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Abstract 
Organizational success is highly dependent on the input of the employees in this 
respect; it is important that the employees are motivated.  The study intended to 
establish the relationship between motivation and employee performance. The 
study was guided by Expectancy theory and the goal-setting theory. The 
researcher adopted a descriptive survey design.  Primary data was collected 
using structured questionnaires, secondary data was collected using employee 
performance appraisal scores. The findings established that motivation of the 
employees at Avenue is influenced by training and development, job security, 
salaries and benefit, job satisfaction, and employee recognition. The findings 
indicated that employee recognition had the highest positive and significant 
correlation with employee performance, this was closely followed by job security, 
then training and development of the employees, salaries, and benefits had a 
moderate correlation, and lastly, job satisfaction had a small but definite 
correlation with employee performance. From the findings, the organization 
needs to develop employee recognition policies and make sure that they are 
known to the employees of the organization. The organization needs to build the 
confidence of the employees with regards to their job security. Avenue hospital 
Kisumu needs to create opportunities for employee training and development. 
The organization also needs to improve its medical benefits to the employees. 
The study concluded that motivation influenced the performance of employees at 
Avenue Hospital Kisumu. 
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BACKGROUND OF THE STUDY 
Organizational success is highly dependent on the input of the employees. In this respect, many 
organizational management studies have focused on the role of employee motivation in enhancing the 
performance of the employees in an organization (Dobre, 2013; Bright, 2007; Zameer, Ali, Nisar, & Amir, 
2014). Moreover, it is essential to note that people have various needs that are in a constant state of 
competition with other factors. While each employee has different needs, their drives tend to vary. For 
instance, some employees are driven by the need for achievement and self-actualization; others are 
inspired by job security (Dobre, 2013). Hence, if the managers are in a position to understand, predict, 
and control employee behaviors, they should also understand what the employees expect from jobs. In 
this respect, the managers must understand what the employees need and desist from making baseless 
assumptions. Therefore, the human resource manager must learn about what motivates employees in the 
organization and formulate policies that enhance motivation and performance. 
This study was anchored on the Expectancy theory (Vroom, 1964) and Goal Setting Theory (Locke 
&Latham, 2002). The expectancy theory postulates that employees are compelled to act in a certain 
manner depending on the strength of an expectation that a given outcome will follow the action in this 
respect, the theory indicates that an employee might be motivated to perform better when they believe 
that the good performance will result to a good performance evaluation score and this shall result into the 
realization of personal goals in the form of some rewards. The theory focuses on three things; the efforts 
and performance, performance and reward relationship, rewards, and personal goal relationships (Cole, 
2004). The second theory, which forms the theoretical foundation of the study is the Goal Setting theory. 
The goal-setting theory was proposed in 1979 by Locke (Locke & Latham, 2015) it suggests that 
challenging and specific goals enhance human performance because they affect attention, effort, and 
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persistence. To be effective, managers need to be keen on goal difficulty, goal specificity, goal 
commitment, participation in setting goals, and feedback to employees. 
Avenue Group of Companies (AGC) is a private healthcare company, established in 1976 as a nursing 
home in Nairobi. Over the years, it has grown to have two hospitals and seventeen outpatient clinics. It 
operates under the Ministry of Health Regulations and is licensed to operate by the Medical Practitioners 
& Dentists Board. In the last two years, the group has changed ownership more than ones. It was first 
sold to the PE Abraaj group of companies, a multinational based in the United Arab Emirates in 2017 
(Ngugi, 2017). In May 2019, the firm was acquired by TPG, an American private equity group, after the 
directors of PE Abraaj were charged with fraud (Cooper & Clark, 2019). 
The reorganization and change of ownership of the company resulted in significant employee turnover in 
2018. In the same year most, employees joined Kenya Union of Domestic, Hotels, Educational 
Institutions, Hospitals & Allied workers (KUDHEIHA), citing dissatisfaction with the various aspects of 
their work. This prompted the organization to engage in Interlink Management & Development 
Consultants (IMDC) to conduct an employee engagement survey in 2018. The survey results pointed out 
critical areas of concern for most employees being salary, benefits, recognition, training, and 
opportunities for growth, among others. The survey identified the problem which this study aims to 
research and understand how to motivate the employees to achieve desired outcomes in terms of quality 
patient care, thereby increased revenue for the organization due to enhanced performance. The change in 
ownership of the company has resulted in policy changes that have affected the benefits of the employees 
adversely. 
 
The Concept Motivation 
Various scholars have defined motivation in many ways. Broussard & Garrison (2004) defined motivation 
as the attribute that moves us to do or not to do something. Kreitner (1995) defines motivation as a 
psychological process that gives behavior, purpose, and direction. Motivation can be defined as a 
predisposition to behave in a purposive manner to achieve specific unmet needs (Bufford, Bedeian, & 
Lindner, 1995). 
Motivation can be described as a management process, which encourages people to work better for the 
overall benefit of the organization, by providing them motives, which are based on their unfulfilled needs 
(Herzberg, 1959). Motivation is also described as the activation of goal-oriented behavior, and it has two 
primary forms, intrinsic and extrinsic (Bufford, Bedeian, & Lindner, 1995). 
Moreover, Dobre (2013) argues that motivation helps the organization create a competitive advantage 
over the competitors by making employees work towards a specific goal. In this study, the variables of 
motivation included: salaries and benefits- a well-compensated employee is propelled to perform well. 
The second variable is employee recognition, which refers to the acknowledgment of good work by the 
employer or colleagues. The third variable is job satisfaction, which is the employee's contentment with 
their work and remuneration they get from it; thus, they perform well. Fourthly, job security, which 
infers to certainty about the future in a job, makes the employee motivated to perform better. Lastly, 
employee training and development that helps in the development of skills and knowledge and are both 
beneficial to the employer and the employees since it enhances performance. This study looked at the 
following variables of motivation; salaries and benefits, employee recognition, job satisfaction, job 
security, and training and development.   
 
Employee Performance 
Employee performance is defined as the achievement of specific tasks measured against a pre-determined 
or endorsed standard of accuracy, completeness, cost, and speed (Sultana, Irum, Ahmed, & Mehmood, 
2012). Cole and Kelly (2011) described employee performance as a progressive process of improving the 
work of an individual by aligning actual performance and the strategic goals of the organization. The 
existing studies on organizational performance such as the study by Zameer, Ali, Nisar, & Amir, (2014) 
and Dobre (2013) assert that businesses need individuals who perform highly to be able to steer the 
organization towards achieving various organizational goals such as offering unique products and 
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services that give the organization leverage against the competition. At an individual level, performance 
is also important. This is mainly because being able to accomplish certain tasks with ease gives one a 
feeling of accomplishment and satisfaction. Nevertheless, experiencing low performance and not 
realizing various organizational goals can be very demoralizing, and individuals might even consider it a 
personal failure. 
 Performance is multidimensional (Pradhan & Jena, 2017). Performance can be in the form of task 
performance, which comprises of the behaviors which include fundamental job responsibilities that are 
assigned as part of the job description. The task performance is dependent cognitive ability and is 
facilitated by task knowledge, skills in the task, and the habits in the task (Conway, 1999). The second 
dimension of performance is the adaptive performance, which denotes an individual's ability to 
acclimatize and offer the necessary support to the job profile in a dynamic work situation (Pradhan & 
Jena, 2017). Lastly, contextual performance refers to the prosocial behavior demonstrated by individuals 
in the working environment. such conduct is expected of an employee, but they are not overtly 
mentioned in the job description (Conway, 1999) 
Sharma (2012) argues that motivated employees often have the propensity to be productive than the 
employees who were not motivated. The author goes further to explain that if an employee is happy, they 
tend to perform better in the various tasks that they are undertaking. Furthermore, Scott (2016) indicates 
that the quality of work done in the organization is often a reflection of the commitment of the employees 
and their passion for the job that they are undertaking in the organization.   
 
Avenue Hospital, Kisumu. 
Avenue Hospital was established in 1976 by the late Dr. B.P Patel. The healthcare facility has since grown 
exponentially and currently has two hospitals and seventeen outpatient clinics in the country. The 
hospital is licensed by the Ministry of Health and the Medical Practitioners and Dentist Board. Just like 
the other healthcare facilities, Avenue Hospital has various employees and health practitioners who serve 
in different capacities. Avenue Hospital Kisumu has experienced challenges relating to human resource 
management that has seen some employees join KUDHEHIA- a trade union to help improve their 
working conditions. 
Moreover, in the survey by Interlink Management and Development Consultancy (2018), it was reported 
that the core areas of concern of the employees included salaries and compensation, opportunities for 
growth and training, among others. Besides, the survey also indicated that the hospital was most likely to 
suffer high employee turnover if the areas of concern are not addressed sufficiently on time. Considering 
the areas of concern pointed out by the report influence motivation, it is important to evaluate the 
relationship between motivation and the performance of employees at Avenue Hospital Kisumu. 
 
PROBLEM  

For an organization to perform and survive in the contemporary competitive business environment, it is 
imperative to have a highly motivated workforce (Dobre, 2013). Zameer, Ali, Nisar, and Amir (2014) 
confirms that there is a positive relationship between employee motivation and performance. 
Additionally, Aduo-Adjei, Emmanuel, and Forster (2016) argue that employees often perform well when 
they are motivated both intrinsically and extrinsically. However, motivation alone does not enhance 
performance (Libby & Luft, 1993). Factors such as ability and environment also come to play. Moreover, 
Aguinis (2009) states that besides motivation, employees need cognitive skills and physical abilities to 
perform their responsibilities in the organization.  
Avenue Hospital is one of the leading players in the private healthcare sector in Kenya. The group has 
branches all over the country. The firm has changed ownership twice within the last two years. In 2017, 
the hospital chain was acquired by the PE Abraaj Group of companies, a multinational based in the 
United Arab Emirates (Ngugi, 2017). In May 2019, the firm was acquired by TPG, an American private 
equity group, after the directors of PE Abraaj were charged with fraud (Ngugi, 2018). This change of 
ownership has resulted in uncertainty about the future of the organization, with most employees being 
concerned about their job security. The change of ownership has resulted in a change in the employee's 
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medical benefits, which is a primary concern for the employees. Moreover, the overtime rates have been 
reduced and replaced with a basic locum rate, which has resulted in absenteeism and a lack of interest in 
partaking overtime duties. Additionally, the company suffered high employee turnover after a number of 
the nurses in the facility sought employment in the county government, citing poor remuneration at 
Avenue Hospital. Furthermore, Interlink Management and Development Consultancy (2018) established 
that the organization had poor reward and compensation schemes, and the job satisfaction of the 
employees was low. The report also indicated that the employee’s prospects of promotion were low. 
Hence, the current study intends to evaluate the relationship between motivation and employee 
performance and how to effectively motivate the employees in Avenue Hospital in Kisumu County. 
Various global, regional, and local studies on motivation and employee performance have been carried 
out. A survey by Zameer, Ali, Nisar, & Amir (2014) on the relationship between motivation and 
performance in the beverage industry in Pakistan established that there was a positive and significant 
relationship between motivation and performance. Regionally, a study by Aduo-Adjei, Emmanuel, & 
Forster, (2016), on the impact of motivation on work performance of health workers in Ghana established 
that job satisfaction, logistic provision, and an enabling work environment were significant internal 
motivating factors that influenced the performance of health workers. The study also indicates that 
external factors such as financial rewards, accommodation, and transport also affect work performance. 
Locally, the researcher came across limited literature on motivation and performance. Omwega (2018) 
confirmed that there was a positive and significant relationship between motivation and performance. 
Similarly, Momanyi, Adoyo, Mwangi, & Mokua (2016) also conducted a study on motivation; however, 
they only focused on the impact of training on employee performance. Nyambegera & Gicheru (2016) 
focused on the internal and external factors of motivation among the flying doctors.  
A review of the empirical studies has revealed a number of knowledge gaps. Conceptually, cited studies 
(Nyambegera & Gicheru, 2016; Momanyi, Adoyo, Mwangi, & Mokua, 2016) focused on the factors 
influencing motivation. This study, however, focused on motivation and employee performance at 
Avenue Hospital Kisumu. Contextual gaps are also evident, cited studies (Aduo-Adjei, Emmanuel, & 
Forster, 2016; Zameer, Ali, Nisar, & Amir, 2014) were carried out in other countries; however, the study 
was being conducted in Kisumu, Kenya. Research between Omwega (2018) and Aduo-Adjei, Emmanuel, 
& Forster (2016) lacked a consensus on the method to be used in measuring the relationship between 
motivation and performance as Omwega (2018) used descriptive survey while Aduo-Adjei, Emmanuel, & 
Forster, (2016) used thematic content analysis. Hence, the proposed study intends to address the research 
question, "What is the relationship between motivation and employee performance at Avenue Hospital in 
Kisumu County?” 
 
LITERATURE REVIEW 
Theoretical Foundation of the study  

This study is anchored on the Goal Setting Theory and Vroom's Expectancy Theory. The goal-setting 
theory is connected to the expectancy theory since the goals are associated with rewards that the 
employee expects.  The two theories are relevant to the study since they illustrate the relationship 
between motivation and employee performance   
Expectancy Theory  

The expectancy theory is the most popular explanation of motivation and was proposed by Vroom (1964). 
The theory postulates that the strength of the inclination to act in a particular manner hinges on the 
strength of an expectation that the action will be followed by a given outcome and the attractiveness of 
that outcome to the individual (Van Eerde & Thierry, 1996). The theory explains that an employee can be 
motivated to perform better when they believe that better performance will ultimately result to a better 
performance evaluation which subsequently results in the achievement of their personal goals in the form 
of rewards. Therefore, motivation can be considered a product of valence -this is the affective (emotional) 
orientation people hold with reference to rewards expected. Instrumentality – refers to the belief that 
associates one outcome (performance level) to other outcomes. Expectancy- the strength of a person's 
belief on whether an outcome is possible. The theory is founded on three factors, efforts and performance, 
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rewards, and personal goals relationship and performance and reward relationship (Cole, 2004). This 
theory is paramount to the proposed study as it helps in showing the interaction and interrelationship 
between motivation and employee performance within the organizational setting. 
 
Goal-Setting Theory 

The goal-setting theory was advanced by Locke (1979) and explicates that motivation and performance 
are at the peak when individuals set particular objectives, acknowledge that the goals are hard to reach 
and receive feedback on the overall performance (Locke & Latham, 2015). The theory proposes that to be 
effective, managers have to be keen on, goal difficulty, goal specificity, goal commitment, employee 
participation, and feedback to employees. The theory goes further to explain that if the goals that are to 
be achieved are set high, the employees will be motivated to perform well and put in maximum effort. 
The theory is founded on the notion of self-efficacy,' which is often defined as the beliefs of an individual 
or employee that he or she has the capacity to carry out a challenging task (Reiss, 2004). The theory is also 
premised on the notion that individuals sometimes have the desire to reach a clear and defined final state. 
The theory is of relevance to this study since it helps in mapping the relationship between motivation and 
performance within the organizational setting. 
 
Motivation and Employee Performance 

Globally, numerous studies indicate that employee motivation is dependent on a myriad of factors. In 
this respect, the factors of employee motivation could be individual or environmental (Dobre, 2013). The 
author goes further to explains that employees can be motivated by recognition, training, and 
development, good working conditions, and appreciation. These assertions are further bolstered by 
Lambrou, Kontodimopoulos, and Niakas (2010), who argued that job satisfaction improved the 
performance of employees. Going by the assertions of these two studies, it is clear that motivation plays 
an integral role in the performance of the employees. Hence, indicating that there is a relationship 
between motivation and employee performance.  
Regionally, a number of studies on motivation and employee performance have been carried out. Reid 
(2004), in a study conducted in South Africa, indicated that in spite of the introduction of rural allowance 
in the South African hospitals in the rural setting, there was little impact on retention and the motivation 
of the healthcare workers. However, in a study by Aduo-Adjei, Emmanuel, & Forster (2016), the 
researcher confirmed that there were positive and significant relationships between employee motivation 
and performance. The authors went further to explain that just like financial incentives of motivation, 
non-financial incentives are essential in influencing employee motivation and hence, performance in the 
organization. Going by the varied views of the regional studies, it is vital to note that there is a 
relationship between motivation and performance; however, the relationship can either be positive or 
negative.  
Locally, the researcher came across limited literature on the motivational strategies that are used in the 
healthcare setting. One study that stood out is the study conducted by Momanyi, Adoyo, Mwangi, & 
Mokua (2016) that focused on the training of the employees as a means of promoting employee 
motivation. While this study is closely related to the current study, the emphasis was primarily put on 
training as a motivator leaving other motivators out. The second study that is closely associated with the 
present study is the survey conducted by Nyambegera & Gicheru (2016) that focused on the internal and 
external factors that influence the motivation of flying doctors in Kenya. While this study is closely 
related to the current one, it focused on the flying doctors and not a private healthcare setting. This 
clearly illustrates that there are significant knowledge gaps in this area of interest. Therefore, the 
proposed study intends to fill the knowledge gaps by investigating the relationship between motivation 
and performance.  
It is essential to note that the performance of employees can be evaluated in the organization (Murphy & 
Deckert, 2013). The most commonly used technique of assessing the effectiveness of the workforce is 
performance evaluation. Often performance appraisal is tailored to the organizational standards and 
often neglects the perception of the customers or the clients; however, in the healthcare sector, the best 
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way of measuring the performance of the employees is in terms of feedback and complaints reported to 
the facility. Thus, in the study, the researcher combined both organizational employee performance tool, 
the complaints and review feedback from the customers. 
Studies on the relationship between motivation and employee performance have made it clear that 
motivation influences performance and increases employee effectiveness. It is vital to note that most 
employees acknowledge that there are a number of innate variables that promote motivation. While there 
are studies that contravene the role of motivation on performance, most studies in human resource 
management acknowledge that performance is difficult to achieve with little or no motivation (Aduo-
Adjei, Emmanuel, & Forster, 2016; Bright, 2007). Therefore, the nexus between performance and 
motivation are symbiotic. Nonetheless, there are other mediating factors, such as the perception, ability, 
and stress of the employees. Indeed, motivated individuals may do more work; however, does the work 
performed lead to the productivity of the company? Driven workers may be more effective in the 
organization if they are provided with the pre-requisite training to complete the job. Besides, their 
perception of whether they are qualified enough for the task also plays a role in the performance of the 
employees. In this sense, it is vital that the human resource manager makes the initiative of recruiting 
qualified employees to allow them to pay attention to motivation alone. In most cases, the impetus comes 
with the pressure to deliver; however, excessive pressure might result in harm both in the long-term and 
short run. In this sense, it is vital that the employees strike a balance between work and life to ensure that 
the employees do not suffer from chronic fatigue. 
 
RESEARCH DESIGN 
The study adopted a descriptive design. A descriptive survey is concerned with describing, recording, 
and reporting information as they exist (Kothari, 2004). The study sought to establish the relationship 
between Motivation and Employee Performance in Avenue Hospital Kisumu. The research design 
allowed for the description of the employee motivation variables and performance. Often this technique 
is adopted when the data in question revolves around the opinions of the people, attitudes, and habits. 
Aduo-Adjei, Emmanuel, & Forster, (2016), successfully used the descriptive survey approach to establish 
the impact of motivation on the work performance in the Ghanaian health sector.  add one more citation 
Target Population 

The target population of the study was 217 employees of Avenue Hospital Kisumu drawn from all 
departments which included eight Medical doctors, one hundred and nine Nursing Personnel, twenty 
eight Clinical Staff (Laboratory Technicians, Pharmacy Technicians, Physiotherapists, Radiographers and 
Biomed), twenty seven Administrative staff (Audit, Finance, Customer Care, Medical Records, 
Marketing), forty two Support Staff (Catering,Security,Cleaners,Laundry and Transport), two Emergency 
Medical Technicians and one Home Care staff as depicted in table 3.1. 
 

Table 3.1 Target Population 
NO: DEPARTMENT Male  Female  TOTAL 

1 Medical – Doctors 4 4 8 

2 Nursing – Nurses & Patient attendants 18 91 109 

3 Clinical / Technical support – Lab, Pharmacy, 
Physio, Radiographers, Biomed 

14 14 28 

4 Administration & Service – HR, Audit, Finance, 
Customer Care, Medical Records, Marketing, PR 
& Finance 

7 20 27 

5 Support Services – Catering, Security, Cleaners, 
Laundry, Transport 

25 17 42 

6 Rescue – EMT 1 0 1 

7 Home Care 0 1 1 

TOTAL    217 
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Sampling 
 Morgan’s (1970) equation was  used to determine the sample size of the staff in the hospital based on the 
number of employees provided by the Human Resource Manager which was the entire study population. 
The sample population was  distributed based on the seven departments in the hospital. The departments 
with the highest number of employees were. The researcher used Krejcie and Morgan (1970) equation for 
its ability to determine a representative sample size (Krejcie & Morgan, 1970).  Systematic Stratified 
Sampling was used to allocate respondents to different strata according to the proportions in the 
department. The sample size is illustrated on Table 3.2 
Equation 

 
S 

= X2NP (1-P)/ d2 (N-1) + X2P(1-P) 

 
S 

= Required sample size 

X
2 

= The table value of chi-square for one degree of freedom at the desired 

  Confidence level 

N = The population size 

P = The populat ion  proport ion (assumed to  be  .50 since this  
would    Provide the maximum sample size) 

d = The degree of accuracy expressed as a proportion (.05) 

The Morgan and Krejcie (1970) equation  
 

Table 3.2 Sample size 

Department  Sample size 

Nursing  90 

Doctors  8 

Clinical/ technical support  8 

Support staff 16 

Administrative  6 

EMT  1 

Home care  1 

 
Data Collection 

Both primary and secondary data was collected.  Primary data was collected using a structured 
questionnaire based on Likert scale. This was adopted from Omwega (2018).  (Appendix xi).  The 
respondents were drawn from all seven departments within the hospital, Medical, Nursing, Clinical, 
Support Staff, Emergency Medical Technician and Homecare.  The questionnaire was administered by a 
research assistant directly to the respondents.   
Secondary data was sourced from the Human Resource Manager through the performance appraisal 
results for the respondents (Appendix xii) and the staff register.  Customer survey feedback was not used 
since it could not be linked directly to the specific employees included in the study. 
 
Data Analysis  
The completed questionnaires  were cleaned and edited for purposes of ensuring completeness. The 
information was then coded and entered into the Statistical Package for Social Sciences (SPSS V 25.0).  
Using the software, descriptive statistics (the measures of central tendency) were used to determine the 
proportions and frequencies  of the study variables for motivation. Correlation tests were used to draw 
inferences about the population from the sample. The results were presented in the form of tables 
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DATA ANALYSIS, FINDINGS AND DISCUSSION  
Response Rate 

The study targeted 130 respondents from which 73 questionnaires were returned, which is a 75.3 % 
response rate.  Rogers, Miller and Judge (2009) posited that a response rate of 50% is acceptable in 
descriptive social sciences, Mugenda and Mugenda, (2003) observed that 50% response rate is adequate, 
60% good, while over 70% is rated as very good. Babbie, (2010) asserted that a return of 50% is adequate. 
 
Respondents’ Demographics 
The study sought to establish the demographic characteristics of the respondents. 
 
Gender of the respondents 

Table 4.1 Gender of the Respondents 
 

 Frequency Percentage 

Male  27 37% 

Female 46 63% 

Total 73 100% 

Source: Survey Data (2019) 
From table 4.1, it was established  that that female employees form the majority the respondents at 63% 
while the male is represented by 37% These findings indicate that Avenue Hospital Kisumu is not biased 
in its recruitment and employment; however, the facility is dominated by females over their male 
counterparts. This phenomenon is brought about by the fact that the nursing profession is dominated by 
women (Barrett-Landau & Henle, 2014).  
 
Age of the respondents  

The respondents were asked to state their age.  
Table 4.2: Age groups of respondents 

Age Frequency Percent 

Under 30 29 39.7 

31-40 29 39.7 

41-50 15 20.5 

Total 73 100 

Source: Survey Data (2019) 
 
From the frequency table 4.2, majority of the employees of Avenue hospital are below 30 and between 31-
40 years of age 28  (39.7%); Employees between 41-50 years of age make the smallest proportion of the 
members of staff of the healthcare facility at 15 (20.5%)  

 
Table 4.3: Tenure at Avenue Hospital Kisumu 

 Frequency  Percentage 

Under 2 years 11 15.1 

2-3 years 30 41.1 

3-6 years 32 48.1 

Total 73 100 

Source: Survey Data (2019) 
 
Table 4.3 showed that majority of the employees had served Avenue for a period of  between 3-6 years 
(48.1%)  and between 2-3- years both at 41.1%. It also showed that (15.1 had worked for less than one 
year. This indicates that the rate of employee turnover is low.   
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Motivation Variables 

Table 4.4: Aspects of Salaries and Benefits 

Aspects of Salary and Benefits N Mean  Standard Deviation 

My pay is competitive compared to what I would be 
paid elsewhere 

73 3.07 1.26193 

My pay is commensurate to my performance, 
competence and overall contribution to Avenue 

73 3.05 1.25710 

My leave benefits are adequate 73 3.14 1.22831 

My medical benefits are adequate 73 2.77 1.16094 

Grand Mean  3.01  

Source: Survey Data (2019) 
 
Based on a scale of 1-5, the respondents agreed that; their pay was competitive to what they would be 
paid elsewhere; their pay was commensurate to their performance and overall contribution to Avenue 
and that their leave benefits were adequate. However, they did not believe that their medical benefits 
were adequate (Mean = 2.7671).  Moreover, the total mean of the responses (mean = 3.01) shows 
agreement in the responses of the study participants. Higher means that are closer to 5 shows high levels 
of the agreement, while means that are closer to zero show higher levels of disagreement. This finding 
concurs with research by Zameer et al. (2014), who found a significant relationship between salaries and 
benefits and employee performance. 
 

Table 4.5: Aspects of Employee Recognition 

Aspects of Employee Recognition N Mean  Standard 
deviation 

The organization has an appreciation program 73 2.92 1.23326 

work you do in this organization 73 4.04 1.04667 

I am aware of the criteria for receiving any 
appreciation at work.  

I am aware of the criteria for receiving any 
appreciation at work 

73 

3.23 1.1963 

aAppreciation is important to me. 
 

Appreciation is important to me 

73 

4.34 0.94603 

Total  

Grand mean  

 

3.63  

Source: Survey Data (2019) 
 
From the Likert scale, a majority of the employees agree that it is meaningful for them to be appreciated for 
the work they do in the organization (Mean= 4.04). The employees considered appreciation important to 
them (Mean= 4.34). However, most of the employees disagree that the organization has an appreciation 
program (Mean=2.92). Besides, most of the employees were unsure about the criteria that are used to 
appreciate the employees in the organization. The grand mean of the variables in this respect is 3.63, which 
is closer to 5, meaning that the employees agreed more that employee recognition promotes employee 
performance. This finding is consistent with the study by Dobre (2013) that employee recognition influences 
the performance of the employees in an organization.  
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Table 4.6:Aspects of Job Satisfaction 

Aspects of job satisfaction  N Mean Standard Deviation 

I would turn down an offer from another 
organization if it came tomorrow 

73 3.15 1.30885 

I’m doing something I consider worthwhile  73 4.36 .67433 

I feel valued for my contributions 

 
73 3.88 1.17787 

I have the necessary tools and equipment for my 
work 

73 3.9 1.20375 

Grand mean  3.82  

Source: Survey Data (2019) 
 
The response of the employees on various aspects of job satisfaction indicated that the employees were 
satisfied. A majority of the employees agreed that they consider what they are doing worthwhile (mean= 
4.36).  The employees seemed to be unsure about turning down a job offer from another organization 
(mean = 3.15). Nevertheless, the grand mean (3.82) of the responses showed agreement that job 
satisfaction improved employee performance; this finding is consistent with the study by Lambrou et al. 
(2010). 

 
Table 4.7:Aspects of Job security 

Aspects of Job security N Mean  Standard 
Deviation  

There is a clear policy on disciplinary actions within the 
organization (warning letters, suspension, and summary 
dismissal) 

 4.27 1.10881 

The organization is financially stable  4.38 .87607 

The organization can outsource my services   3.45 1.13089 

I feel secure in my job  3.64 1.12262 

Grand mean   3.94  

Source: Survey Data (2019) 
 
The findings indicate that the majority of the employees are certain that the organization can outsource 
the services that they offer (Mean = 3.45). The participants of the study agree that the organization is 
financially stable (Mean =4.38). The overall mean of the findings (Mean= 3.94) confirm that the 
respondents believe that job security affects the performance of the employees these findings are 
consistent with the findings of Omwega (2018) who confirmed that job security influences the 
performance of employees  
 

Table 4.8: Aspects of Training and development 

Aspects of Training and development N Mean  Standard 
deviation  

We have opportunities for training and development 73 3.75 1.17593 

Training and development opportunities information is 
readily available 

73 3.73 1.21633 

Selection for training and development is free and fair 73 3.52 1.33447 

Training and development is important to me 73 4.42 .97065 

Grand mean   3.86  

Source: Survey Data (2019) 
 
The employees in the organization agree that training and development is important to them (mean= 
4.42). The respondents agreed that there are opportunities for training and development in the 
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organization (Mean= 3.75). The total mean of the response (Mean = 3.86) indicates that training and 
development influences the performance of the employees. This finding is consistent with the findings of 
Aduo-Adjei et al. (2016) & Momanyi, et al. (2016) 
 
Motivation and employee performance 

Pearson's correlation coefficient refers to a method of computing the association between two continuous 
variables. Pearson’s correlation has functions that indicate significance, direction, strength, and the 
significance of the bivariate analysis that show the relationship between the variables. The variables are 
measured at a ration level (Sekaran, 2003). Based on the research, the correlation coefficient is measured 
by range from -1.0 and +1.0. thus, if there is a perfect negative linear relationship the r-value is below -1.0 
on the other hand if the linear relationship is a perfect positive the r-value is +1.0 
 
Salaries and benefits with employee performance  
 

Table 4.10: Correlation between salaries and benefits with employee Performance 

 

 Salaries and benefits Employee 
Performance 

Salaries 
and 
benefits 

Pearson 
Correlation 

1 .474 

Sig. (2-tailed)  .112 

N 73 73 

Employee 
Performan
ce 

Pearson 
Correlation 

.474 1 

Sig. (2-tailed) .112  

N 73 73 

Source: Survey Data (2019) 
 
The table above shows a positive relationship between salaries and benefits and employee performance, 
considering the correlation coefficient is positive. Salaries and benefits have r = 0.474 correlation with 
employee performance. Hence, better salaries and benefits result in higher employee performance. With 
respect to strength, the r-value of 0.474 falls in the 0.41 to 0.71; hence, the relationship between salaries 
and benefits and employee performance can be considered moderate. The relationship between salaries 
and benefits and employee performance is significant.   
 
Employee Recognition and Employee Performance 

 
Table 4.11: Correlation between Employee recognition and Employee performance 

 

 Employee Recognition  Employee 
Performance 

Employee 
Recognition 

Pearson 
Correlation 

1 .717 

Sig. (2-tailed)  .268 

N 73 73 

Employee 
Performance 

Pearson 
Correlation 

.717 1 

Sig. (2-tailed) .268  

N 73 73 

Source: Survey Data (2019) 
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The table above shows a positive correlation between employee recognition and employee performance 
r=0.717. The coefficient correlation of 0.717 indicates that the positive relationship is high. The relationship 
between employee recognition and employee performance is significant since the P-value <0.0001 is less 
than alpha value 0.05. Thus, from the findings, employee performance is high when the organization has 
employee recognition practices 
 
Job satisfaction and Employee Performance 

 
Table 4.12:Correlation between job satisfaction and Employee Performance 

 

 Job satisfaction  Employee Performance 

Employee 
Performan
ce 

Pearson Correlation 1 .387 

Sig. (2-tailed)  .143 

N 73 73 

Job 
satisfaction 

Pearson Correlation .387 1 

Sig. (2-tailed) .143  

N 73 73 

Source: Survey Data (2019) 
The findings in the table above show that there is a small but definite correlation between job satisfaction 
and employee performance r= 0.38673. The correlation between the variables is positive. Moreover, the 
relationship between job satisfaction and employee performance is significant, considering the p-value of 
the <0.0001 is less than the alpha value 0.05. This finding indicates that the promotion of job satisfaction 
can help an organization improve the performance of the employees.  
 
Job Security and Performance 

Table 4.13: Correlation between job security and Employee Performance 

 

 Job security  Employee Performance 

Employee 
Performan
ce 

Pearson Correlation 1 .623 

Sig. (2-tailed)  .143 

N 73 73 

Job security  
 

Pearson Correlation .623 1 

Sig. (2-tailed) .143  

N 73 73 

 
Table 4,13 shows there is a positive relationship between job security and employee performance because 
of the value of r = 0.623. The value of r falls between ±0.41 – ±0.70, indicating that the relationship is 
moderate. This implies that that employees perform better when they are certain about the future of their 
job.  

Table 4.14:Correlation between Training and development and Job Performance 

 Training and 
development  

Employee Performance 

Employee 
Performan
ce 

Pearson Correlation 1 . 530 

Sig. (2-tailed)  .143 

N 73 73 

Training 
and 
developm
ent 

Pearson Correlation . 530 1 

Sig. (2-tailed) .143  

N 73 73 
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The table above shows there is a positive relationship between training and development and employee 
performance because of the value of r = 0.530. The value of r falls between ±0.41 – ±0.70, indicating that 
the relationship is moderate. This implies that that employees are more motivated if opportunities for 
training and development are available in the organization 
 
DİSCUSSİONS OF THE FİNDİNGS  
The findings indicate that motivation is impactful to employee performance at Avenue Hospital Kisumu, 
Kenya. In staff training and development, the average of the findings is 3.86, which is closer to 5, 
implying that the respondents agreed more that staff training and development influenced performance. 
According to the Expectancy Theory, Vroom (1964), individual attributes such as skills, knowledge, 
experience, personality, and abilities, influence employee performance. Job security also has an impact on 
the motivation of employees Mean= 3.94. This figure is closer to 5, implying that job security on employee 
motivation was high on employee performance at Avenue hospital Kisumu, Kenya. This finding concurs 
to the study by Nyambegera & Gicheru (2016), who reported that certainty about the future in a job helps 
in improving the performance of the employees. This finding can also be linked to the expectancy theory, 
according to Omwega (2018), who avers that expectation is a belief that if one puts in more effort, it 
ultimately results in higher performance.  
On salaries and benefits, the responses of the respondents differed significantly. The mean of 3.01 shows 
that salaries and benefits influence their performance. The respondents disagree that their medical 
benefits are adequate (mean = 2.77). These findings on salaries and benefits are consistent with the results 
of Aduo-Adjei et al. (2016), who argued that extrinsic factors such as salaries and benefits help in 
improving the motivation of employees and ultimately the employee performance in the organization. 
These findings can also be associated with the expectancy theory, whereas employees perform highly to 
be able to earn higher salaries and benefits (Omwega, 2018). Moreover, employees confirmed that job 
satisfaction influenced their performance in the organization mean (3.82) and agreed that the 
organization had provided the right equipment to be used in carrying out the various tasks. This finding 
is consistent with the study by Lambrou, Kontodimopoulos, & Niakas (2010), which confirmed that job 
satisfaction improved the performance of the employees. According to the goal-setting theory, managers 
need to be keen on goal specificity and provide the employees with the right equipment (Locke & 
Latham, 2015). The participant indicated that the organization provided them with the right equipment. 
In a nutshell, the findings of the research are consistent with the studies by Aduo-Adjei, et al. (2016), 
Dobre, (2013); Zameer, et al. (2014); Momanyi, et al., (2016); and Omwega, (2018) which confirm that there 
is a positive and significant relationship between employee motivation and employee performance. 
 
SUMMARY 
The study established that a majority of the employees at Avenue hospital Kisumu were female, and they 
formed 63%, and men were represented by 37%. The study also established that a majority of the 
employees of Avenue hospital were below 40 years with a cumulative on 79 %.  Moreover, the study 
indicated that a majority of the employees had served in the company in the period between 2-3 years 
and 3-6 years, with six years being the longest period.  
The factors influencing employee motivation salaries and benefits had a strong influence on employee 
performance with a mean of (3.01). Moreover, employee recognition had a strong influence on employee 
performance with a mean of (3.63). Job satisfaction also had a strong influence on employee performance 
mean (3.82). Job security had a strong influence on employee performance mean (3.94). The study also 
indicated that the influence of training and development on employee performance was high (3.86). 
The Pearson’s correlation analysis also indicated that there was a high positive and statistically significant 
correlation between employee recognition and employee performance  r=0.717, the analysis also 
confirmed that there was a positive and significant relationship between job security and employee 
performance r = 0.623; the correlation between training and development and employee performance was 
also significant r = 0.530; the correlation analysis also indicate that salaries and benefits had a moderate 
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positive correlation r = 0.474. The results also indicate that the correlation between job satisfaction and 
employee performance was small but definite r = 0.387. 
 
CONCLUSİON  
 This study evaluated motivation and employee performance at Avenue Hospital Kisumu.  The findings 
have established that motivation of the employees in Avenue is influenced by training and development, 
job security, salaries and benefit, job satisfaction, and employee recognition. The findings indicated that 
employee recognition had the highest positive and significant correlation with employee performance; 
this was closely followed by job security, then training and development of the employees, salaries, and 
benefits had a moderate correlation, and lastly, job satisfaction had a small but definite correlation with 
employee performance. These findings are consistent with the studies by Aduo-Adjei, et al. (2016), Dobre, 
(2013); Zameer, et al. (2014); Momanyi, et al., (2016); and Omwega, (2018) which confirm that there is a 
positive and significant relationship between employee motivation and employee performance 
 
RECOMMENDATİON FOR POLİCY AND PRACTİCE  
A number of issues emanated from the findings that warrant recommendations for the organization to 
take into account. The organization needs to develop employee recognition policies and make sure that 
they are known to the employees of the organization. The organization needs to build the confidence of 
the employees with regards to their job security. Avenue hospital Kisumu needs to create opportunities 
for employee training and development. The organization also needs to review its policy on staff medical 
benefits since most respondents indicated that the it was inadequate.  
 
LİMİTATİON OF THE STUDY  
The study was conducted at Avenue Hospital Kisumu, where the employees report to work in shifts and 
are often busy caring for the patients. In this regard, it was difficult to meet some employees due to their 
busy schedules. Secondly, the study used a close-ended questionnaire; thus, it restricted the participants 
from expressing their views broadly. Moreover, some of the respondents were suspicious of the 
questionnaires; however, this limitation was overcome by using a research assistant to collect data from 
the employees and assured them of their confidentiality. 
 
SUGGESTİONS FOR FUTURE STUDİES  

The study was conducted at Avenue hospital Kisumu, and the findings cannot be generalized to other 
institutions; hence, there is the need to conduct further research in the area of interest. Moreover, the 
concept of employee motivation is broad; thus cannot be studied exhaustively; it is important that other 
aspects of motivation are evaluated. The study also recommends that further studies need to carried out 
in other private healthcare facilities. Additionally, it is important to conduct a longitudinal study to 
promote inclusion of the participants.  
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