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Abstract
The purpose of this study is to investigate the motivation level of public organization employees in
Ethiopia, Tigray region. Data was collected from purposively sampled five public organizations and
264 sample employees were selected using simple random sampling technique. Structured
questionnaire of Ryan and Deci intrinsic motivation model of the Self Determination Theory and
some extrinsic addressing question was adopted. The collected data was analyzed using SPSS version
20. The analysis techniques used in this study were descriptive statistics of frequency distribution;
mean, standard division and one-way ANOVA were used. The finding of the study reveals that the
public organization employees are de-motivated when evaluated considering autonomy, whereas
they are highly motivated based on competence and moderately motivated considering relatedness.
However, they are de-motivated with regard to extrinsic motivation. Therefore, the holistic employee
motivation of the study shows de-motivated public organization employees. Finally the study
suggests giving due emphasis for extrinsic dimension of motivation and revise the related issues like:
their salary structure, organization’s HR manual, working condition and others to boost employee
commitment and increase employee productivity. It is also advisable for the supervisors to give
freedom to employees in doing their task by provision of necessary resources to achieve the desired
result.
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1. Introduction
As Wright (2001) has explained that even though there has been some agreement on a definition;
there has been little agreement on how to oprationalize or measure work motivation, and there are
a number of comparing theories of work motivation. A better understanding of work motivation is
essential to any efforts to describe, defend, or improve the efficiency and effectiveness of public
organizations. Osabiya(2015) suggests that when one thinks about motivation, the success of any
part of the business can almost be related to motivated employees. This is especially true and
important in today's dynamic business environment where business success depends on employees
using their full talents. The ability to attract, retain and develop talented employees is a key feature
of a successful business.
According to Bhadoriya and Chauhan (2013) in order to be competitive, organizations need to
manage their resources effectively. Human resources are no exception, and consequently, the assets
of a successful organization should include a highly productive workforce. One of the biggest
challenges faced by any manager is keeping their employees motivated. As Nupur and Sharma (2012)
presented doing Business all over the world is very challenging. Corporate performance and revenue
growth are challenge by Internal and external operating environment factors. To survive in profitable
way in the highly challenging and competitive global market economy, all the factor of Employee
Retention & Production - machine, materials & men, – should be managed in a impressive way Among
the factors of production the human resource constitutes the biggest challenge because unlike other
inputs employee management calls for accomplished handling of thoughts, feelings & emotions to
protected highest productivity. High productivity is a long-term benefits of Employee motivation
Motivated employee is a valuable asset which delivers huge value to the Organization in maintaining
and strengthening its business and revenue growth.

2. Empirical literature
GAGNE´ and DECI (2005) the definition of intrinsic motivation and extrinsic motivation is: intrinsic
motivation involves people performing an activity because they find it interesting and feel
spontaneous satisfaction in carrying it out. Extrinsic motivation, in contrast, requires an
instrumentality between the activity and some separable consequences such as verbal or tangible
rewards. The satisfaction does not come from the activity itself but rather from the extrinsic
consequences produced by the activity.
Rayan and Deci (2000) Because extrinsically motivated behaviors are not inherently interesting and
thus must initially be externally prompted, the primary reason people are likely to be willing to do
the behaviors is that they are valued by significant others to whom they feel (or would like to feel)
connected, whether that be a family, a peer group, or a society. This suggests that the groundwork
for facilitating internalization is providing a sense of belongingness and connectedness to the
persons, group, or culture disseminating a goal, or what in SDT we call a sense of relatedness. A second
issue concerns perceived competence. Adopting as one’s own an extrinsic goal requires that one feel
efficacious with respect to it. Students will more likely adopt and internalize a goal if they understand
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it and have the relevant skills to succeed at it. Autonomy involves feeling internal assent regarding
one’s behavior, rather than feeling controlled or pressured; competence involves feeling efficient,
effective, and even masterful in one’s behaviour, rather than incompetent and ineffective; and
relatedness involves feeling meaningfully connected to others, rather than feeling alienated or
ostracized. Baard, Deci, and Rayan(2004) One reason the concept of needs has been so appealing is
that it has substantial heuristic utility for delineating dimensions of the environment that would be
expected, a priori, to lead to positive versus negative work related outcomes. Aspects of the
environment likely to allow need satisfaction are predicted to yield positive outcomes, whereas those
likely to thwart need satisfaction are predicted to yield negative outcomes.
Remi etal (2011) In the developed industrialized countries where majority of these researches are
conducted, satisfaction of the basic needs of life such as food, shelter etc, are taken for granted by a
large majority, hence emphasis has shifted from the extrinsic factors such as pay, incentives,
promotion and so on, to intrinsic factors such as interesting work, achievement, recognition,
challenge and self-actualization. The same, however, cannot be said for the less developed and
developing world, such as Nigeria. Croxton (2009): has studied An Analysis of Employee
Motivation within the Public Sector. For some, increased salary or incentives may be the highest
motivator. Others may find that simply being part of an organization that promotes the social good
is their greatest motivator. Motivation as it relates to employees working in the public sector is
analyzed below. Further, the implications of this motivational research as it relates to the library
setting will be considered. In attempting to understand motivational factors influencing public sector
employees, one must first review research regarding those who are currently working in the public
arena. Overall, research findings suggest that public service employees are more greatly influenced
by intrinsic rewards than extrinsic rewards such as salary. They found that public sector workers
were more strongly motivated by the desire to work in a supporting working environment than their
private sector counterparts. Further, they concluded that public sector employees make fundamental
choices and prefer to lead a more balanced life.
Jacobi (2010): The long-term success of task shifting requires that workers with limited training be
given adequate management support, compensation, and training and advancement opportunities.
Regulations must be revised to empower lower-level cadres of workers to perform appropriate tasks
that will improve the efficiency and quality of their work, such as the provision of inject-able
contraceptives. This paper identifies external factors that influence the motivation of counselors
responsible for providing voluntary HIV counseling and testing (VCT) in eight government health
facilities in the Oromia region of Ethiopia. This qualitative analysis explores the affect of extrinsic,
institutional-level factors on counselor motivation. The specific factors examined include
opportunities for additional training and career development, scope of practice, compensation,
supervision and management support, relationships with clients, and relationships with other
healthcare workers. Qualitative interview respondents reported diminished motivation due to lack
of additional training and opportunities for promotion; limited scope of practice, particularly with
regard to the provision of injectable contraceptives; and low salaries. While supervision structures
such as performance targets were not significant motivators, perceived lack of management support
was a source of frustration among counselors. Relationships with clients and other healthcare
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providers in some cases strengthened and in other cases weakened counselors’ investment in their
work.
3. Analysis of result and discussion
3.1.
Demographic data discussion
Demographic data of respondents is presented in the following way: The sex proportion of the
respondent is 59.1% male and 40.9 female, where it approaches to proportionality. The age of the
respondent is grouped into five categories and respondents distribution is somewhat proportional
for the age category of below25, from 26 up-to 35, and from 36-45; where it is 26.1%, 28%, and
26.5% respectively. Whereas, the age category from 46 up to 55 and greater than 55 represents 9.5%
and 9.8% of the respondents respectively. According to this data it is possible to say majority of the
sample respondent lay in a young age. Respondents profile with respect to education level, three
option is given to replay for the respondent; accordingly the majority of the respondent (65.5%) do
have first degree, with a small proportion (9.1%) of respondent do have masters and above, and the
remaining(25.4) have diploma. More ever, the researcher put four categories to identify the
experience of respondents. Hence, large proportion of respondent (50.8%) do have an experience of
less than three years in their current working organization, again the next largest proportion (32.2%)
of sample respondent replay they do have 4 to 6 years of experience in the current organization,
where 11.4% of respondent do have an experience of 7 to 10 years in the current working
organization, and the remaining few proportion (5.7%) do have a service of greater than 10 years in
the current working organization. Based on the experiences of the respondents it do have an
indication; employees of the sampled organizations my not stay longer time in their organizations.
Though, it is not the scope of the researcher to assess the turn over intention and turnover rate of
public organization but through way I would like to suggest to be investigated detail.
The sample proportion of organizations seems somewhat evenly distributed. except respondents
from Revenue and custom authority office represent 15.5% slightly minimal, respondents of Health
office(hospital and health center) account 20.1%, Trade and Industry respondent represent 23.5%,
Urban Development office represent 23.9%, and HR and Civil Service office represent 17%.
3.2.

Variable statistics of motivation

Table 3.1 descriptive statics of the motivation dimension
Motivation
dimension
Autonomy
Competence
Relatedness
Extrinsic
Valid N (listwise)

N

Minimum

Maximum

Mean

Std. Deviation

264
264
264
264
264

1.29
2.00
2.00
1.00

4.14
5.00
5.00
4.17

2.5438
4.0821
3.9143
1.7708

.67267
.45219
.48301
.50618

Source: field survey, 201
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Description of employee motivation by dimension
The purpose of this study is to know whether the employees of public organization employees are
motivated or de-motivated. Therefore, the Ryan and Deci SDT and the extrinsic dimension of
motivation were used to collect data to determine the motivation level of public organization
employees. Accordingly data was collected from respondents using intrinsic variables of three SDT
dimension and one extrinsic dimension reveals the following results: the samples response to what
extent does they have given freedom, to do what they think and want indicates low score which is
2.5. Therefore, this indicates that the employees are strictly controlled and directed in their work and
this makes them de-motivated. However, GAGNE´ and DECI (2005) suggests When people engage an
activity because they find it interesting, they are doing the activity wholly voluntarily (e.g., I work
because it is fun). In contrast, being controlled involves acting with a sense of pressure, a sense of
having to engage in the actions.
The second dimensions of SDT motivation is Competence which describes to what extent does the
respondents skill and knowledge fits to the work they did; according to the respondents replay the
readiness of the employees to learn new knowledge and skill score is high rate which is 4.2.
Therefore, respondents are highly motivated with regard to competence, they are expertise in what
they are expected to do. Underlying these CET propositions was the assumption that people need to
feel autonomous and competent, so social-contextual factors that promote feelings of autonomy and
competence enhance intrinsic motivation, whereas factors that diminish these feelings undermine
intrinsic motivation, leaving people either controlled by contingencies or amotivated (GAGNE´ and
DECI ,2005). The sample respondents’ attitude towards the relatedness dimension of SDT is rated as
3.9 which is moderate. Then this indicates the respondents relationship condition in the organization
is taken moderately good.
The fourth dimension extrinsic is rated low 1.8. Though, the SDT motivation theory discussed only
considering the intrinsic motivation factors; extrinsic motivation does have tremendous effects on
employees of countries like Ethiopia. According to Remi, Adegoke, and Toyosi(2011) Regardless of
which theory is followed, good working condition, interesting wok, and employee pay appear to be
important links to higher motivation of employees according to the findings of their study. Options
such as job enlargement, job enrichment, promotions, internal and external stipends, monetary, and
non-monetary compensation should also be considered. The key to motivating employees is to know
what motivates them and designing a motivation program based on those needs.
3.3.

H1: Effect of demographic variables on motivation

The one way ANOVA test of the null hypothesis that state employees of public organization do have
difference in motivation based on age is accepted; where the alternative hypothesis respondents in
all age categories do have similar reflection towards motivation is rejected because p value 0.005 is
equal to the significance level of 0.005. This finding is supported by researchers of Qammar, Khan,
and Siddique (n.d) indicated it is evident that people in 40-50 are more motivated as compare to the
age group 20-30. As this study is conducted on managerial cadre employees, so it may make sense,
as people in their middle ages normally reach at top positions in the organization and they are the
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driving force for it and thus more motivated. However, the finding of Urošević and Milijić(2012),
Nawgwu(2015) , and Kingira and Mescib(2010) reveals that there is no significant influence either
of the professional qualification in different age groups. This means that employees with the same
professional qualifications, regardless of their age, have the same or similar attitudes and perceptions
towards satisfaction and motivation.
Whereas the other demographic variables like sex, education and experience in this study of the one
way ANOVA result found insignificant. Statistically the P value of sex, education and experience is
revealed 0.942, 0.065, and 0.913 which are greater than the significance value of 0.05. Hence, let’s
see how empirical research support and contrast with this study finding. Kingira and Mescib(2010)
and Qammar, Khan, and Siddique(n.d) In their content of study, they determined that there’s no
difference for men and women in evaluating the factors that affects motivation. As Urošević and
Milijić(2012) and Kingira and Mescib(2010)Furthermore in the results of analysis it’s determined
that there’s also no difference in their evaluating of “employees joining education about motivation
and “factors that affect the motivation according to demographic features. So, it can be said that
education about motivation doesn’t make any meaningful effect or rather doesn’t make intended
changes.
However, according to Nawgwu (2015) study educational status presents a very interesting picture:
lower educational statuses, namely non formal education, primary education and secondary
education predicted job satisfaction positively and significantly, but tertiary education predicted job
satisfaction negative but significantly. Moreover, the study of Qammar, Khan, and Siddique(n.d)
indicates the employees with undergraduate degrees are low motivated. The reason for low
motivation of undergraduate employees could be their slow growth because of the degree barrier
and less perks and incentives as compared the professional degree holders.
Moreover, the study of Urošević and Milijić(2012) indicate years spent in a company do not
influence, or hardly influence, the differentiating of employees regarding satisfaction and motivation.
However, the finding of Nawgwu (2015) contradicts as to length of time spent in the professional;
although the relationship is significant, the negative slope suggests that the longer the stay in the job,
the less the job satisfaction derived.

4. Methodology
The reliability of the motivation dimension was tested using Cronbach’s alpha and revealed value of
0.699, 0.745, 0.641, and 0.810 for Autonomy, Competence, Relatedness, and extrinsic respectively.
Therefore, all the values range in the acceptable category. The research design for this study was
descriptive research to assess the motivation of public organizations.
The populations of this study were permanent employees of the public service organizations and
users of these public services organization in the Tigray region. The study region is sub-divided in to
7 administrative zones and 53 weredas. Taking some sound criteria’s like that of offices which have
much interaction with customers, relatively offices with higher contributions to the economy of the
state, and offices with large number of employees are included in the sample purposive; to name the
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purposively selected public organization office: revenue and customs authority, health office
(including hospitals and health service centers), trade and industry, urban development office, and
HR and civil service office. From each sample unit that is from the employees and users of public
service organization 200 & 300(total of 500) sample sizes were planned to be selected using simple
random sampling and convenient sampling respectively.
Accordingly, 200 questionnaires for the employee of the above indicated office were selected.
However, 150 questionnaires were found properly filled and returned from the employees who
accounts 75% response rate. Moreover, at later time I realized that for the purpose of analysis; I need
to have more respondents to make reliable analysis. So that I just collected additional information
from employees by distributing 114 questionnaires and collected carefully.
Data was collected from primary and secondary sources. The primary data was collected with the
help of structured questionnaires. Structured closed ended questionnaire scales were adopted from
different writers. Accordingly, to assess the motivation of the employees, Intrinsic need satisfaction
(INS scale) of the SDT motivation ( Deci and Ryan,1985b) was utilized in collecting the data.
However, in third world countries like Ethiopia where basic needs are not fully accessible to
everyone equally; the result will not accurate to measure employee’s motivation considering intrinsic
factors only. Hence, questions that address the extrinsic factors have been included to the intrinsic
need satisfaction scale to see the overall motivation level of public organization employees. Once data
was collected, it was necessary to employ statistical techniques to analyze the information; the study
is qualitative and was used SPSS version 20 as a toll to analyze the collected data. The collected data
was described using statistical procedures of frequency distribution, mean standard deviation, one
way ANOVA.
5. Conclusion and recommendation
The purpose of this study is to know whether the employees of public organization are motivated or
de-motivated. Therefore, the Ryan and Deci SDT model and the extrinsic dimension of motivation
were used to collect data to determine the motivation level of public organization employees.
Therefore, the samples response to what extent does they have given freedom, to do what they think
and want which is autonomy indicates low rate of 2.5. Therefore, this indicates that the employees
are strictly controlled and directed in their work and this makes them de-motivated.
The second dimensions of SDT motivation is Competence which describes to what extent does the
respondents skill and knowledge fits to the work they did; according to the respondents response
the score is high rate which is 4.2. Therefore, respondents are motivated with regard to competence,
they are expertise in what they are expected to do. Moreover, the sample respondents’ attitude
towards the relatedness dimension of SDT is rated as 3.9 which is moderate. Then this indicates the
respondents relationship condition in the organization is taken moderately good. The fourth
dimension extrinsic is rated low 1.8, where it indicates employees of public organization are demotivated with regard to the extrinsic dimension of employee motivation.
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The study recommends that the extrinsic dimension value indicates very low where employees of
the public organization are de-motivated, so that I suggest giving due emphasis for extrinsic
dimension of motivation and revise the related issues like: their salary structure, organization’s HR
manual, working condition and others to gain the commitment and increase employee productivity.
Related with the study indicates the employees lack autonomy in their job. Just they perform their
job looking supervisions direction only, but it is advisable for the supervisors to give freedom to
employees in doing their task by provision of necessary resources to achieve the desired result.
Furthermore, since employee motivation remains understudied topic in the public organizations in
Tigray; though larger workforce accounts, further studies should be conducted adding some more
public organization offices and by enlarging the sample sizes.
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