After the down fall of the Derge regime various private commercial banks have 

been established in accordance with the 'Licensing and supervision of banking 

business pmclamation No 84/94 ' of Ethiopia to undertake commercial banking 

activities . (Belay, 2000). 

Awash Inter-national Bank S.c obtained its license fmm the National Bank of 

Ethiopia in November, 1994 as Share Company with an authorized and subscribed 

capital of bin' 50 III ill ion and started normal business activities on the first of 

January 1995. Presently, its capital and r-eserve has recorded over' 140 million 

Birr. It operates thmugh its Head Office in Addis Ababa and thirty-four' area banks 

established within Addis Ababa and up country and the total staff reaches about 

2000 at the end of December, 2006(AIB Strategic Plan :2006). 

It is named aft( - river Awash, the biggest river in the country, to symbolize its 

asp iration irl the top of the Banking business. Th e vision of Awash Intemational 

Bank S.c is 'in as much as excels all other banks in Ethiopia, the bank will cuillinue 

to pmve unparalieled in banking services' (AlB Strategic Plan: 2006). 

The mission, of Awash Intemational Bank S.c. is 'to Provide efficient and customer 

focused domestic and international banking services, overcoming the continuous 

challenges for- excellence through the application of appropriate technology.' (AlB 

Slrategic Plan : 2006) . 
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Jhe I'll /lies of A 11'11.1'11 IlIlel'lllllilJf;lIi Bll ll k S.C 

• Integrity an d accountability; 

• Confident iality; 

• Sustainable gmwth and stability; 

• Customer satisfaction ; 

• Satisfied employees; 

• Developed banking habit in the community; 

• Attended customer's constructive outlook; 

• Assist continuous growth of customers, and 

• Open for community access . 

The orqanization of Awash International Bank S.c 

The organizat ional structure of the bank includes the following major' bodies. 
These are: 

• The general assembly of sh areholde rs: This is the highest body which is 

composed of shareholders (owners) of the bank. The shareholders ' 

gener'al meeting is the supreme managing body of the bank. The general 

assembly meet annually unless urgent issues requir'es the assembly 

decision 

• The board of directors: The shareholders general meeting elect s the 

board of directors. Boar'd of directors manages the bank and deals 

mostly with strategic matters : The board of directors consists of eleven 

member's and their term is three years . The presiden t and the vice , 

presidents elected by the board of directors govern the operation of the 

bank or the day to day activity of the bank. 

o The president 

• Vice presiden t s 

• Oper'ational and support departments and 

• The area banks and external audit. 

1.3 STATEMENT OF THE PROBl.EM 

As human resource is the most vital resource in any organization than other' 

resour'ces, its management needs attention by the top managem en t. Many bel ieve 

that the key to illlpmved per-fOl'nlanCe and pmductivity in any endeavor is 

.' 
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motivation rather than ability. The chal:enge of management is to administer 

motivational programs and variables whiel will encourage employees to improve 

their work per-formJnce . When a person ' s performance is determined to be 

ullsatisfactor"y, low motivation is often considered the problem . Certainly, in many 

cases, that is true (Her-bert, 1981: 4). 

An unsatisfied need is the start ing point in the process of motivation. A deficiency 

of something within the individual, it is the first link in the chain of events leadirlg 

to behavior . The unsatisfied need causes tension (physical or psychological) within 

U:e individual, leading the individual to' engage in some kind of behavior to satisfy 

the need and thereby reduce the lension (Bernad & Gray, 1964:239). Therefor'e, 

manger"s that need to motivate their worker"s should identify the individual 

worker's unsatisfied need. 

The effectiveness of any mgallizatioll in ach ieving its overall objectives heav:ly 

depends on the effectiveness of motivating its employees. The ban:<ing industry is 

a ser"vice giving type of business and .serves different type of customers in terrns of 

their educatiollallevel, age, economic status and the like . In order to satisfy these 

diverse customer"s thr= secto r" r"equires highly motivated employees. To this end the 

banks offer different incentives to motivate their employees in an atlempt to 

provide ae!equate ane! efficient services to these wide ranges of customers in the 

cornpetiti'le ane! eve,"changing environment. 

The banking industry, which is at its stage of infancy, is found to encounter '/Jr"iol:s 

challenges . !\mor~g others, employees' level of motivation in the banking industry 

! 
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Ilas been observed to be low . This low level of motivation is commonly attributed, 

among others, to the following pmblems (Yohannes, 2006) : 

• Incen tives ar"e based on organizat ional performance and offer"ed to all 

without recognizing individuals differences in theil" pel"formance, 

• The nature of the work is not challenging and usually routine, 

• Close supervision, 

• Lack of flexibility to use personal ideas i. e. works are highly structured, 

• Absences of variety of assignments, and 

• Lack of adequate tl~ing and de",elopillent progl"am . 

Furthermore, discussion with officials of Awash International Bank, as part of the 

preliminary assessillent, revealed that the Bank also encountered different 

problems associated with motivation and effectiveness of employees. Accol"dingly, 

the company has been implementing an incentive policy, which was developed 

four years ago. Nonetheless, the problem of low satisfaction is still there , perhaps 

as the main cause for turnover as well as one of the reasons for under 

accomplishment of activities and lowering its profitability. 

Meanwhile, the economic reforni in the country is underpinned in the principles of 

free mal"ket, at the heart of which is competition . So, fo r the banking indus[I"y to 

be competitive in terms of giving quality and efficient services to customel'S, no 

doubt it demands competent and motivated employees. However , there is lack of 

adequate and timely research works in this study area'. Therefore, mappi ~r g " ,)L;( 

the specific detenninants of motivation along with their relative importClnce ill 
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influencing employees' level of job satisfaction, and ultimately their 

effectiveness, is a r-elevant and timely issue for cultivating a stmng and vibrant 

banking sector' in Ethiopia that withstands the stiff competitions in contexl of 

intensified globalization . So this paper is intended to intensively investigate the 

effect of motivational schemes on employees' job satisfaction and level of 

effectiveness in Awash International Bank's S.c. 

1.4 OBJECTIVE OF THE STUDY 

This study was aimed at assessing the effects of motivational schemes on 

employees' level of satisfaction tha: determines effectiveness. The specific 

objectives of the study include: 

,. Describe the mot ivational schemes of the Bank; 

• Identify the contr-ibutions of motivational programs to employees' job 

satisfaction and their level of effectiveness; 

• Explore the link, if any, between turn-over and employee's job salisfaction 

thereby lear-ning about the implications of motivation schemes to reducing 

tLlI'n-OVer, 

• Assess the extent to which the Bank ' s motivational schemes match with the 

employees expectations, and 

• Forward per-tinerl t recommendations for enhanced levels of motivation and 

job satisfaction that induces high level of effectiveness/performance in the 

or-gan iza tion . 
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1.5 RESEARCH METHODOLOGY 

This section deals with the study type/design, source and type of data, methods of 

data collection, sampl ing design as wel l as validation and analysis applied in the 

course of conducting the study. 

1.5 .1 Study type and Design 

The study is more of a descriptive research in the sense that it aimed at describing 

the nature and relation ship between motivation schemes and job satisfaction in 

influelKing effective job performance in an ol'ganization . The study also had an 

element of exploration as it tl'ied to find 'out whether the Bank's motivational 

schemes played a role III reinforcing staff turn,over, and whether thel'e were 

unintenc!ed effects on job performance were witnessed as a I'esu lt of the 

motivational schemes . 

Meanwhile , a case study design was used for intensive investigation of the 

Inotivatioll schemes applied by an orgallization on employees' job satisfaction. In 

effect, Awash Intel'llat ional Bank S.c., was selected as a case representative of 

the privately' owned banks in Ethiopia, Although a case study is known for its 

benefit of high degree of validity, the fact that it doesn't allow genel'a lizability is 

one of its shol'tcomings. In an attemp t to minimize the shortcoming, the 

I'esea l'cher allowed triangulation of different techniques of data collection and 

analysis as well as comparisons with findillgs of other empirical researches wh ile 

analyzing and intel'preting the f ind ings . 
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1.5 .2 Type and Source of Data 

The study relied on a fr'uitful combination of qualitative and quantitative data 

generated from primary and secondary sources , The primary sources of data, both 

quantitative and qualitative, constituted employees of the bank under the 

categor'ies of technical and administrat ive/manageri al staff. Specifically, 

employees (both professional and administrat ive /support staff) were 

communicated while gener'ating afr'esh data . Regar'ding the secondar'y sources, 

authentic and r'elevant liter'ature as well as pertinent documents such as the 

bank's motivational programs, publications, j ournals, differ'ent web sites and 

annual repor'ts were very important. 

1.5.3 Methods and Too ls of Data Co llection 

Different methods and tools of data collec tion were properly combined for 

gather'ing the data from pr'imary and secondary sources. As far as data collec tion 

f rom primary sources is conc'erned, opinion survey using questionnaire and 

interview using guideline were the major methods and tools applied , 

Questionnai r'e were designed and administered to selected employees of the bank 

for assessing their level of satisfaction with their jobs as well as for assessing their 

opinion or attitudes on the motivation schemes and overall work environment in 

the company , Besides, semi, structured inter-view was conducted with those 

employees who assumed key positions . In par'ticular' , interviewees were held with 

human resour'ce manager , branch manager, and geller'a l mimager , 
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Furthermore , the method of r-eview of the secondary sources was used to generate 

valuable data, which was supplementar-y to the primary data . In deed, 

appl"Opriate checklists were developed and used for reviewing the secondary data . 

1.5.4 Sampling Technique and Samp le Size 

A combination of non-probability and pl"Obability sampling techniques were used in 

the selection of the study organization as well as the respondents and interviewee 

for the study . The selection process is discussed below together with issues 

pe r-tain ing to sample size determination. 

I. Selection of Awash International Bank S.c. 

As discusseci befor-e, the study is a case study which relied on the collection and 

analysis of data from one Private Bank, which was deemed re presentative of 

Ethiopian Private Banks. The researcher , purposively, selected AlB for- three 

major reasons, which were identified based on a pr-eliminar-y assessment 

conducted prior- to the start of the study . Fir-st and for-emost, AlB, like the r'est 

private banks, was established in accor-dance with the 'Licensing and supervision 

of banking business pl"Ociamation No 84/94' of Ethiopia to under-take commercial 

banking activities . Second, the researcher recognized the fact that AlB is a pioneer 

in the histor-y of Private Bank development in Ethiopia . Third, the Bank has well 

established organizational policies and strategies and with good number of 

employees . 
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II. Selection of Respondents 

A total 125 employees of AlB were included in the study as I-espondents of the 

opinion sUI-vey . With due emphasis to rep resentativeness, the researcher applied 

the following method and procedure while selecting the sampled employees from 

the population; i.e ., the total 1,250 employees who were workin g in the twenty-

foul- branches of the Bank including the head office located in Addis Ababa City 

Adm inistl-at ion. Regarding size, the method developed by Carvalho (1984), as cited 

in Records Management, presen ted in the following Table-1 , and was applied to 

determine the upper and lower limits of the sample size . 

Table-1 Samp le size determination 
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Source : - Records Management 

Notes :(1) Population denotes the total number of items to be sampled from. 

(2) The sample size depends up on the homogeneity of the reco rds. Low sample sizes will be 

taken for files which are very similar in terms of content and sub ject matter while high sample 

sizes will be needed for more diverse series . 

As depicted in the Table -1 , the recommended sample size for a population of 

1,250 employees lies between 50(low) and 200(high) and a medium size of 125 . 

Owing to the high level of homogeneity; the ac tual sample size was determined to 

be '125; i .e., the medium size . 

--- ---- .----~------.-----------
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,~s far as the selection procedure is concerned, p!"Opor-tional str-atified sampling 

technique was used to draw a fairly repr-esentative number- of employees f!"Om the 

twenty four- br·anches . Then, in the actual selection process, systematic random 

sampling technique was used to select the predeterm ined number of employees 

using payrolls as the sampling frame . 

1[1. Selection of Interviewees 

A total of 50 key officials at branch and head-office levels were pur-posively 

selected for the semi-structur-ed inter-views . The distribution and composition 

interviewees are presented below: 

Tab[e-2 Composition and Number of Interviewees 

The Twenty-four Branch Managers 

Human Resource Managers of the Twenty-four Branches 

General ,\\anager, Head Office 

Human Resource Manager, Head Office 

Total 
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24 

24 

1 

1(, 

50 



1.5.5 Validation and Analys is 

Approp r'iate tools were developed and applied in validating and analyzing the 

qualitative and quantitative data. First, the 125 filled- in- questionnair-es were 

debugged and edited that r-esulted in the r-ejec tion of 11 invalid responses; i.e ., 9% 

of the total questionnaires administered to t he sampled respondents. Then, the 

remaining 114(valid) questionnaires were edited and coded, hence ready for entry in 

a computer software program- SPSS. Analysis and interpretation of the quantitative 

data was made using simple statistical tools like frequency, descriptive statistics, 

and cross tabulation . 

As far- as analysis of qualitative data is concerned, a step by step content analysis 

was applied . First those open ended questions in the questionnaire were first 

organized and written in categories Cl'eated based on the responses. Then , coding 

followed by analysis was made . The qualitative information obtained from in-depth 

inter'views with key informants and focus group discussions as well as some of the 

qualitative information fmm the questionna ire/survey were analyzed using content 

analysis. Each question was coded and these codes were later on cornbined to 

pmvide categor-ies of response 'with sorne nurnerical cornponents, Interviews were 

first read to get the sense of 'data as , a whole '. Units of meaning relevant to the 

r'esearch issues/questions was then identified and coded into earlier themes. These 

themes wer'e then combined with the responses obtained from the questionnaire , 

This, in short, involved the following steps : 

o Or'dering the in for-Illation in rel<Jtion to the objectives of the study 
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o Categorizing 01' labeling answers that have similar chal'acteristi cs 01' patterns. 

o Displaying the summarized information in matrices and diagrams or tables to 

look at possible relat ions as well as deviations from standards. 

1.6 SCOPE AND LIMITATIONS OF THE STUDY 

In the f irst place, the study is delimited to deal only with one of the sub elements of 

the five management functions i.e. lead ing . However, motivation is not the on ly 

important element in brin ging job satisfaction. Besides, limitations of finance, time, 

and manageability delimited the study to deal only with Awash International Bank, 

which is one of the many banks in the country. Moreover, due to the 

aforementioned limitations, the study was, geograph ically, confined to Addis Ababa ; 

hence inclusion of employees working in the twenty-four branches of the bank only . 

1.7 SIGNIFICANCE OF THE STUDY 

Success in today's competitive business environment is incl'easingly a function of 

effective human resoul'ce management. Structure and technology can be easily 

duplicated . The management of any organization needs to understand the attitude 

of thei r employees towards motivational programs and how the program is affec tin g 

their performance . The significance of this study is for: 

• The Management of the -Ba nk to evaluate attitudes of employees a:ld take 

necessal'y measures to correct weaknesses and keep up strengths; 

• Human Resou l'ce Depar-tment of the Bank; 

• Planning, Research and Marketing Department of the Bank; 

---_._---- -----, 
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• Bank industry, as a whole, and 

• Contributing to fill the knowledge gap area as well as encourage further 

r-esear-ch wor-ks in the study . 

1.8 ORGANIZATION OF THE STUDY 

The study r'eport is organized in four . chapters . The first introductory chapter- is 

followed by Chapter Two, which briefly illustrates the Literature review with 

explanation on concepts and theories related to motivational as well as the 

Conceptual framewor-k of the study. Next, Chapter Three deals wit Presentation, 

Analysis and Interpretation of Findings of the Study . Finally the report ends with a 

pr-ecise summary, conclusion and recommendation. 
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CHAPTER TWO 

2. LITERATURE REVIEW AND CONCEPTUAL FRAMEWORK 

This chapter presents a summary of liter'a ture on the study topic as well as the 

conceptual framework of the study. The selected r'eadings represent a small sample 

frolll a broad range of literature . The literatures were primarily selected for' their' 

relevance, accessibility and clarity. 

The surveyed literatures are expected to serve as a reference to which findings that 

will be drawn from the analysis of primary and secondary data will be r'elated, so 

thal deviation from or conformity to previous findings will be reported. Her-e, it is 

worth mentioning that owing to the limited availability of research wor'k on the 

topic, only some case studies and shOl't desCl'iption on the impact of motivational 

pcogr'ams on employees ' perfor'mance and turnover is addressed. 

The chapter is organized in such a way that the first section deals witil the 

clarification of conceptual issues and terminologies some of which coule! be 

consider'ed as the operational definitions of the study. The second section addresses 

empirical literatures related to the experiences of some banks in the country . This 

followed by the third section , which briefly describes the Awash International S. C 

motivatIOnal programs . Finally, the conceptual fr'ame work of the study is pr'esented 

in the fourth section, which is developed to serve as the framework for achieving 

the study objectives in view of the conceptual and empirical literatures reviewed . 
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2.1 REVIEW OF THEORETICAL LITERATURE 

2.1.1 Concepts: Motivation and Job Sati sfaction 

2.1 .1.1 The Meani ng of Motivation 

The concept of motivation is so evolving like the concept of management that ther'e 

is no such universally applicable definition assigned to the term . The term has many 

definitions given by differ'ent scholars at differ'ent times analyzing the term from 

different perspectives . Based on these realities, some cited conceptualizations 

include the following: 

• Motivation is a predisposition to act in a specific goal directed manner 

(Hellriegel & Slocum, 1979:390) . 

, Motivation is the state of an individual's perspective which represents the 

str'ength of his or her propensity to exert effort toward some particular 

behavior (Gibson, 1980:496) . 

• Motivation refer's to goal dir'ected behavior. Goal directed behavior is 

clraracterized by the pl'Ocess of selecting and directing cer'tain actions among 

voluntary ac tivities to achieve goals (Chung, 1977:7) . 

, Motives are expressions of a p.er'son's needs : hence, they are personal and 

inlemal (Davices,1981 :43). 

• Motivation r'efers to expenditur'es of effort toward a goal (Dubrin, 1974:38). 

These definitions have several common denominators to help us characterize the 

mot iva tion phenomenon : 

i) an internal need ener'gizes and activates human behavior; 
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ii) dr'ive is the inner force that propels behavior' in a specific direction; 

iii) goals are the incentives or payoffs that reinforce private satisfaction, that 

in turn reinforce the perpetuation of needs . 

With the above concepts in mind, motivation can be defined as the need or derive 

within an individual that dr'ives him or her toward goal'oriented action. The extent 

of drive depends on the perceived level of satisfaction that ca n be achieved by the 

goal. 

Generally speaking, when employees enjoy their jobs, find the work challenging, 

and like the work environment, they will usua l ly put fo r'ward their best effort and 

perform their tasks enthusiastically . In other words they are motivated to produce 

an optimal output. On the other' hand, if employees cannot wait for the end of the 

workday, are alienated from the results of their efforts, and feel their work is 

terribly boring, they will not do' their best. They will do the minimum required to 

keep their jobs . That is to say, they . are no t very motivated to perfor'm well. ( 

Yohannes, 2005:27) . 

The above generalization made by the researcher does not give a clear picture 

about employees ' motivation, because challenging jobs are not the only factor to 

motivate workers. Rather emp loyees' level of motivation is a function of different 

factors and the way these factors influences employees' level of motivation varies 

to different degree. It is undeniable that some individuals might be motivated whee n 

the 1V0rk is challenging but still there ar'e also individuals who dislike and avoid s 

challenges . The Mc Gregor's motivation of theory can suppor't the above ar'gurnent . 
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Accor'ding to his theor'y there are individuals who dislike and if possible avoid 

challenging jobs. Therefor'e, the above conclusion can not hold, always, true . 

2.1.1.1 What is job Satisfaction? 

Job satisfaction is a positive emotional state resulting from evaluating one's joi) 

experiences. job dissatisfaction occur's when these expectat ions ar'e not met, There 

are different factors that affect workers job satisfaction . 

i) Opportunity: Employees are more satisfied when they have challenging 

opportunities at work . This includes chances to participate in inter'esting projects, 

jobs with a satisfying degree of challenge and opportunities for inueases 

responsibly. 

ii) SUess: When r,egative stress is continuously high, job satisfaction is low , Jobs are 

more stressful. jobs are mor'e stressful if they interfere with employee's personal 

lives or are a continuing source of worTY or concern . 

iii) Leadership: Employees are mor'e satisfied when their managers are gooci 

leaders . This includes motivating employees to do a good job, striving for' 

excel lence or just taking action. Leadership combines attitudes and behavior' , it can 

be teamed, People respond to manager's that they can trust and who inspire them to 

achieve meaningful goals , 

iv) Work Standards: Employees are more sat isfied when their entire workgroup 

lakes pr' ide in the quality of its work . Encourage communication between employees 

ancl customers, quality gains impor'lance when employees see its impact on 

customers, develcp meaningful measures of quality, and Celebr'ate achievenlents in 

qual ity, 
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v) Fair rewards: Employees are more satisfied when they feel they are rewar'decl 

fairly fo r the wod, they do, Considel' employee I'esponsibi lities, the effort they have 

put for th , the work they have done well and the demands of theil' jobs. 

vi) Adequate Authorit ies : Employees are more sat isfied when they have adequate 

freedom and authority to do thei l' jobs . When I'easonable, let employees make 

decisions; allow employees to have input on decisions that will affect them; and the 

like . 

2.1.2 Basic Assumptions about Motivation 

We need to understand several basic' assumptions as we delve into theories of 

motivation and motivational practices by managers . 

First, motivation is commonly assumed to be a good thing , We don't normally hear 

people praised for being unmotivated . We are taught in variety of sett ings (including 

school, church, family Et work) that you can't feel very good about your'self if you 

are unmotivated . 

Second, mo tivat ion is one of several factol's that go into a person's pel'formance, 

Important too, are such factol's as ability, resources, and conditions under which 

one pel'forms. You can be highly motivated to pursue a career helping people as a 

medical professional . 

Thi rd, managers and researchers alike assume that motivation is in short supply and 

in need of periodic I'eplenishment. Motivation theory and motivational practices 

deal with processes that never I'eal ly end, based on assumption that motivation can 

'escape ' ove r' time . 
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IOourth, motivalion is a tool with which managers can ar range job relationships in 

or"ganizations" Managers know what drives the people wOI"king for them, they can 

tailor job assignment and rewards to wha t makes these people "ti ck" " Thus 

knowledge aboul motivation jOins strategic plans as inputs in to the process of 

designing relationships at organizations and distl"ibuting power in those wOI"k 

relationships" (Stonel", 1995: 156) 

All these assumptions run deep in the discussion about the evolution of motivation 

lheolY At the same time, these assumptions al"e not necessal"ily timeless. 

2.1.3 TYPES OF MOTIVATION THEORIES 

Appl"oaches to understand motivation differ because many individual theorists have 

developed thei r own views and theories . They appmach motivation fmrn different 

angles, with different ideas in mind, and from different backgrounds. No one 

approilc:h is considered to be the corTect one . Each has contl"ibuteci lo the 

under standing of human behavior and strategies of motivatillg employees " The two 

IllOst discussed groups theories are the content and process theories. 

2.1.3.1 Content Theories. 

Contellt theol"ies are concerned with identifying what it is within an individual or 

the work environment that energizes and sustains behavior . (John P 

Campbell: 341 ,1970) That is what specific things motivate people? 

The lWo most widely known content theori es are : Maslow's Hierarchy of Needs and 

Herzbel"g's two-factor theory. A bl"ief summal"y is discussed in the sub"sect ions that 

follow: 
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2.1.3.1 .. -' Maslow's Hierarchy of Need 

Abraham Maslow is known for estab lishing the theory of a hierarchy of needs, 

writing that human beings are motivated by unsatisfied needs, and that certain 

lower need to be satisfied before higher needs can be satisfied . 

Maslow felt that people are basically trustworthy, self- protecting and self· 

governing. Human beings tend look for growth and love . Although there is a 

continuous cycle of human wars, murder, deceit, etc . He levied that violence is not 

what human nature is meant to be like . Violence and other evils occur when human 

needs thwarted in other- wo r-ds people who are deprived of lower needs such as 

siJfely may defend themselves by violen t means . He did believe that humans are 

violent because they enjoy violence or- that they, cheat, and steal because they 

enjoy doing it . 

According to Maslow, there ure general types of need . Phys iological, Safety, Love, 

and Esteem that must be satisfied before a person can act unselfishly . He called 

these needs "deficiency needs". As long as we are motivated to sa tisfy these 

cravings, we are moving towards growth towards self ac tualization . Satisfying needs 

is healthy blocking gratification that makes us sick or- evil . In other wor-ds, we are 

all "needs Jun kies " with cravings that must be satisfied and should be satisfied . 

Else, we become sick . 

Maslow ' s conclusion about human needs level varies but can not be satisfied by 

ma rlagers except the first two and human needs are not uniform hence there are 

differ-ent factors that affects individuals needs . Some of the factors that br-ing these 

differences are economic, social, cultural and the like . For example Ethiopians 
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usually do not compromise their esteem needs to fulfill their physiological needs. 

This is to mean that they might give . priol"ity for their esteem needs than their 

physiological needs. Therefore, human needs va l"ious upon the above factors and 

can not be the same to evel"yone in terms of priority . 

The Maslow theory developed long before lacks the ability to fit to the current 

situation, because human needs are shaped and I"eshaped as time pass i.e . human 

needs are subject to change . Moreover what is a basic need for one individual might 

vary to another individual . Basic human needs for the developed nations and for 

Africans al"e IlOt similar . The Physiological needs identified by Maslow reflect only 

for workNs in the developing nations only currently, but does not hold true for 

workers in the developed nations . 

Moreover, national and individual economic status also influences workers need . 

Economic incentives are obviously given top priority and can be used as the most 

effective motivating elements, but not 'or workers of the developed nations. 

Maslow prioritizations and suggestion for managers to provide the physiological 

needs fOI" new enU"ant of workers might not hold t rue . 

To put it ill a net shell, Maslow ' s human needs hierarchy can not be implemented in 

evel"y situation and I"equi l"es cont inuous amendment hence individuals' needs are 

dynamic except fOI" the biological ones . The refore, managers to motivate tileir 

employees need to take in to account different factors and ind ividual difference i.e . 

adapting the situation management theory nakes them effective . 
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2. '1.3 .2 Motivation- Hygiene Theory 

The Motivation hygiene theor'y was proposed by psychologist Freder' ick Hertz Ber'g, In 

the belief that an individual's 'relations to work is basic and that one's attitude 

towar'd wok can very well determine success or fa ilure, Hertz berg investigated the 

question, " what do people want fr'om their Jobs?" He asked people to describe in 

detail, situations that they felt except ionally good or bad about their' jobs , 

According to Herzberg, the factors leading to job satisfaction ar'e separate and 

distinct fo rm type 's tiered to job dissatisfaction. Therefore, manage r' who seek to 

elimi nate factors that can create job dissatisfaction bring about peace but not 

necessarily mot ivation . They will be placating their wol'l, force rather' than 

motivating them, As a result, such elements like company policy and administration 

supervi sion interpersonal relations, ' working conditions and salary were 

cha racter'ized by Herzegerg, as hygiene factors. When they are adequate people will 

not be dissatisfied, neither' will they be satisfied , If we want to motivate people on 

thei r' jobs, Her·tz Ber'g suggested emphasizing on achievement, recognition , the wor'k 

itself, responsib ility, and gl'Owth , These are the characteristics that people find 

i ntri nsically rewarding . (G ibson : 1990,312) 

The two fac tor's theory has the draw back of gener'a lizing what motivates and 

dissat isfies individuals, because at times individuals could be motivated by money, 

Moreover , culture r'epr'esents on factor that should be taken into consideration. 

Economic level also serves a crucial orient ing tool for verifying the validity of the 

theory , In addition social elements shade light on the universality of the theory. 
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In general, all motivational theories can not be universally applicable. One theory 

can work better in one situation and may not be effective in other situations . 

Therefore, it is up to the manager to select and apply the best theor'y for a specific 

situation. 

2.1,3 .3 Comparison between Herzberg's and Maslow's Mode ls, 

There is much similarity between Herzberg's and Maslow's models. A close 

examination of Herzberg's ideas indicates that what he actually is saying is that 

some employees may have achieved a level of social and economic progress such 

that higher'level needs of Maslow (esteem and self'actualization) are the primary 

motivators. However, they still must satisfy the lower',level needs for the 

Illaintenance of their current state. Thus, money might still be a Illotivator' for non, 

Illanagement wor'kers (particularly th,ose at a low wage level) and for some 

managerial employees . In addition, Herzberg's model adds to Maslow's model 

because it breaks down the five nee.d levels into two job'oriented categories : 

mairltenance arld motivational 

Table 2, Comparison between Maslow 's and Herzberg's Models 

Maslow Herzberg -' ----1 
---I , Self-actualization needs Intr'insic factors 

I ~ ' Esteem .needs 
· Socia l rl eeds Work group 

I Supervisor 
! Colleagues 

Climate I · Security needs Extrinsic factors I · PhYSiological needs 
Source: Maslow Et Herzberg quoted In Tlalhun(Z006) 
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2.1 .3.2 Process Theories 

Pr-ocess theories try to describe the pr-ocess how behavior is ener'gize, sustained, 

and fi nally stopped . Process theories fir-st attempt to define the major variables 

necessary for explaining choice (e .g., should I work hard?), effort (e .g., How hard 

do I need to wor-k?), and per-sistence (e .g., How long do I have to keep this pace?). 

2.1 .3.2.1 Expectancy Theory 

The expectancy theor-y of motivation as initially presented in 1964 by psychologist 

Victor Vroom views motivation as a pr-ocess govern ing choices . Vroom suggests that 

individuals are motivated at work to niake choices among different behaviors-for-

examp le, intensities of work effort. A person may choose to work at a moderate 

rate or an acce lerated rate . The choice is made by the individual. If a person 

believes that his or her wor-k effor-t will be adequately rewarded, there will be 

motivated effort : a choice will be made to work so that a preferTed rewar-d is 

received . The logic of expectancy motivation is that individuals will exert wor-k 

effort to achieve perfor-tllance that wi ll result in preferTed rewar-ds. 

Three Iximary variables in expectancy theory of motiva tion are choice, 

expectancy, and pr-eference . Choice designates the individual's freedom to select 

fr-om a number of alter-native behavior-s; For example, a person's wor-k may be fast 

or slow, hard or moderate; the employee may stay home or come to work . In some 

cases, working fast may lead to more pay if compensation is based on the number-

of units produced . Expectancy is the belief that a particular behavior will or- will 

not be successful. It is a subjective probability . Expectancy would be zer-o if a 

person believed that it was impossi ble to pr-oduce, say 50 units a day; it would 
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equal one if a per'son felt cer' tain of being able to produce 22 units a day . 

Prefer'ences, also refen'ed to by Vroom as valence, are 'he values a person 

attaches to various outcomes (rewards or punishment). 

Another Issue covered III the expectancy motivation model IS called 

instrumentality,the probability that a person assigns to the performance 'outcome 

link. It is the pr'obability that a particular performance level will lead to a specific 

outcome . 

M= E x I x P 

That is, motivation to work (M) results . from expectancy (E) times instrumentality 

(I) times pr'eference (P) . Becau'se this is a multiplicative in terrelationship, think 

about th consequences if E, I, or P approaches zem in value . 

Requirement for applying Expectancy Theory. 

• Know wha t people value; 

• Link between intended behavior and reward must be immediate and clec.r; 

• People mus: believe that effort leads to performance; 

• Per'formance may not be hampered by lack of skill or exter'nal conditions; 

• Target behavior IllUSt be formulated precisely; and 

• Control that only those meriting it will get the reward. 

Challenges for App lying the Expectancy Theory for Menageries. 

The following points are the most prominent challenges faced by managers to 

apply the expectancy theory . 

• People are found to go against their' interests (so it appear's); 

• People ar'e not interested in doing a good job but only ill the rewards; 
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• High costs putting up the system and controlling it; and 

• Difficult to apply to non-routine jobs . 

2.1 .3.2 .2 Equity Theory. 

Equity theory states that workers compare their inputs and outcomes with those of 

other individuals who are in the same situation, such as a similal- job in the same 

organization . If workers believe that their rations of input to outcome are 

different from ratios of others, they adjust theil' input to elim inate the inequity. 

Thus is a person feels under-rewarded for his or her contribution, compared with 

others, the person may put pout less effort . 

If a person believes that the ratio of effort to rewards is about the same as for 

othel-s, no change in effort w ill occur. But if high levels of rewards are offel'ed to 

people regardless of their individual effol-ts, the I-ewal-d will be perceived as 

inequitable and will be ineffective as a motivator. In this context, compensation 

methods are affected by factors outside the person control. 

2.2 REVIEW OF EMPIRICAL LITERATURE. 

Different I-esearchers conducted a case study on different private and government 

owned banks of the country _ Out of these study reports, examples of motivational 

schemes impact ot: employees ' job satisfaction of two selected private banks were 

cliscussecl . Hel-e unclel- follows a brief overview of these cases ancl the factors that 

affect employees' job satisfact ion in relation to motivational pmgrams ( Yohannes, 

2005 ancl Getachew, 2006) . In aclclition, example of training and clevelopment 

program assessment on Commel-cial Bank of Ethiopia is cliscussecl. ( Eshetu_2006) 
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2.2 .1 Overview of Motivational Schemes in Dashen Bank S.C 

From a r-esearch done by exte rn al consultants while reviewing the incent ive 

schemes of Dashen Bank, the following information has been collected that shows 

the presence of both financ ial and non-financial incentives to motivate its 

employees with the aim of improving performance and enhancing commitment to 

the Bank's ultimate goa ls of successful .gains in profitability and quality service to 

customers . 

Dashen Bank's major- financial incentives include : 

r Cash bonus payment of one month's salar-y (if profit leve ls warrant) 

r Salary increment yearly, i f warranted by profit levels 

r Sen ior employees have the r-ight to own shares 

Dashen Bank major Non -financial incentives are; 

Staff training progr-a ms ar-e conducted to up -grade employees' skill and 

competencies. 

Career progression and personal growth opportunities ar-e fairly open to 

employees, e.g. when job vacancies occur, staff applicants are given priority for-

select ion to fill higher positions . 

Incentives su rvey conducted with Dashen bank indicates that the Bank gives cash 

bonus and sala ry increments on basis of satisfactory profit levels . The gr-ading arld 

compensation system similarly offer opportunities for personal growth through 

promotions . The Banks also administers award programs to recognize outstanding 

performance . 
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Since the bank's employees did not fO!"m labO!" union, employees al-e no t involvecl 

in developing or reviewing the motivational schemes . But the management , with 

th e help of a task force, collects information across the industry . This clearly 

ind icates that employees do not take part in developing the motivational program 

of the bank. 

2.3 CONCEPTUAL FRAMEWORK OF THE STUDY 

Based on the theoret ical and empirical litel-ature, the followin g conceptua l 

fl-amewor-k was developed to guide the study undertakings thel-eby successfully 

achieving the objectives of the study . 

Factors illflucJlting 
:\Iotivation: -1 M ()l il'illioll 

.l ob , \JI<:c( i I'e Iless 
• rll\'j l"onrncll l ~Jl Salisfacli o 
o Org;1I1i/.alional ---

I • \,\ 'urker 

I 

Sou rce: Adopted f ro m Tlahun(200 6). 

As can be seen from the above diagram, there are a multitude of factor-s th at 

influence level of motivation of _ employees . These include environmental, 

organizational ancl worker related factors. 

• The environmental factol-s al-e external to the organization and are 

characterized by dynamism and complexity in nature . For example a change 

in the purchasing power of cUITency , a change introduced by othel- banks in 
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the industry in tenm of incentive programs, intmduction of new 

technologies and the li ke affects one way or the other the level of 

employees ' job satisfact ion even ,if they are external to the bank. 

• The organizational factors ar"e those fac tors under the contr"ol of the 

or-ganizat ion and include work · diffe rentiation, integr"a tion and reward 

system of the organization . Work differentiation includes job specialization, 

departmentalization, work design and role definition . 

• The th ird important component is the worker 's ch aracter istics such as 

ability, knowledge, attitude and ski lls are also among the factors that 

influence rrotivation . 

The level of motivation, which resulted from a combined effect of the 

environmental, organ izational and workers ' characteristics, in turn determines the 

level of job satisfaction of employees in an organization . Ultimately, employee's 

level of job satisfaction deter"mines their job per for mance and/or" effectiveness in 

an organization, in th is case the bank . 

In li ght of the above framework, the resear"cher r"aised a key question' 'Is the 

bank's reward system important in influencing the level of motivation thereby 

determining employees' job satisfaction and their effectiveness? In [h is regar"ds, 

attempt was mace to assess the bank's reward system as well as the level of 

ernployees ' job satisfaction as linked to their effective performance of the j ob in 

Awash Inter"national Bank S.c. taking diffe rent dimensions of questions and 

observation too fr-om different sources . 
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CHAPTER THREE 

3. STUDY RESULTS 

This chapter presents the results of the study based on the primary and secondal-y 

data collected and analyzed . The chapter is divided into three sections. 

Description of the sampled respondents is presented in the first section followed 

by results of review of the Motivational Programs in Awash Bank. The third section 

is devoted for presentation, ana lysis and interpretation of major findings. 

3.1 DESCREPTION OF SAMPLED RESPONDENTS 
PI'esented below is a brief description of the respondents; i .e., 114 employees who 

were included in the study and provided valid responses to the questionnaires for 

the opinion sUI-vey. 

3. '1.1 Sex of the respondents 

While two-third (67%) of the total I-espondents were males, the remaining one-

third (33%) were found to be females . This is as presented in fig -1 below. This is 

round to be com pa l-able to the total numbel- of employees gender mix; two out of 

seven employees are females . 

I Fig1. Sex of Respondents 
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3. '1. 2 Age Category and Work Experience. 

The age of the sampled respondents has also been assessed . Survey resu l ts show 

that the Illedian age category is 25-30 . Furtherillore, the survey result in table-3 

below show that, the major-ity of the wor-kers work experience (40%). falls within 

the range of 4·8 years in the bank. 

Table 3: Respondents age category and work experience. 

, Age Respondents Work Experience Total 
Category Below 1 1·3 years . . 4-8 years 8-15 yea rs Above 15 count and 

year years % 
Count ft % Count ft % Count ft % Count ft% Count ft% 

Below 24 6(5.25%) 11 (9.65%) 17(14.9%) 
Years 

' 25·30yea l s 16(14%) 33(29%) 16(14%) 65(57%) 
31·35 years 12(10.5% 5(4.5%) 17(15%) -
36·40 years 3(2.6%) 3(2 .6%) 
Above-'40 

1 6(5.25%) 

3(2.6%) 9(7 .9%) 12(10.5%) 
years 

I Total 27(23 .65%) 45(39.5%) 27(23.65%) 9(7.9%) 114(100%) 
count & % I r -, 

Source : Employees' survey 
Note- Numbers in brackets are percentages 

3.1.3 Educational status and Basic salary 

Educational status of the r-espon'dents show that out of 114 respondents 9.5% were 

M.A/M.se holder-s, 55 % B.A/B .Se holders, 30% of them diploma, and the remaining 

2.5% of gr'ade twelve and certificate holders each . The sur-vey also r'eveled that 

38% of the responde nts' basic salary falls in above 2000 bir'r- r' ange followed by 29% 

in 1101-1500 birT range, 12% of them in 501 -800 r-ange, 10.5% wi thin the 1501·2000 

birr r-ange and 9% and 1.5% within the r'ange of 801·1 100 birr and below 500 birr 

range respectively . 

---------_._----
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Tab le-4: Education* Sa lary of Respondents 

Educat ional B'as ic Salary Range Total 
Level 

Below500 5001 - 801 - 1101 - 150 1- Above 
800 .1100 1500 2000 2000 

12 Grade 2( 1.5) 1 (1 ) - - 3(2.5) 
compete 

-----
Certificate - 1 (1 ) 2(1 .5) - 3(2 .5 ) 

--
Diploma 1 2 (1 1 ) 8(6 .5 ) 6(5) 4(3 .5) 4(3 .5) 34(30) 

B.AorB .SC 19(17) 12( 10.5 ) 32(28) 63(55) 

M.A or M.Sc - - 11 (9 .5) 11 (9) 

Total 2(1 .5) 14(13) 10(8) 25(22) 16(14) 47(38) 114(100) 

I 
Source : Employees ' survey 

3.2 REVIEW OF THE MOTIVATIONAL PROGRAMS IN AWASH BANK. 

Awash In ternational Bank, being the first private bank in the industry after the 

reform introduced by the government, offers different incentives to employees . The 

Bank currently offers both financ ial and non ·financ ial incentives in an attempt to 

motivate employees with the aim to incrcilse its market share . 

The Bank offe r's the following major financial incentives. 

r Cash bonus payment of one month's salary (if profit levels war-rant) 

r Sala ry increment yea r-ly , if warranted Dy profit levels 

r Senior employees have the right to own shar-es. 

The bank like other- banks in the industry gives almost similar- non -financial 

incentives . Staff tr'aining programs are conducted to up-grade employees' skill and 

cOlllpetenc ies. 

Career- progr'ession and personal growth oppor-tunities are fairly open to eillp loyees, 

e.g . when j ob vacancies occur, staff applicants are given priority for selection to fill 

higher positions . 

~--~~~~ --------.~---
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In general, both the financial and the non·financial incentives offered by the banks 

in the industry are almost similar . This is one of basic pr-oblelll observed in the 

industry, because workers can be motivated more when they get something 

different in one or the other bank. 

3.3. PRESENTATION, ANALYSIS AND INTERPRETATI ON OF FIND INGS 

3.3.1 Educational status vs Salary Range and Leve l of Satisfaction 

Furthermore, the survey result in the following table showed that salary range of 

the respondents is positively correlated with their educational status. All of those 

employees who assuilled the educational status of twelve complete and with 

college cer-tificate were found to earn a monthly salary of below ETS11 00 . On the 

contra ry, those who were holders of SA/SSe and above were entirely ear'ning 

above ETB1100. The rest; i.e ., diploma' holders were distributed among the salary 

ranges between ETSS01 and 2000 . 

Tabl e-S : Educational status' Salary range 

i Educational 
Leve l L-

Basic Salary Range and Level of satisfaction with basic salary ] Total 

i I Be low 500 1 1101.1 500 Above 
. 

I 501·800 801·1100 1501· 2000 
2000 

Y es T No Yes No Yes No Yes No Yes No Yes No--
I 

12 compete~J 2 
I 

1 . 3 

.--J 
eerlifi c~~:' __ !_·_.-L . 1 2 3 

I Diploma r . L' I 6 1 6 2 6 4 2 2 2 1 3 34 - ; 

f--i. _J 
. B.A or B.Se . f ' I . 4 15 3 9 I 18 63 

[ M.A t M.Sc 
r 

I . 1 . .~. 5· 11 I 

21 26-11 1-1(100) 
I r Total I 2 8 6 4 6 8 17 5 11 

, 
Source: Employees SUI vey 

Furthermore, that the rnajority of the respondents 68(60%), who were 

predominantlY w ith higher levE:1 of education and hence salary range, were not 
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satisfied with theil' present basic salaries , But, the rest (40%) who were relatively 

at lower level of education were satisfied with the amount of salary they earn , On 

the one hand, those responcients who were not satisfied with the sala ry were 

asked to reason out. Accordingly , most (75%) said that the salary range is not 

sensitive to price escala tion; hence the amount they ea rn is inadequate to cover 

their living expenses . The rest (25%) emphasized that the salary range is far below 

their level of expectat ion or educational status and experience. On the other 

hand, those respondents who were satisfied with the present salary identified two 

main reasons , One, unemployment is so I'ampant in the city; hence what is offered 

by the ol'ganization is better than nothing. Second, they are with low level of 

education and skill to engage in other occupations, Thus, they are comfortable 

with the sa lary range , 

3.3.2 Prioriti zing of th e financ ial incentives offered by the bank 

The respondents were asked to enumerate the most important financial incentives 

of the Bank. Accordingly, the top priority financial incentive was annual salary 

increment identifieci by 60% of the I'espondents followed by cash bonus and eight 

to own share identified by 25% and 15% of the respond ents respect ively, 

Table 6. Prioritizing of the financial incentives offered by the bank. 

:-- Financial Incentive No of respondents 
! Type I Count Pe rcent 

I 
i Annual Salary increment 68 60% 

I Cash bonus 36 25% 
L Right to own share 10 15 
[ __ Total ___ -----.l 114 I 100% 

Spurce: Employees' Survey 
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Interviewee made with officials of the banks was also in SUPPOI-t of the above fact. 

In par-ticular, almost all of the - human resource managers indicated that most 

employees prefer salal-y increment from among the financial incentives. Whereas for 

some of the employees cash bonus is mentioned to be the most impol-tant, right to 

own shares was described as a pl-iol-ity only to senior employees who assumed high 

level of education and wOI-k experience . 

3.3.3 Prioritizing of Needs 

The respondents were further asked to prioritize the five human needs of under the 

Maslow's need hierarchy. According to ,the research I-esult, of the five levels of 

human needs, a cumulative of 65% of the respondents gave top priority for security 

and physiological need. Specifically, covering expenses of basic necessities and fear 

of joblessness (unemployment) were among the most important . Whereas 22% gave 

pl-iority to social needs like conducive wOI-k environment! interaction with othel-s, 

9% of the respondents, predominantly senior employees, gave due emphasis to 

esteem need . Finally, self-actualization was needed most by the rest (4%) of the 

I-espondents. 

Table 7 Respondents' pr iorit ization of the human needs hierarchy of Maslow's _ 

Level of needs I Count Percent Cumulative! 
% 

I 

r~ l Physiological 
1-----

35 31 31% I ,-
L , 

~ 
I 

Secul-ity 
Social 
Esteem 
Sel f.ac tual iza tion 
Total 

39 34% 
25 22% 

}O-I 9% 

4% 

114 100% 
'- ------~ r 

Source : Employees' Survey 
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The r-esponses depicted above somehow corporate assumptions made by Maslow. As 

one ascends or descends thr-ough need hierar-chy, the pmportion of people 

prior-itizing the extreme ends gets fewer. The implication is clear, security, 

physiological and social needs are among the most important needs in the priority 

list . 

3.3.4 Respondents Level of Satisfaction wi t h the Incentive Scheme 

Respondents were asked to express their level of satisfaction with the incentives as 

compared to their effort. The responses, as presented in the fig .Z below, r-evealed 

that ther-e is low level of satisfaction . Accord ingly, for 81 (70%) of the r-espondents, 

the financial incentives are by far below their expectations and ar-e incompatible to 

their efforts . When asked to give explanations, they mentioned that incentives 

scheilles wer-e incoillpatible with the ever escalating prices or with the cost of 

livings. 

Fig 2. Satisfied wittl Incentive 

('l\e530% 
No. 70'0 

Source : Employees ' Survey 

On the other hand, the rest 33 (30%) of. the respondents who were mainly feillale 

and non -pmfessiorlal staff described the incentives as fair- . The main reasons were 
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found to be the desire for risk aversion as well as calculation of incentives in terms 

of meeting th eir basic necessities . 

3.3 .5 Attitudes towards Company policy and Working environment. 

Accord ing to the research result the majority of the respondents stated that the 

policy of the bank as well as its working environment is unfavorable. In connection 

to this, out of the total respondents, ~he majority 79 (80%) think that company 

policy, particularly the incentive 'policy was unfavorable . Thi s is presented in Table 

6 below: 

Table- 8: Att itudes of respondents towa rds company policy and working 

environment. 
r 
I 

I 
1 

- ---

_. 

L 

Response 

Favorab le 
Unfavorable 
No opinion 
Tota I Counts 
and % 

Working Company 

Environment Policy 

30(26%) 14 (12%) 

72 (63%) 79(80%) 

12(11 %) 7(6%) 

114 (100%) 114 (100%) 

Source: Employees ' Survey 

Whereas 14 (19%) of the respondents labeled the policy environment as favorable, 

the I'est (6%) gave no comment . Rega rdin g the employees' attitude towards working 

condilion, still the maj orit y 72 (63%) to be unfavorable, while 30 (26%) stated to be 

fair . The rest 12('11 %) gave no opinion . 

3.3 .6 Opinion on Consistency and Fairness in Administrat ion of Motivation 

Schemes 

Th e respondents were also asked to forwa rd their opinion in relation to consi stent 

application of incenlive as well as the bank's administration of other motivational 

schemes . For the majol' ity of the respondents (75%), the bank's appl ication of 

financial incentives and other motivational schemes lack of consistency and fairness. 

- - - --- ---------
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Wher-eas, only 19% wer-e in support of'the consistent and fair administr-ation of 

mOlivational schemes without discriminations of any kind, the rest (6%) gave no 

opinion. 

Table 9. Consistency and fairness in administrating motivational schemes. 

I 
- I Is there fair and Consistent Adm inistration Count % age 

I of Motivational Schemes in the Bank? I 

F Yes 22 19% 
No 85 75% 

i Not opinion 7 6% 

L. Total 114 100% 
, 

SOUfee : Employees Survey 

3.3.6 Employees' Level of Job Satisfaction . 

In addressing employees' overall job satisfaction, the respondents wer-e provided 

with positive statements aimed at measuring (intrinsic) job satisfaction and asked to 

expr-ess their- level of agreement to the statements_ The following results were 

obtained from the survey . 

Tab le 10: Respondents' Level of Agreement with Job Satisfaction 

r--;----- --1 
Strongly Agree Indifferent Disagree Strongly 

Total l i Job 
I Satisfaction agree disagree 

-
Th is Count 
organiza tion is 
a good place to 
work as it 
offers adequate 

c20I" ry( extrins ic) 18 25 

"" 16% 22% .. , 
~ol1ll1lended Count 

I friends or 
relatives to join 
because the 

I incentives are 

~22 I Jttrac tive I 

U extrinslCi 
I 
~ 

'.' 18% 19% I " 
i High degree of Count 
I satisfaction 

with my job as 10 ~8 

--,-,-:-=---­
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I 5 50 17 114 I ._-
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Job I I Strong ly I Agree I Indifferent Disagree Strongly T Tolal I Satisfaction I agree disagree 

I I H ' th e I 
I environment is I I conducive I ! (intrinsic) I 

I 

% 9% 25% 9% 34% 24% 100% I 

Average(Count Count 13 16 4 30 14 I 
and r'ercent) :% 14% 22% 6% 38% 20% I 

Source: Employees' Survey 

As depicted in the above table, there is an overa ll low level of job satisfaction 

among the respondents, both in terms of intrinsic ext ri nsic satisfaction . On average, 

only 36% of the respondents were found to stmngly agree or agree to the three 

statements for measuring their' level of job satisfaction . Whereas, most (58%) 

disagr'eed or strongly disagr'eed, the rest 6% were indifferent . Specifically, with 

regards to the stateillent that the or'ganization is a good place to work at, 16% 

strongly agreed illld 22% agreed . While only 6% of the respondents were neutral to 

the same statemenL, the (57%) either disagreed or strongly disugreed. Similarly, 37% 

of the r'espondents , as opposed to 57% of the respondents, were found to agree or 

disagr-ee for recolllillenciirlg their friends or relatives join ing the organization in 

which they are currently working . In relation to the statement that the employees 

are with high degree of satisfaction, only 9% strongly agreed, 25% agreed and 9% 

indiffer-ent. Ollt of the r'eillaining, 36% disagreed and 20% sti'ongly disagr-eed. The 

implication of the above find ings i s clear . The maj ori t ies of the eillployees are with 

low level of intrinsic or' job satisfaction . 

3.1.2 Data Presentation and interpretution of Interview Results . 

According to an interview conducted With one of the officials at the Human 

ResoL:r-ces and Logis t ics Depar'tillent of Awash International Bank s.co , it was noted 

--- ~-- -- --_._-
Bj' Samuel Hez2i1c , 2.007 



that the bank has an indiscriminate policy as regards to incentives towards all 

cler-ical, non-clerical and management employees _ Even at times of review of 

incentives, they are indiscriminately reviewed for all employees. 

Regarding policy of promotion, one executive said that the bank follows a 'growing· 

on·tr-ee ' policy. Every employee of Awash Inter'nat ional Bank SoC committed to 

work, accor-ding to him is legibl_e for- promotion. He noted that the bank first 

notifies the internal staff about a vacant position. If legible applicants ar-e not 

fOLind from internal sou r-ces, the vacancy will then be externalized . We try to assess 

and gather information through differerit management meetings, said the former 

official, in trying to express the overall level of motivation of employees, ' we have 

lear-ned they are satisfied as can be seen on their performance.' The official 

justifies his premises by an argument that the market shar'e and profit shows an 

increment every year . 

In expressing motivational schemes of Awash Internat ional Bank S.C with other 

similar institutions, this official said that applicants coming from other banks for 

vacant positions tell during the interview that they chose our Bank for its attractive 

incentive and benefit packages. He also said that the Bank has the best 

Manageillent style, which is transpa r'en t and includes better pr'omotion oppor-tunity 

for employees _ 

It was noted that the perforillance of Awash International Bank S.c is pmgressive 

every year- . Wher] asked if this pmgr'essive profitability has anything to do with 

employee motivation, he replied; emp loyee motivation coupled with other factors 

-------
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brought this profitability, but there is no study or document that substantiates high 

employees' perforrrance to the progressive profi tability of the bank. 

Since the bank's employees did not form labor union, employees are not involved in 

developing or- r'eviewing the motivational schemes. But the management, with the 

help of a task for'ce, col lects infor'ma tion across the industry, he explained . He also 

mentioned that the bank does not have a suggestion box or a means of collecting 

opinion or attitude from the staff, as the bank follows an open,door management 

system . 

He said that employee turnover' rate is not very much high, only 10,15 employees a 

year. When he justified this turnover rate, he said that they leave the bank for 

in te rnCltional or'ganizations but. definitely not to other banks . Some of them leave 

for' a higher education , He said that the management does not assume that it is due 

to dissatisfaction of employees with motivational methods that the bank has (he 

above mentioned r'a te of turnover'. Furthermor'e, the officials were asked about 

distinguishing char'acter'istics, if any, of those employees who mostly leave the bank. 

Accordingly, sex, marital status, education, and work experience of the employees 

were fOllnd to be the most impor'tant characterist ics. Most of the inter'viewees 

undedined that less frequent turnover is observed among female and marr'ied 

employees, wher'eas high turnover among highly caliber staff and those who never 

marr'ied. Indeed, they mentioned the difficulty of satisfying the needs and interest 

of the latter category of employees with simple financial incentive schemes like 

bonus and annual sala ry increment. 
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When asked if the bank conducts an exit interview when employees of the bank 

leave, he said that we do not conduct an exit interview. But, we usually conduct a 

kind of discussion though it is informal one. 

When asked if he thought employees were satisfied with company policies and 

working environment, he said, they are not only satisfied but also proud to be Awash 

International Bank S.C staff . 

Finally, the interviewee uncovered that the Bank didn't revise its incentive policy, 

which was developed four years ago . The justifications were mixed. Whereas some 

of the interviewees, particularly human resource managers agreed that the 
, 

incentive policy required revisions to adapt to changes or dynamism in :he external 

world . On the contral'y, some branch managers were not in support of the need fOl' 

revisions, seemingly, convinced by the rule'of- thumb method of motivating the 

staff. Still others argued that a mere I'evision of the policy is not a sufficient 

condition. FOI' them proper adillinistl'ation or implementation of the policy is as 

equally important as revisillg the policy and making it compatible to the changing 

envil'Onl11ent. 

--,-,----:------,.-----------
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CHAPTER FOUR 

4. SUMMARY, CONCLUSION AND RECOMMENDATION 

4 . 1 SUMMARY 

Any organization uses human, material and information resources to attain its 

objective . However, human resource is the most vital one because all other' 

r'esour'ces ar'e implemented by using these resour'ces , Therefore, its ef f iciency and 

effect iveness highly determines the achievement of any organization 's objectives. 

Employees being the impor'tant asse ts of any organization they should get the 

necessary motivation if or'ganizations' have to ach ieve their objectives, 

Success in tod ay ' s competitive business environment is increasingly a func tion of 

effective human resou rce managemen t. Structu re and technology can be easily 

duplicated . The factor that can set apar t an organization whether in 

manufacturing or' services is its people: The quality of the or'ganization - whether 

in manufactur'ing or ser'vice sector, is its people. The quality of the ol'ganization's 

employees, theil' enthusiasm and sat isfaction with their jobs, and their sense of 

fair treatment all have a significant impact on the firm's productivity, level of 

cus tomer service, reputation and survival , In shol't, people make the difference in 

a competitive business envil'onment. Cognizant of the above facts alld 

appreciating the pivotal role of human' resource deve lopment for the growth and 

pl'ospe r'ic y of the infant banking industry in the state of stiff competition, the 

I'eseal'chel' was at tracted to t his study entitled EFFECT OF MOTIVA TIONA!. 

SCHW£S ON EA1PLOYEES JOB SATISFACTION In Awash Internationa l Bank of Addis 
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Ababa . A combination of quantitative' and qualitative data, from primary and 

secondary sources, were gathered and analyzed in relation to effects of 

motivational schemes on employees' job satisfaction in the Bank. The r"esearch 

study revealed the following major findings and the major findings ar"e summarized 

as follows. 

• The Bank's/ company's incentive policy was revised fo r the last time four 

years ago, and haven't yet been to adapt to changing environment. Besieies, 

employees' involvement in the development of motivat ion schemes was founei 

to be very low; 

• Putting appr"opriate incentive policy is only one part of the equatioll. Proper" 

implemerltation also equally matters. To this end, lack of transparency was 

observed as consistent and fair application of motivational schemes was 

lacking; 

• The existing incentive schernes far below the expectations of the employees, 

yet deemed adequate for the rnanagement body, 

• Financial incelltive is the principal motivational schemes, with little or no 

attention to others like training, social, and esteem needs which wer"e found 

to be crucial in the eyes of the employees; 

• The company's incentive policy as well as working environment is not judgeei 

as favorable by the employees, wher"eas the management is prouei of the 

bank's policy anei enabling environment; 
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• Salary r-ange and financial incentives were directly associated with level of 

education and positions assumed in the organization . Those highly educated 

and well exper-ienced were among the top paid employees . 

• Most employees assuming higher positions and earning higher salary were 

relatively least satisfied with the salary scale and incentives (extrinsic 

satisfaction). On the contrary those receiving relatively little amount were 

satisfied as they wer-e mostly risk averters. 

• Those with low level of education value security and physiological needs, 

wher-eas esteem need was the most important for the highly educated and top 

officials of the bank, 

• Worker-'s characteristics also matter in motivation. Whereas it is r-elatively 

easier to satisfy the needs and interest of females and married employees, this 
, mostly didn't wor-k for the high caliber and unmarried employees. 

• Level of intrinsic satisfaction is also low among the employees, though the 

management mostly descr-ibed it as high. Indeed, intrinsic factors like 

conducive work environment with little contr-ol and super-v ision ar-e the most 

important motivator, than salary increment and bonus, for the highly educated 

and paid employees . As opposed to the extrinsic factors, especially salary 

increment and bonus were the most valued and expected by the employees 

who mostly pr-ioritized the physiological arld security needs in the Maslow's 

need hierarchy; 
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Based on findings of the study, the following conclusions and recommendations 

were made. 

4.2 CONCLUSiON 

in a nutshell, there is adequate evidence to support that a combination of 

ellVi l'onmental (inflation), organizational (both intrinsic and extr'insic factol's), as 

well as worker's charactel'istics/status like education, work experience, sex, and 

malTiage are determinants of motivation. Besides , motivation was found to have a 

high command on the level of satisfaction and ultimately effective job 

per-formance. Hence , the findings of this study corroborate the theories and 

assumptions that link motivation and job satisfaction with job effectiveness. The 

specific conclusions include : 

• The Bank's / company's incentive schemes developed without considering the 

envirollmental, organizational and workers' characteristics factors into 

account. This evidenced by lack of transparency, low involvement of 

employees' in developing the program, the incentive schemes was revised for 

the last time four years ago while the observed rate was high in the last four 

years ignorance to individual differences in terms of sex, marital status and 

others attributed to low level of satisfaction . From the above facts it can be 

concluded that the incentive schem'es developed by the bank lacks to motivate 

the employees and this in turn obviously affects their performance . 

• The study also revealed that level of intl'insic satisfaction was also found to be 

low among employees, though the management mostly described it as high 

moreovel' the management asslimed the illCl'ement in market share and pl'ofit 
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of the bank as evidence for high motivation . The management assumptions 

wer·e not evidenced by any write document and the management also failed to 

monitor employees' level of satisfaction. From the above facts it is quite 

possible to conclude that the relationship between management and 

employees to be weak . This obviously affects employees' level of satisfaction 

and can give answer as to why 70% of the employees in the bank were 

dissatisfied. 

4.3 RECOMMENDATION 

Based on the above conclusions, the following recommendations have been 

forwarded . 

• Awash International Bank S.c. should review its incentive policy by rigorously 

scanning those factors external and internal to the organization's control . Due 

attention needs to be paid for its salary ranges on the basis of qualification, 

work experience and workload and also increasing living costs to minimize the 

dissatisfaction of employees with th·eir· basic salar-ies. Besides, sensitivity to 

variation in expectation and valuation of incentives across different 

character-istics of the works is of par·amount importance; 

• The company should work more on building up job satisfaction of employees 

by r·eviewing the pl"Omotion policy, incentive packages, especially on 

educational packages. The management should positively confront unfulfilled 

expectations and assumptions of a dissatisfied employee. It should be noted 

that employees with higher· job satisfact ion believe that the or·ganization will 

be fulfilling in the long run, care about the quality of their work, ar·e 1l10re 
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committed to the organization, have higher retention rates and are more 

productive; 

• The company should have some means of co llect ing ideas, suggestions and 

opinions of employees . It could be through a suggestion box or an opinion 

• 

• survey method within determined intervals . It should also involve employees 

in the motivational methods development and review process , as employees 

ar-e the primary benefici aries of it ; , 

• The company should devise participatory monitoring and review mechanisms 

for tracking th e proper /sound implementation of the incentive policies, 

• Finally, further- resear-ch works are important, particularly in r-elation to the 

links between motivation and worker's demographic and socio-cultural 

cha racteristics as well as that of intr-insic and extrin sic factors for industr-ial 

peace and effectiveness . 

////////////// / ///////////////////!//////////////////////////////////// 
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Addis Ababa Un il'ersity 
facnlty of B ll s iness and Economics 

Masters of nusincs, Adlllinist ration Departm ent. 

This questionnaire is prepared in order to collec t informH ti on [or the preparation of 
Thesis on the titlc "EITeets of Mot ivat ional Schemes on Employees' .lob SM isract ion and 
Tumol'cr in f\wash International l3ank S.C". 

Your responses will be I'ery impol'lant in analY7,ing and recommending possibk solut ions 
to lillthe gap, il'any. be tween the motivationa l schemes and employees' job satisraction, 
The student resea rcher request s )'OU to lillthe quest ionnaire in accorda nce with the 
aroreillentioned objective or the research, Please. attcillpt all the questions honest ly. 
lI'ould like to th,lI1k vou lor vour kind cooperation in advance, 

Thi s questionnaire is designed to be filled by employees' ol't he bank at dilTerent leI·cls. 

11;II't I. Personal inrorillation, 

1. !\gc 

25-30 0 31 -35 0 36-40 0 above-iOO 

2, Gender II~I 
~'Iale D Female D 
3. lVork i-:.\pcricnee in the bank 

1-3 0 -I-~ o 8-15 0 above 15 years 0 

-I. Level or educllion 

Grade 12 eOlllpicted 0 (,enilicatc o Diploilla o 
J)c' ~rcc (Ilse) C-:J M .f\ (~Ise) [lI1d above 0 

5. n:lsie saLlr" 

Below SOD 0 501-800 0 80 1-1100 0 1101-1500 0 

1501-2000 0 Above 200 I 0 

G. Arc I'OU satislied \I 'ith yo ur bas ic salar)'~ 

Vl' !"}' SH{isr~ ing r-~ Smisf\illg 0 No t sm isl'ying 0 Very lIllsatisl\ing 0 
7. Ila, '~ you ~\'Cr \I 'ol-k~d in othn b,ll1ks" 

Ycs O NoO 

8, II' "our ans\\'~r is yes l'or question N[), 7. Wh,lI was you r reason(s) to 

Sl'p;:lr;lll' '? __ ___ , ---------------------------------------



9. How you rat<;: the pay you ge t from this bank frol11 other b,1I1ks in the industry') 
10. Do you get 'Illy incentivc besides your basic salary? .--' 

No O Yes _ J 

II, If your ansll'cr for question No 'S is "yes", Please specify each of the incentives, 

12, What impact do these inecnt ives havc on your work? 
13. Do you think the rcwards you received are sa ti sfactory to the effort you put in the job') 

14. J\re you sa ti sficdwith the eO l11pany pol,icy and environl11cnt? 
Yes O No O 

15. I I' your answcr 1'0 1' question 110, 14 is no, pl case give your reason(s), 

1(,. Is aciministnllion of thc 1110tivational progral11mes fair? 
Very rail' 0 Fair 0 Unfair 0 Very unfair 0 
17. II' your answer is uilfair or very unfair please the reasons for the unfail'll css , 

I S, Do vou e.\ercise I'ull authority on yourJob you ass igned for? 
Ycs O No O 

I'l, Is YO lll'j ob challenging? 

Yes O No 0 
20, 11011' do you el';lIuatc the leadership CJwlli ty of the managers') r---' r-, 0 0 r---, I' .\ccllcnt _~ Vcrv good L ~ Good L Poor Very poor '--J 



21, Du you I'CCCI\'C an equitable I'ecognition 1'0 1' e,tl';' performance~ 

Ycs D No 0 

Inlcn'ie,, ' Q llcstions 10 lVlallagers or Awas h Intcl'llalional Bank S,C 
1-1 0\\ ' do yo u scc the motivational schemes applied in youI' l"lIlk~ 

2 Are thcy dcvclopcd b<lscdthc employees need and expec tation') 
J Do you beli eve Ih,H YO llr bank orrer: the best Illot ivalional scheme frolll th e 

industry') 

.j In whi ch orthc moti v,lIi onal schcmcs docs the banks employees arc hi ghl y 
sa ti s Ii ceP 

5 Do you see any gap between youI' moti vational scheme and cmployecs 
c,pcctation 

(j Wha t type of moti,'ational too ls do you apply 1'0 1' th c best performer empl oycc') 
Fol' less performer') And average') 

7 Dc) the banks motivati ona l schemes get I'cv ision on periodical basis') 
S ,'I'C thel'c times when youI' employees asked for sa lary increment~ Incenti ves 

lllodiliCl.lliutls? Elc Wllll1 was your respollse? 

') II'h,n good Icssons do other bank s can learn fl'Om practice of identi fying 
employee moti vatioll<ll schcme~ 

10 ' What is employees turn over rate of you I' ol'ganization? 

II . Do you conduct an ex it interview for employees leaving your organization? 
12 , Wh,lI 'lre thc major I'easons 1'01' leaving yOll\' organization" 
13 ,Do you have an y kind of in formal associations or formal once like f'ootball 

team and the like, 

1-1 Docs the bank have any stl'a tcgies to expose employees' to nell' and 
clwll cngingjobs in ol'dcr to avoid monotonous feelings') 

15 Docs the b"nk pl'ovide tl'aining and development opport uniti es to cmployees') 
16 Do employecs parti cipat e: in the de velopmcnt of motivational programs') I f yes 

how" 

17 Docs your ll'Ioiivational Jll'Og ralll cons idcr indi vidual difTcrences in their nceds') 

I 

, 
I 

/ 
I 

\ 

/ 



10 Ooes the ":IIl!; ha\'c <In)' lllechaniSIll in evaluati ng the cfii.;ctivcllcss 01' the 

motivation program? 


	MX-M464N_20210611_162602
	MX-M464N_20210611_162627

