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Abstract

Optimal employee performance is at the heart ofyegeganization. However, there are myriad
challenges which hinder employee productivity, keyong them, employee motivation. Despite
all the efforts that organizations continue to puplace to enhance performance, employees’
motivation still remains a big challenge. The mpimrpose of this study was to examine the
motivational strategies affecting employee produistiin banking industry in Kenya. A case
study research design was adopted for its apptepeas in terms of providing key background
information that can inform further research. Thedg examined the effect of monetary reward
strategy, job enrichment strategy, training andettgument strategy and team building strategy
on employee productivity in the selected commergéik in Kenya. The sample size consisted
of sixty six (n=66) members of staff from 8 branslu the bank. Purposive sampling procedure
was used to pick only one commercial bank basets@ize by asset. On the other hand, random
sampling procedure was used to select the resptmdem various branches of the bank.
Questionnaire method, owing to its strengths inirgatime and upholding the principle of
confidentiality, was used to collect data from trespondents. The collected data, being
guantitative were processed with the help of Stetis Package for Social Sciences (SPSS).
Descriptive statistics were used in data analydi® analysis revealed that monetary rewards,
job enrichment and employee productivity in theestdd bank were strongly positively
correlated, r(66) = .74, and .67 respectively. Havetraining and employee productivity were
moderately positively correlated, r(66)=.55. Thedst recommends the modeling of employee
motivational strategies for enhancement of emplgyeductivity in the banking industry.

Keywords. Employee productivity, employee performance, job enrichment, employee promotion,
monetary rewards, motivational strategies, training and devel opment, work environment

1. Introduction

Motivation is one of the key strategies that canused by organizations to achieve better
business outcomes (Armstrong, 2006). There areowsiriechniques that can be adopted to
motivate people including but not limited to rewsrdctions to satisfy needs and psychological
processes. This study examines the concept of atmtivwith reference to banking industry in
Kenya.

Today, in an environment of global competition, f@Enks to achieve long term performance
solutions, they must be able to merge motivatioth stnategy. According to Armstrong (2006),
merging motivation and strategy remains one ofbigt initiatives that should be carried out by
management to have a happy and satisfied workforce.
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In Kenya, there are forty two commercial banks and mortgage financial institution (Central
Bank, 2016). As the number of banks continues toegse, so are the challenges. Some of the
main challenges facing the industry are associatéidl internal human resource management
factors while others are external. The challengegeneral include human resource management
issues, technological and security risks (Muth#i13), regulatory environment and economic
melt down (PWC, 2009), among others. Amidst thesads, motivation of the workforce in the
banking industry remains the most fundamental corapb for optimal performance of the
industry (Mukhalasie, 2010). However, the extentMuich human resource issues have been
managed for improved productivity appears to belaaic Therefore, this study intended to
examine the effect of motivational strategies orpleyee productivity with reference to one
selected commercial bank in Kenya.

2. Methodology

The study adopted a case study research desigrh wi@s quantitative in its approach. This
design is the best suited for gathering descripitnfermation; where the researcher wants to
know about people’s feelings, attitudes or prefeesnconcerning one or more variables through
direct query (Kothari, 2010). The target populatfor the study consisted of all the employees
of one commercial bank in Kenya located within MairCounty. The sample size consisted of
eighty five (n=85) members of staff from 8 branclbéshe bank in Nairobi. Out of these, sixty
six responded to the questionnaire.

Non-probability and probability sampling proceduvesye used to arrive at the sample.
Purposive sampling procedure was used to arritleeagelected bank given its size by asset and
human resources. Random sampling procedure wadwusedve at the sample of the staff
members working in the bank.

Questionnaire method, owing to its strengths inrgatime and upholding the principle of
confidentiality, was used to collect data from st@ff members working in the bank. The
guestionnaire consisted of a series of questiodo#rer prompts for the purpose of gathering
information from respondents on the key motivatl@teategies affecting employee productivity
in the case bank.

To establish the validity of the research instrutrtye researcher sought opinions of experts
from the university. This facilitated the necessagyision and modification of the research
instrument thereby enhancing validity. Further, #tady assessed the responses and non-
responses per question to determine if there waseghnical dexterity with the questions asked.

After data collection, the filled-in and returnedegtionnaires were edited for completeness,
coded and entries made with the help of the StaidPackage for Social Sciences (SPSS).
Descriptive statistics were used in data analy$is.results were reported using frequencies and
percentage and summarized in tables and figures.
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3. Results
3.1 Demogr aphic Char acteristics

Slightly over half (55%) of the respondents werdasnavhile the remaining 45% were females.
The majority (75.8%) of the respondents had atththe university level of education, another
15.2% of them were pursuing or had pursued thenskpost graduate degree. Only 9.1% had

tertiary, certificate, diploma and other certifieggrograms. A third (33.3%) of the respondents
had an experience of 5 years and below. Anoth&%34ad an experience of 6-10 years. The

remaining 31.8 %, had an experience spanning 1tk yewl above.

3.2 Monetary Reward factorsinfluencing employee productivity

The study examined various monetary reward fadt@atscould be used to motivate employees
for better performance. The respondents were askiedlicate the factors in their organization
which motivated them the most and helped increasie performance. The hypothesized factors
included salary, allowances, annual bonuses andshmrcrements. Figure 1 shows the
distribution of the respondents by the reward fisctbat motivated the employees the most.
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Figure 1. Reward factors that motivated employbaesnost

Half (50%) of the respondents indicated that sataoyivated the employees the most and helped
increase productivity. Other factors such as alluvea (10.6%), annual bonuses (15.2%) and
annual increments (19.7%) also contributed to sextent to the motivation of the employees in
the bank.

3.3 Job Enrichment Strategies | nfluencing Employee Productivity

The study sought to find out the enrichment stiatethat influenced employee productive in the
case bank. The strategies considered included grorkonment, work load and promotion.
Figure 2 shows the distribution of the respondents.
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Figure 2: Job enrichment strategies that motivatpleyee the most

The majority (73%) of the respondents indicated jbla promotion motivated them the most.
Another 15% of them indicated that work environmerdtivated them the most followed by
12% who felt that recognition was the major moiwaal strategy.

3.4 Effect of Training on employee performance

In order to establish whether training influencedfprmance, the respondents were asked to
indicate if they could perform well without beingined. A vast majority (77%) felt that they
could not perform well without training and devetognt. However, the remaining 23%
indicated they performed well without necessardyihg undertaken further training and
development.

3.5 Correlation between motivation strategies and employee productivity

Correlation analysis was performed in order to mheitee the association between the various
motivational strategies and employee productivityhie selected bank. Table 2 shows the
correlation matrix.

Table 1: Correlation matrix

Variables 1) 2) 3) 4)
1) Employee Productivity 1.00

2)  Monetary rewards 74 1.00

3) Job enrichment .67 465 1.00

4) Training .55 677 531 1.00
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Monetary rewards and Employee Productivity werersily positively correlated, r(66) = .74. .
Job enrichment and employee productivity were stemngly positively correlated, r(66) = .67.
However, training and employee productivity werederately positively correlated, r(66)=.55.

4. Discussion

A number of studies have been conducted in thegratictors influencing employee
performance. Employee motivation is one such nfajtor of performance. Motivation has
been linked with factors such as monetary rewamgloyee training and development, and job
enrichment factors such as promotion which are kntainfluence employee productivity
(Muogbo, 2013; Armstrong, 2006). This study fouhdttmonetary rewards and employee
productivity were strongly positively correlate@®) = .74. This is consistent with what
Armstrong (2006) observes that when employees at&vated through monetary rewards, their
performance of work is high. According to thisdtupay was the most influential motivational
strategy of monetary nature. Others included anboalises and annual increments.
Commissions also played some role towards motigamployees for enhanced performance.

The study also examined three job enrichment gfiedehat are likely to influence employee
motivation and therefore their productivity. Théaetors included promotion, work environment
and recognition. Interestingly, among these factmsmotion was the most favourable factor of
employee motivation, with 73% of the respondentsciating that it motivated them the most.
An earlier study by Malik, Danish & Munir (2012)sa showed that promotion had some
influence and partially significant to the job séiction. Interestingly, only 15% of the
respondents indicated that they were motivated impsgtork environment. Previous studies
have shown that work environment motivates empleye®l helps to improve performance. A
study by Ajala (2012) showed that workplace enuvinent had an effect on “worker’s welfare,
health, morale, efficiency, and productivity”.

Owing to the need for better performance, orgaiumatcontinue to create opportunities for
employee training and development. Whether the mmane energy spent in employee training
is paying off in the baking sector is another quasaltogether. This study found that employee
training and productivity in the selected bank we@derately positively correlated, r(66)=.55.
Along this line, Wright & Geroy (2001), observe tleenployee competencies which are gained
through training not only improve employee ovepaiformance but also builds knowledge,
skills and attitudes that further contribute togmeral and organizational development. Despite
the role played by employee training, it is notd@fault that it influences performance without
further integration of other employee motivatiostrthtegies.

Given this discussion, it is only fair to deducattiaarious motivational strategies contribute to
employee performance. This is to say, that empl@geBrmance is not limited to adoption of
one motivational strategy but to an integratiomhef major factors including but not limited to
monetary rewards, promotion, work environment, gaitoon and training. There are also
personal drive factors that play a critical rolemployee motivation and therefore the very
performance.
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5. Conclusions
The study concluded that:

Monetary rewards such as pay, allowances, annumidas and annual increments are highly
likely to improve the bank’s employee motivatiordaherefore their productivity.

Promotion is a major strategy of motivation whieémde used by the bank to build employee
motivation and therefore their productivity.

Employee training and development is another nfajctor of employee motivation which the
bank can embark on. However, its influence is matotly proportional to employee productivity
since there are other confounding factors.
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