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ABSTRACT

This study evaluates the impact of employee motivation on employees’ operational
performance in the large-scale textile manufacturing industry in Ghana. It focuses on
contributing to the revival of the textile industry in Ghana, a major contributor to the country’s
GDP. This study also seeks to explore in detail the Ghanaian large-scale textile manufacturing
industry with a focus on the employees in the industry, to identify the factors that can enhance

their operational performance and in turn increase productivity.

This study also seeks to fill the gap and academic challenge in this area of study, thus although
studies has been conducted on employee motivation and operational performance, there is
limited research on the link between employee motivation and employees’ operational
performance especially in the large-scale textile manufacturing industry. This research

therefore contributes to literature in this area of research with the focus in the Africa region.

A mixed method approach that draws from pragmatism is used to gain rich data. The
quantitative data was obtained using questionnaires from 195 respondents, employed at two
indigenous large-scale manufacturing textile organisations in Ghana. The qualitative data was
distinctively obtained using interviews, which were conducted with 7 key informants from
these organisations. The study, however, made use of analytical methods which were Pearson
correlation analysis and a linear regression analysis for the quantitative data whereas a content

analysis technique was applied to the gqualitative data.

Empirical evident from this study showed that employee motivation has an influence on how
employees perform operationally. It was also evident that 3 operational performance objectives
which were quality, flexibility and delivery was relevant to the Ghanaian large-scale textile
manufacturing industry leaving cost as non-significant after conducting a factor analysis. Based
on this dimension this study proposes a link between employee motivation, intrinsic
motivation, extrinsic motivation and employees’ operational performance, quality, delivery,
and flexibility operational performance. Moreover, the study also proposes distinctively that
there is no significant relationship between intrinsic motivation and operational delivery and
flexibility performance. Some main motivation factors identified in the study which impacts
on employees’ operational performance were the working environment, training and

development, interpersonal relationship, promaotion, and rewards.

XV



This study therefore concludes that employee motivation influences the operational
performance of employees in the Ghanaian large-scale textile manufacturing industry.
However, it also concludes that, intrinsic motivation does not have a significant impact on the
employees’ delivery and flexibility performance, hence an implication that the Ghanaian large-
scale textile organisations need to focus on motivating employees extrinsically rather than
intrinsically in terms of the performance of employees regarding how they adopt quickly to
different task and targets as well as meeting set deadlines, thus flexibility and delivery. The
study also recommends that, the large-scale textile manufacturing industry in Ghana must
prioritise on enhancing both intrinsic and extrinsic motivating factors such as working
environment, training and development, interpersonal relationship, promotion, and rewards in
other to enhance the effectiveness and efficiency of employees’ operational performance.

Lastly, recommendations for future studies are presented.
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Chapter 1: INTRODUCTION

1.1 Introduction to the Study

The complexities of the business world have had influence on individuals in the complex
business environment and organisations as well. Motivation generally plays a role in individual
lives since every individual somewhat needs some sort of motivation in their everyday lives.
This therefore relates to employees of every organisation as justified by studies carried out by
(Maslow, 1943; Herzberg, 1959), just to mention a few. Following their studies, they contend

that every individual in one way or the other needs some sort of motivation.

Employees play a vital role in the success of organisation however, according to authors like
(Katou, 2013; Varma 2017; Berend et al. 2019; Kate 2020 etc.) employee motivation is closely
linked to employee performance, commitment and organisational productivity and profitability
hence motivation plays an essential role in improving the performance of employees leading

to organisational success (Igbal et al. 2020).

Organisations achieving their goals is of great interest to them but to fulfil the mission and
vision of organisation, human resource is highly significant in achieving success (Nel et al.,
2014). This relates to the fact that the performance of employees is very important for achieving
organisational goals and success hence designing policies and systems, re-evaluation (Kakkar
et al. 2020) and enhancing management styles to boost employee performance is essential
(Harmon, 2007).

Moreover, according to Adu-Akwaboa (2010) one of the rudimentary necessities of man,
amongst food and shelter is clothing which is made from textile. Despite, the second priority
to food is clothing, individuals can go unnoticed if they do not have food or shelter (Madichie
2020) but a person would be noticed and may be termed in this civilised modern world as
insane if he or she goes without clothes (Agyemang, 2001). This makes the textile industry is
a very significant one in the world and has been one of the backbones for evolution of
industrialisation in Europe and many countries (Sugihara 2019), due to its indispensable

necessity to man with high demand (Majory, 1986).

The Ghanaian large-scale textile industry according to Ministry of Trade and Industry (2004)
posits that it was a vibrant one, which did not only see to the basic necessities of individual but



also created jobs and contributed greatly to the economy thus, contributed to 27% of
manufacturing in the nation’s GDP and employing about 25,000 to the labour force. The
industry has since then declined due to inconsistent government policies leading to the
shutdown of some of these large-scale textile industries (Howard, 2016) and causing the
redundancy of employees from 25,000 in the year 1975 to 7,000 in the year 1995, 5,000 in the
year 2000 (Ministry of Trade and Industry 2004) and in the year 2005 to 2961 (Quartey,2006).

Despite the decline of the Ghanaian textile industry, Government has put in place policies to
revive the industry (Ghana Business News, 2016). According to the Ghana investment
promotion centre (GIPC) which is operated under the office of the president, the government’s
policies set in the reviving and improvement of the textiles industry are to upsurge employment
prospects, to expand and diversify the economy and as well promote both national and external

investment (Ghana investment promotion centre, 2020).

There is therefore the need to manage existing employees in the industry to enhance their
performance, to positively influence the success of the Ghanaian textile industry. The current
situation of the Ghanaian large-scale textile industry has attracted foreign competitors.
Therefore, for indigenous textile firms to survive, human resource as a competitive advantage
is vital to success. Relatively, few studies have focused on employee motivation in the large-
scale textile manufacturing industry in developing country such as Ghana. Thus, an empirical
study is therefore deemed necessary, to investigate the impact of employee motivation on

employees’ operational performance in the largescale textile manufacturing industry in Ghana.

1.2 Background to the study

Employees in various organisations and industries, in this age are considered to be a strategic
human resource for attaining competitive advantage. However, according to Kamoche et al.
(2015), organisations in the Africa region struggles to find, develop, and retain effective and
efficient employees suitable for sustainability in achieving competitive advantage, hence
impacts and weakens their ability to compete (Spies, 2011). The challenges faced by the
companies includes investing in employees’ training and development, low-level of critical
expertise in abilities in relation to a competitive workforce (Mitra et al. 2011), implementation

of foreign talent management practices instead of local practices to align with the



organisational culture (Bagire 2015), poor working conditions (Webster and Wood 2005) as

well as poor recruitment and advancement practices (Okpara and Wynn, 2008).

The challenges faced by companies in the African region can support empirical evidence of
studies which concludes that there is a link between human resource management and
performance (Nel et al., 2014). However, according Paauwe et al. (2013), increasing the
performance of organisations is one of the main goals of human resource management, whilst
gaining competitive advantage through the workforce and several HR practices (Pfeffer, 1998).
Nonetheless, in today’s business world, there are possibilities of high competition due to the
modern ways of doing business such as using social media, hence focusing on enhancing
performance is key for the success of organisations (Li et al. 2021). Motivation plays a role in
enhancing employees the performance of employees and this can be justified by a study
conducted by Hafiza et. al (2011), whose research concludes that several motivation factors
such as training and development opportunities, working condition, employer-employee
relationship, job security and company policies on rewards, impacts on employees’

performance.

Armstrong (2010) discusses that organisations must focus on how employees can be best
motivated because this will result in a sustainable high level of employee performance and the
performance of the organisation. This can be related to the resource-based view theory,
respective with the VRIN framework, (Barney and Clark, 2007) which classifies employees as
an asset. Employees are an asset because they possess skills and capabilities which benefits the
organisation, hence, can serve as a competitive advantage to the organisation if they are
protected and retain from competitors by treating them as a valuable and exceptional asset.
This can be achieved by motivating employees in a competitive way, thus, meeting the

motivational needs of employees to make them more committed.

Research conducted by Kreisman (2002), postulated that, employees of organisations which
are competent, dedicated and very productive is a result of keeping them well-motivated with
stability and certainty, thus making them feel as, a valuable asset. Nonetheless, Hafiza et al.
(2011) found that, motivation factors such as working conditions, job security, employer-
employee relationship, training, and development as well as reward policies and procedures;
affects the performance of employees. It is evident that motivation plays a role in the

performance of employees, hence having an impact on employee’s operational performance.



Majority of studies conducted (eg: Knippenberg 2000; Thibault Landry et al., 2017 etc) in this
scope usually focuses on the relationship between motivation and employee performance,
organisational performance, employee commitment, job retention among others, hence can
justify the role motivation plays in the success of organisations. For instance, a study conducted
by Filipkowski and Johnson (2008), was focused on examining the relationships between
factors such as organisational commitment, job insecurity, employee turnover, absenteeism,
and employee performance in the manufacturing sector. The study found a positive correlation
between job insecurity and potential employee turnover, hence evident that job security as a

motivation factor has a link between retaining employees and enhancing their performance.

Motivation is therefore relevant when it comes to managing the needs of employees in other to
impact on their performance. In addition, Kahya (2007) conducted research on some factors
that affect performance, such as salary, education, working conditions and was found that,
several factors affected employee performance. Nonetheless, Wheelan (2010), justifies these
findings in research conducted, that education and training employees about operational

aspects of their jobs increases the performance and productivity of employees.

The above discussion is evident that motivation is central to the operational performance of
employees which also reflects on the operational performance of the organisations. However,
this area of research thus, the relationship between employee motivation and employee’s
operational performance in developing countries such as Ghana still must be understood. This
current research therefore focuses on the motivation of employees, its link and impact on
employees’ operational performance in the Ghanaian large-scale textile manufacturing

industry.

1.3 Problem Statement

The textile industry was vibrant, created jobs, thus employed about 25,000 workers in Ghana
(Quartey, 2005) and contributed greatly to the economy (Oxford Business Group 2021). The
performance and production of high-quality products attracted local, African and the
international market. However, this industry did not just employ many Ghanaians but also
contributed to the country’s GDP (lbrahim et al. 2017). This industry has over the years faced

challenges which resulted in the closing down of production of some companies, hence causing



a high rate of redundancy (Sackey 2011). A major challenge faced by the industry is from

foreign competitors whose strategy are focused on low prices to beat the local manufacturers.

Also, the attitudes of some Ghanaian textiles’ workers have been an issue (Tsekpo, 2020).
Issues such as under invoicing and over invoicing, theft, non-motivated attitude towards work,
bad customer care practices, absenteeism and bureaucracy have combined to hasten the decline
of many of the textile companies in Ghana (Lokko, 2012). The industry which boasted of over
20 large scale textile manufacturing factories during the mid-1960s, with a high employment
rate, apparently has only four surviving large-scale textile manufacturing companies and

employing less than 2500 employees (Bruce-Amartey et al., 2014).

This calls for attention because in other to gain competitive advantage, the survived large-scale
textile manufacturing companies must focus on managing employees to their very best in other
to enhance effective, efficient, highly productive and committed employees. For instance, if
employees are highly motivated, committed and focused on the success of the organisation, the
cost of wastage and damages may be reduced during operations hence can contribute to the

organisation focusing on low pricing of the end product in other to beat the foreign competitors.

Nonetheless, in other for the textile manufacturing companies in Ghana to survive the problems
of the industry, a productive, motivated, and creative workforce is needed hence there is the
need to determine what motivates employees and its impact on their operational performance.
This study therefore attempts to determine how employee motivation affects their operational
performance whilst understanding what really motivates employees to perform to their
maximum best in the Ghanaian large-scale textile manufacturing industry. This framework
should optimistically, contribute to the effective implementation of motivation practices in the
Ghanaian large-scale textile manufacturing organisations and enhance the overall performance

of employees and the organisations.

1.4 Research Aim

The research aims to evaluate the impact motivation has on employee’s operational
performance in the large-scale textile manufacturing industry in Ghana. The relationship and
the effects of motivation influencing how employees perform operationally will be determined.
However, to achieve the set research aim, some objectives and questions have been set by the

researcher as a guideline outlined below:



1.5 Research Objectives

1. To assess the impact of motivation on employees’ operational performance in the large-
scale indigenous textile manufacturing industry.

2. To examine the influence of intrinsic motivation on employee’s operational
performance in the large-scale indigenous textile manufacturing industry.

3. To assess the influence of extrinsic motivation on employee’s operational performance

in the large-scale indigenous textile manufacturing industry.

4. To investigate the nature of employee motivation in the large-scale indigenous textile

manufacturing industry.

1.6 Research Questions

In other to achieve the research aim, the above objectives have been set to guide this research.
However, these objectives cannot be achieved without the research questions set below. Each
research question contributes to achieving the aim and objectives for this research. Thus,
research question one aims to contribute to achieving the results for objective one, whereas
research question two, three and four also aims to contribute to the results for objective two,

three and four respectively. The research questions are outlined below:

1. How does employee motivation influence employees’ operational performance within
the Ghanaian large-scale indigenous textile manufacturing industry?

2. Does intrinsic motivation influence employees’ operational performance within the
Ghanaian large-scale indigenous textile manufacturing industry?

3. Does extrinsic motivation influence employees’ operational performance within the
Ghanaian large-scale indigenous textile manufacturing industry?

4. What is the nature of employee motivation in the large-scale indigenous textile

manufacturing industry in Ghana?

1.7 Significance and Justification of Study

Many studies have been conducted on the link between motivation and performance. An
example of such a study was conducted by Ackah (2014) in the manufacturing sector of Ghana;

however, using a qualitative approach, the results of the research showed that, there is a link



between employee motivation and performance. Ackah (2014) and most research (eg. Irinel
2012) conducted in this scope of study adopted either qualitative or a quantitative method,
however, this research seeks to explore the mixed method (Quan-qual) with the foundation of
the pragmatist philosophical stance, to achieve the results of this research, hence justifies the
need for this study.

Another study by Bao and Nizam (2015) concluded that motivation has link with performance.
This study was conducted using a quantitative approach and argued extensively on the impact
of motivation on employee performance. Although, the findings of Bao and Nizam (2015)
concluded that there is a link between motivation and performance in the electronic
manufacturing industry in china, their studies recommended that future research focuses on
other industries. These extant studies and recommendation, also justifies the significance of
this research area, thus, this area of research is a broad one which must be continuous, in order
to identify the role motivation plays in influencing the performance of employees in the textile

manufacturing industry.

Also, many of studies conducted, has focused on different industries including the
manufacturing industry for example (Seppala 2016; Adkins 2015 etc), nonetheless, with
regards to the scope of this study, which is restricted to the Ghanaian context, there is limited
studies which focused on the manufacturing sector and the textile industry. This study will also
explore some issues faced by employees in the large-scale textile manufacturing industry In
Ghana. With regards to the issues discovered, it will help managers to become fully aware of
what motivates their employees hence justifies the significance of this study, as it will help

them in preparing reward and motivational policies to enhance performance and productivity.

The textile manufacturing industry in Ghana has over the years declined in its ability to employ
more workers. That is, it employed about 25,000 Ghanaians in the 1970s but apparently
employs only about 2000 Ghanaian (Kale-Dery, 2018). This calls for attention for researchers
to explore and investigate this area of study and, therefore justifies the significance of
conducting research in this sector. The findings of this study will therefore contribute to the
long-term sustainability and success of the textile manufacturing industry which also
contributes to the nations GDP. It will serve as a reference point for future researchers or

students, whose interests is in this area of study.



The current study also fills a gap in this industry for researchers or policymakers, as there is
limited research conducted to determine the link between motivation and operational
performance in the manufacturing industry in Africa region. Thus, justifies the need for
conducting a pragmatic study to determine, the impact employee motivation has on employees’

operational performance in the Ghanaian large-scale manufacturing industry.

1.8 Organisation of Study

The current thesis is presented in seven chapters and parallel with the steps taken to achieve
the results of this research. The first chapter, thus, Chapter one was an introduction of the
chosen topic for the thesis, which outlined and justified the need for this study. Chapter two
focused on the literature review of key perception of the study. Theories and extant studies
which is the underpinning of employee motivation and operational performance were

acknowledged and discussed.

Chapter three presents the method adapted for this research, thus it elaborates on the
philosophical underpinning, identifies the population and sample used for the study, as well as

outlines the data gathering and analysis techniques used.

Chapter four discusses the process for the quantitative data analysis. Chapter four precisely,
explains the data cleaning procedures, thus the data collection instrument was tested for the
reliability and validity of the data, developed new constructs variables for the study after factor
analysis as well as a restatement of the hypothesis. It then presents the results of the quantitative
analysis using main statistical techniques thus, Pearson’s correlation analysis and regression

analysis.

Chapter five was focused on the qualitative data gathered and analysis. This highlights on how
the interviews were conducted and how the data were analysed, thus discussed the major

contents developed from each interview.

Chapter six presents a thorough discussion of the results and findings gained from the study.
This chapter, therefore, used the findings obtained from the quantitative data analyses and
supported it with some findings obtained from qualitative data analysis, whilst relating it to the

propositions outlined for this research.



The final chapter, that is, Chapter seven presents a conclusion of this research. It specifically
discusses the research overview, meeting the aims and objectives of this thesis, the key
findings, whilst discussing the contribution of the study to this area of knowledge. It also
presents the implications to theory and practice as well as discussed, the research limitations,

delimitations, and recommendations for any potential future research.

1.9 Summary

This chapter was focused on introducing this research. It highlighted the background to the
study and identified the problem statement. The research aim was then discussed with some
objectives which were set for this research. However, to achieve the aim and objectives of this
research, there was a need to deduce some research questions in order to find solutions to the
objectives. The significance of the study was also highlighted and concluded this chapter with

how this research will be organised.



Chapter 2: LITERATURE REVIEW

2.1 Introduction

This chapter of the study presents an overview of theories and existing studies in this area of
studies thus an underpinning knowledge of employee motivation and operational performance
of employees. It has been noticed that a lot of research has been conducted and focused on the
relationship between employee motivation and performance rather than employee motivation
and employees’ operational performance. It has also been noted that research in this area of
study was more concentrated in other business sectors such as retail, finance, fashion, and
service sector amongst others, rather than the textile manufacturing sector which is a
contributor to most countries GDP. However, the literature reviewed in this chapter has a
limitation, thus it focused on issues critical to understanding the impact of employee motivation

on the operational performance of employees, which is the subject area of the current thesis.

There was a need to understand the history of Ghana and how the manufacturing and textile
industry performed in the past years. The economy of Ghana was also relevant to review
literature, to be able to understand the role the textiles manufacturing industry plays in
contributing to Ghana’s GDP. Nonetheless, a review of literature on the global textile industry
and the Ghanaian textile industry was done, to get an understanding of how important this
industry is, globally, as well as the need to conduct a study in this scope with regards to the

current state of the textile manufacturing industry in Ghana.

This is followed by a brief overview of Human resource management which relates to
understanding the link between motivation under this school of management. A brief literature
which pertains to understanding the concept motivation, thus in terms of how it is understood
is then discussed. This provides a foundation for understanding motivation. This is followed
by literature reviewed on some theories of motivation, to get a theoretical understanding of
motivation. Employee performance and operational performance is the next literature reviewed
in other to get an understanding of its link to employee motivation whilst understanding the

operational performance objectives.

The conceptual framework and the research hypothesis deduced is also discussed thus

establishing the proposed link between employee motivation and operational performance.
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Finally, issues explored from the existing literature reviewed is presented as well as a summary

of the chapter.

2.2 Brief History of Ghana

Ghana which was known before as Gold Coast is a country located in sub-Saharan Africa and
was the first country to gain independence politically from European colonisation in March
1957 (Donna et al., 2018). Ghana became a beacon of other African countries to fight hard to
also gain independence after this period. Ghana has 10 regions on its map and has its capital
known to be the Greater Accra region, however, Ghana is part of west Africa and shares a
border with Burkina Faso, Cote d’Ivoire, and Togo (Boateng, 1966). After the first prime
minister was installed by the British colonial government in 1951, a massive economic
evolution and growth occurred, and this depicted in the building of numerous schools, transport
infrastructure, and an establishment of a port city just 15 kilometres off the capital, Accra (Jack,
1977). The country’s evolution of industrialisation began in 1966 when they completed a

hydroelectric dam for a wide production and distribution of electricity.

From this period of industrialisation, the country faced a series of political uncertainty and went
through 4 coup d’états to takeover three civilian and one military government (Donna et al.,
2018). This caused the instability of the governments until 1984 which marked a beginning of
political certainty until recently (Apter, 1972). The country obtained a stable and certain
democratic governance from the year 1992. Ghana is rich in a variety of natural resources
which has being the backbone of its GDP and some of these resources are cocoa, gold, timber,
industrial diamonds, bauxite, manganese, fish, rubber, petroleum, cotton amongst other. As at
2017, the country has a population of about 29 million (World bank, 2018). Apparently, Ghana

is one of the countries that practice high quality democracy despite its history of military rule.

2.3 The Ghanaian economy

The Ghanaian economy over the years has been on an upward growth but however faces
challenges with growth, sustainability, and redistribution. According to the World Bank (2013)
Ghana was ranked 85™ as one of the world’s largest economies with a Gross domestic profit of
about $40.7 billion as at 2012. Ghana as part of the Economic community of west African

states was ranked as the second largest economy, leaving Nigeria as the first with a total GDP
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percentage of 10.3% in the sub-region (Anaman, 2004). For over three decades, Ghana’s
economy has been very strong because of strong economic reform policies and programmes
by the government. This economic success over the three decades through reforms made

Leechor (1994) posit that Ghana’s economy is a leader of economic reform process.

Between the years of 1984 and 2010, 5.2% annual growth was verified in Ghana hence, Ghana
turned out to be a lower, middle-revenue country after rebasing price index of the national
accounts in 2010 but Ghana’s annual growth increased to 8.3% from 2017 to 2012 as a result
of the rebasing (Paul et al., 2013). In 2011, Ghana was recognised as one of the six countries
with a fast-growing economy and this was a result of discovering and beginning a commercial
production of oil which contributed about 5.4% oil GDP to the real GDP of 15.0% in that year;
however, despite, this recognition Ghana obtained, concerns were raised about the value of
growth in the economy in relation to employment (Baah-Boateng, 2013), inequality as well as
general life developments of the Ghanaian people. This raised questions in the policy makers
minds with the issues of sustaining the economic growth. This was argued by Aryeetey et al.
(2001) who posited that there was a lack of appreciation of the sustainability of growth since
there is a low relationship of meaning between the growth figures and its impact on the

Ghanaian livelihoods.

Ghana’s strong economic growth reflects an open-minded economic strategy which was
supplemented by foreign aids and investments and increased the degree of investments
especially in the public sector (Paul et al., 2013). These high inflows contributed to a high
spending on infrastructural developments such as schools, transport, hospitals amongst others.
Aryeetey and Tarp (2000) justifies this by stating that this growth from the 1980s originated
from the increment of soliciting capital leading to increased support inflow. Ghana’s economic
growth has a pattern which depicts a significant variety by sectors and reflects in the
dissemination of the nation’s productivity (Aryeetey and McKay, 2007). However, economic
growth has been very dominance in the services and industry sector which is a result in the
shift of sectoral supremacy from agriculture to services (Addo, 2017). The national output of
the industrial sector as a contributor from 1984 to 1988 increased from 13% to 27% with
regards to an excellent growth performance from the mining and construction sub-sectors. The
industrial sector however had a massive breakthrough as well when in 2011, oil production
began in viable quantities hence impacted positively on the industrial growth rate to 41.6%
(Alagidede, 2011).
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Nonetheless, the manufacturing sector also experienced an increasing growth since the reform
period of the 1980s whilst contributing to an increased share in the GDP during the early 1990s
from the late 1980s (Agyeman-Duah, 2008). The economic reform policy on foreign exchange
restrictions to be removed aided in the boost of manufacturing firms through the importation
of equipment’s for machines and plants, raw materials, spare parts amongst others. Despite the
breakthrough of the manufacturing sector, it suffered a depreciation in the growth rate, causing
a decrease of share in GDP from 10.2% in 1996 to 6.9% in 2012 (GSS, 2012). The subsector
under manufacturing also suffered and is still battling with the unstableness of the domestic
currency, cheap imports, unreliable energy supply, high-cost credit as well as weak
infrastructure base, and has therefore caused a low satisfaction in competitiveness in the local

manufacturing businesses in the free open-minded trade setting (ISSER, 2012).

The agriculture sector which was considered the backbone of the Ghanaian economy also
declined its major output from 49.0% in 1988 to 22.7% in 2012 (GSS, 2012). As of April 2018,
the Ghana statistical service posited that the economic growth had increased by 8.5% from
3.6% in 2017, however this is as a result of the mining, oil and Agric sub-sectors being risen,
high and stable respectively (GSS, 2018). According to the data in 2020, the economic growth
has increased to about 4.9 % in the first quarter of 2020 which is less than 6.3% in 2018 (GSS,
2020). This literature on the Ghanaian economy makes it evidential that the economy has not

been a stable one hence draws for attention to policy makers, scholars, and researchers.

2.4 The Ghanaian Manufacturing industry

After Ghana gained independence in 1957, the then government introduced an industrialisation
policy in other to increase the share of GDP in the manufacturing sector and this resulted in a
10% increase in 1960 to 14% increase in 1970 (Enu and Havi, 2014). This expansion policy
by the government on the manufacturing sector brought about the establishment of a variety of
large manufacturing companies and this included Volta Aluminium company, timber
processing plants, cocoa processing plants, breweries, cement manufacturing, oil refining and
textile manufacturing amongst others (Anaman and Osei, 2009). However, the sustainability
for these manufacturing companies was an issue since problems such as poor management,
overvalued nation’s currency, and lacks hard currency for raw materials and spare parts sent
the manufacturing industry into a stagnation in 1970 to 1977 whilst declining in 1977 to 1982
(Ackah et al., 2013).
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After the stagnation and decline of this sector, there was not a full recovery from the challenges
hence its performance continued as weak into the 1990s (Addo, 2017). The industrial capability
which had been pervasive since the 1960s due to low utilization improved averagely in the
1970s on medium to large-scale factories in 1982 to 21% (Enu and Havi, 2014). Moreover, in
1989 when the economic reform policies (ERP) began it improved the foreign exchange
supplies for importing machines as well as fuel significantly improved, and capacity
exploitation increased to approximately 40.0%. the evolution of the Ghanaian manufacturing
industry began with the creation of 1,186 megawatts from a hydroelectric dam which at the
time, an aluminium manufacturing company (VALCO) consumed about 60% of the
hydroelectricity, produced and producing about 200,000 tons of aluminium yearly in the 1970s
(Aryeetey and Moyo, 2011). Due to global economic changes such as the discovery of a huge
bauxite assets in Australia and Brazil, as well as drought concerns, the aluminium
manufacturing industry in Ghana was drastically affected as well as a global recession in the

aluminium trade since Australia and Brazil over supplied minerals (Addo, 2017).

The manufacturing industry during this period underwent a variety of challenges such as
currency devaluation amongst others but the ERP strategies put in place contributed to
unrestrained imports, free market forces, privatisation hence encouraged local manufacturing
enterprises (Baah-Boateng, 2013). In 1999, the manufacturing growth rate was up to 4.8% but
decreased in 2000 to 3.8%, however, despite the percentage difference was 1.3% less than in
2000, there was a projected figure of 5.1% in 2000. The association of Ghana industries
supports that in the year 2000 its members were able to achieve profitability and production
targets of 9% and 21% respectively. (GSS 2018),

The Ghanaian manufacturing sector continues to be the centrepiece of the industrial sector
since it contributes to over half of its contribution to the GDP. Nonetheless, between the years
of 2005 to 2006, the sector began to be depreciated in terms of its GDP contribution thus it
went from about 1823.5 GHS million in 2007 to 1801.3 GHS million in 2007. However, the
growth of the manufacturing sector increased in GDP in 2008 to 1867.9 GHS million but
decreased again to 1843.6 GHS million in 2009 showing how unstable the sector is. There was
an improvement in the sector’s GDP from 2010 as 1983.7 GHS million to 2354.6 GHS million
in 2013 where it decreased in 2014 to 2335.2 GHS million. The manufacturing sector has been
appreciating in its growth rate in terms of GDP from 2386.9 GHS million in 2015 to 2543.0
GHS million in 2017 as shown in figure 2.2 below (GSS 2018).

14



The above discussion on the Ghanaian manufacturing industry after the country gained
independence until recently, 2017, gives a clear representation on how this sector is vital to the
economy of Ghana. This industry includes manufacturing industries such as electronics, car
manufacturing, automotive manufacturing, aluminium, beverages, chemicals, pharmaceuticals
as well as textiles manufacturing. However, in comparing the Ghanaian manufacturing sector
to other countries developing, the percentage of GDP value added for most developing
countries were falling as well as Ghana’s value added as a percentage of the GDP is low making
it evidential that strategies impact the manufacturing output in Ghana. Enu and Havi (2014),
postulates that, the decrease in the growth rate of the manufacturing sub-sector is a result of
elements such as high lending rate, inflation, depreciation of the currency, high utility charges,
the influx of cheap imported products, outdated machine, and equipment amongst others. This
therefore calls for scientific research in this sub-sector in other to identify the challenges
affecting the sector hence this study to evaluate the impact of employee motivation on

employee performance in the Ghanaian textile manufacturing sector is relevant to the sector.

GHANA GDP FROM MANUFACTURING
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Figure 2. 1: Ghana GDP from manufacturing

Source: (GSS 2018).

2.5 Brief Overview of The Global textile industry

The textile industry has an impact on nearly every living human being on earth and its current
industry is worth about $3 trillion worldwide (Strijbos, 2018). The global textile industry is
projected to employ between 20 million to 60 million individuals worldwide (Brenton and
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Hoppe, 2007). Considering developing countries, employment in this industry is vital since it
is a great contributor to the growth of their economies. The global GDP records that the textile
industry contributes about 2% of its GDP and justifies a vast part of the world’s leading
manufacturers of textiles (World Trade Organisation, 2018).

For the past 40 years, the textile industry worldwide has undergone drastic major changes with
consideration of the organisation structure, production structure, sales methods as well as
technology. The textile industry globally, has been labour intensive but the induction of huge
investments in the industry caused the reduction of labour, especially in the former world
leaders of textile production (Gereffi and Memedovic, 2003). However, whilst the developed
countries focus on production reduction, workforce reduction, consistent technology
inventions, product promotion, they achieve this by outsourcing their production to other
countries and developing areas in the global textile industry causing them to gain cheap labour
cost as well as cheap sources of raw materials (Nordas 2005). This has resulted the developing
textile industry to be involved globally in international flow of trade and a strength in the export

sector of developing countries.

The global textile industry has been undergoing a threat from the developing countries such as
Asia amongst others since they deal with a cheap labour cost as well as the local manufacturing
of textile natural raw materials hence has reduced the monopoly in developed countries in the
international textile trade market (Enes et al. 2013). The consistent and drastic competition and
pressure from the developing countries caused the developed countries to implement strategies
and policies for market protection as well as restructuring the textile industry to endure the
local and international markets (Gereffi and Memedovic, 2003). The restructuring of the
developed countries’ textile industry has been done overtime and resulted in the modern
technology for mass production, investment in scientific research in synthetic fibres amongst
others to maximise their profits (Nguyen et al., 2013). The pace at which the textile industry
moves is uneven, as well as the structural changes in national economies causes a variety in
the relative shares of both developed and developing countries. The significance of the global
textile industry is an obvious one hence individual nation must invest and research on the

industry in order to meet the competition from other countries globally.
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2.6 The Ghanaian textile industry

As the global textile industry is an important industry for the global economy, so it very
important to the Ghanaian economy and this has been the case since the mid-seventies where
it resulted in income generation, employment, and exports (MOT]I, 1973; Quartey, 2006). The
textile industry dominated in the manufacturing sector of Ghana whilst contributing to the
livelihood of Ghanaians. Quartey (2006) further posits that industrial evolution has been known
as the backbone for economies to ensure growth and sustainability in the global world, hence
Ghana strategized to adopt modern industrialisation in other to move the country, from just

agriculture driven to industrial hence the development of industries for production of goods.

Before the seventies thus 1960, Ghana was dependant on other countries such as the United
Kingdom amongst others for textiles as well as manufactured products. Osei-Bonsu (2001)
discusses that it was the desire of the then government to develop industries to boost the
economy but was capital-intensive, but the evolution of Ghana’s economic policies made this
possible and led to the establishment of large-scale textile factories in the early 1960s. He
further discuses that, the development of textile plants was an important strategy for the
government’s industrialisation plans since the textile industry was known to be a vital
consumer good with reference to its economic, social, and cultural significance (Osei-Bonsu,
2001).

This led to the launch of large-scale textile organisations in Ghana which included the Ghana
Textile Printing Company (GTP), Tema Textile Limited (TTL), Ghana Textile Manufacturing
Company (GTMC), Freedom Textiles (FT), Juapong Textile Limited (JTL), and Akosombo
Textile Limited (ATL). These large-scale textile manufacturing industries were created to
produce high quality and large quantities textiles with the small-scale indigenous textile
enterprises in other to improve the country’s economy whilst contributing to the foreign
exchange of the country (Abdallah, 2010). According to the ministry of trade and industry,
statistical evidence shows that between 1965 and 1970, the textile industry consisted of 10, 40,
and over 200 large-scale, medium-scale and small-scale firms respectively, and were producing

as well as processing cotton, jute, weaving, knitting, printing, and dyeing (MOT]I, 2004).

Despite the textile industry was a productive and successful one, it underwent some challenges
which affected the industry so much such that most of the large-scale textile organisations were

shut down leaving employees redundant; however, the Ghana Textile Printing co. Itd which is
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now Texstyles Ghana Limited shut down only two of its departments whereas Ghana Textile
and Manufacturing Company limited shut down in December, 2005 and Juapong Textiles who
also shut down but later revived with a new name called Volta Star Limited (The Financial
Times Limited, 2007 as cited in Egu, 2009). It was identified by Egu (2009), that most of the
survived textile organisations apparently imports most of its materials for production unlike in

the past where they processed and produced all the materials needed.

Quartey (2006) discusses that, Ghana was known to have a vibrant textile industry in the West
African sub-region, but increasingly becoming part of the nations with a collapsed textile
manufacturing sub-sector, hence a justification of the affirmation that it was a front-runner of
the industrial, manufacturing sub-sector which served as a source of foreign exchange to the
country, but since the trade liberalisation program, cheap imports has made it difficult for the
indigenous Ghanaian textile product to compete. Evidently, statistics reveals that, the textile
industry in the 1970s employed over 25,000 Ghanaians with over 40 textile firms but as of
2016, with three main survived large-scale organisations, employs about 1,500 people (MOTI
2004; Quartey, 2006; Business day Ghana, 2017). It is posited by Abdallah (2010) that the
25,000 textile employees in 1977 represented 27% of the total employment in the
manufacturing sub-sector but in 1995 and by the year 2000, it only employed 7,000 and 5,000
employees respectively.

Evidence and statistics by the Ghana revenue agencies governing board makes it arguable that
the country’s economy lost about 300 billion old Ghana Cedis annually in revenue due to textile
materials smuggled as well as the influx of Chinese textile products hence causing the country’s
unemployment rate indicator to rise (Quartey, 2006; Abdallah, 2010). Considering the overall
annual output of the textile industry in Ghana, its peak production was in 1977 where it
produced about 129 million yards but declined drastically to 46 and 39 million yards in 1995
and 2003 respectively and with an export generated revenue of $179.7 million in 1994 and a
decline to $3.173 million in 1998 (MOTI, 2005). The above literature evidently shows how
the textile industry is vital to the economy of Ghana as well as milestones this industry has
gone through but still surviving, hence also proves that government should focus on this
industry as it is still capable to contribute greatly to the economy through employment and

revenues like it used to.
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2.7 The Current State of the Ghanaian Textile Industry

The overview on the Ghanaian textile industry makes it evidential that this industry is very
significant since the textile organisations in Ghana has enormously contributed to the
development of the nation in the past. The ministry of trade and industry of Ghana in their
annual report stated that the textile manufacturing sub-sector is a major contributor to the
industrial employment of Ghanaians since it employed up to about 25,000 individuals in the

1970s representing 27% of the manufacturing sector employment index (MOT]I, 2004).

However, the industry contributes to the socio-cultural lives of people in the country since the
garment sector engaged in small-scale enterprises for individuals as well as produced school
uniforms, company uniforms, government institution such as the military, hospitals, police
amongst others and for the export market as well (Howard, 2013). The textile industry’s
exports create foreign exchange and returns for the manufacturing firms and as well the country
as awhole reaps these benefits economically since in 1992 exports of textiles in Ghana summed
up to $27.2 million whereas it increased in 1994 to $179.7 million (AGOA Implementation,
2000).

Moreover, another significant implication of the Ghanaian textile industry is philosophical,
according to Orhin (2007), textile designed prints produced in Ghana portrayed and explained
some beliefs and the culture of the Ghanaian people which shows how valuable this industry
is to every individual in the country. Socially, economically culturally, the Ghanaian textile
industry evidentially proves its significance despite the state of it recently. The recognition of
industrial development in economies is critical for the sustainability of economic growth in
countries, hence the beginning of industrial revolution in Ghana brought about the
establishment of textile factories (Howard, 2013; Quartey, 2006).

Nonetheless, the state of the Ghanaian textile industry considering employment levels has been
declining and statistics shows that about 25,000 people were employed in the 1970s but has
declined to 7,000, 5,000, 3,000, 2,961 and 2,000 in the years 1995, 2000, 2003, 2005 and 2016
respectively (MOTI, 2004; Quartey, 2006; Business Day Ghana, 2017). The decline of
employment levels makes it evidential that the industry faces challenges in relation to the
survival and sustainability of textile manufacturing firms and factories. With reference to this,
the textile industry according to the ministry of trade and industry, consisted of about 16 and 4

large and medium scale manufacturing firms respectively but due to some inconsistence
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policies by the government, the sector has lost majority of its company and as at 2002 till 2018,
only 4 major large-scale companies (Ghana Textile Manufacturing Company (GTMC),
Akosombo Textile Limited (ATL), Ghana Textile Product (GTP) and Printex survived the
stormy times (Quartey, 2006; Kale-Dery, 2018).

The decline and shut down of most of the textile firms has also resulted in a declination of the
production output and this is because in 1977 the industry was at its peak and produced about
129 million yards whereas it consistently declined to 46 million in 1995 but increased again to
65 million yards in 2000 and declined again to 30 million yards in 2016 (Howard, 2013; Kale-
Dery, 2018). Statistically, a breakdown of the production output amongst the 4 survived textile
firms indicates that Ghana Textiles Prints now TexStyles Ghana Ltd. produced about 30.7
million yards in 2000 but in 2005, it produced 9 million yards whereas GTMC, ATL and
Printex produced 15 million yards, 13 million yards and 6 million yards respectively in the year
2000 and 2.24 million yards, 18 million yards and 9.84 million yards in 2005 (Quartey and
Abor, 2011). This output in production makes it evidential that on the industry life cycle, the

Ghana textile industry has reached its decline stage and therefore calls for attention.

However, since the production output has been declining, foreign exchange thus imports, and
export has also been impacted. The ministry of trade and industry in Ghana further posits that
the industry depends on imports from China, India, Netherlands, U.S, Nigeria amongst others
for raw materials and equipment MOTI (2002). Over the years, import of textiles has grown
increasingly but has caused the influx of African prints from countries like Nigeria, Cote
d’Ivoire and Asia which are usually patented designs, logos, and trademarks of textile firms
locally and sold cheaper on the local market, causing competition against local manufacturers
(Asare, 2012). According to the Ghana Employers Association (2005) Ghana’s import on
textiles was worth $35 million in 1992 which increased in 1998 to $57 million but by 2013 it
imported about $313,022 million (WITS, 2013) and by the end of the year 2005, the total

percentage of textile prints on the market consisted of about 48% of imported textiles.

Exports in the Ghanaian textile industry resulted in about $27.2 million in 1992 but increased
to $179.7 in 1994, nonetheless, despite this significant increase in export revenue, it drastically
declined to $3.173 million in 1998 but improved to $30,195 (WITS, 2013) in 2013. These
evidential statistics is an indication that the industry clearly imports more than it exports textiles
hence not good economical wise and as well for the development of the Ghanaian textile
industry. The Ministry of Trade and Industry of Ghana posits that the textile industry is
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undergoing a huge competition with imported textile finished products from countries like
Nigeria, China, Cote d’Ivoire, Pakistan, and India because, consumers are attracted to the new
designs, attractive colours with soft and glossier finish rather than the quality locally
manufactured textiles (MOTI, 2002).

The issue of import and export of the Ghanaian textile industry can be linked to internal and
external factors especially with the exports which is affected by barriers to trade in the sub-
region such as, Cote d’Ivoire imposing a 20% duty (against ECOWAS regulations), Benin’s
transit tax, devaluation risk amongst others (Howard, 2013). Other factors that also influences
export in the Ghanaian textile manufacturing industry are barriers on technicalities such as
quality and conforming to the standards of country exporting to, inability to meeting export
order deadlines, poor finishing, high tariffs in export destinations amongst others (MOTI, 2002;
Quartey, 2006). The above evidential literature makes it evidential that the textile
manufacturing industry, despite its opportunities to export, faces challenges on utilizing it due
to the barriers they face on export policies in target countries as well as the incapability of

textile firms to meet international benchmarks.

2.8 Government Policies and its impact on the textile industry

Industrial growth is known to be one of the ways most countries, including the African
countries, hence Ghana practised the import substitution industrialisation policy from 1960s
through to 1970s, with uninterrupted government participation as well as state ownership
(Dargin, 2010). Ghana’s government import substitution policy adopted was aimed at
increasing industrial growth as well as sustaining the economic growth index. However, this
policy was adopted by Ghana and other African countries to change the economy from just
agricultural to an industrialised economy, which led to the formation of manufacturing
industries which produces local goods leaving behind tariff barriers and provided the nation
with economic independence since imported goods were now produced by the established

manufacturing firms (Quartey, 2006).

The textile manufacturing sub-sector took over the manufacturing sector by contributing
greatly to the lives of Ghanaian’s, and this was done evidentially by employing about 25,000
people representing 27% of total employment for manufacturing, and improving foreign

exchange through exports (Howard, 2013). Nonetheless, the structural adjustment programmes
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policy pursued by the Government in 1980°s caused trade liberalisation which most of the
industries shut down and caused shortage of foreign exchange as at 1982 (MOT]I, 2004). This
policy impacted greatly on the industry, causing a drastic decline in employment in this
subsector and increased the level of imports on textiles which caused the shutdown of majority
of the textile firms (Kale-Dery, 2018).

The structural adjustment programmes policy leading to trade liberalisation had great effects
on the textile manufacturing industry, moreover it made finished textiles in all varieties which
were not available due to trade restrictions, available to the public such as baby wear, towels,
knitted fabrics, fancy prints amongst others (Taylor, 1994). It is further argued by Taylor
(1994) that the trade liberalisation policy brought about competition and dynamism in the
economy hence making inefficient organisations quit, despite this, the manufacturing textile
industry became more alert and implemented manpower developmental programmes in order
to upgrade, train and have efficient management. The trade liberalisation policy also pushed
the textile manufacturing sub-sector to match the competition by improving production
methods to increase their overall productivity in the economy whereas some organisations that
could not survive, had to diversify (MOTI, 2004). The trade liberalisation policy though
impacted on the textile industry, contributed to the government gaining a substantial revenue

through imports on textiles since it encouraged more tax on foreign textiles.

However, it is obvious from the above affirmations that the trade liberalisation program caused
the influx of all sorts of textiles which affected and apparently still affects the textile industry,
because consumers do not patronise the made in Ghana textiles but rather the imported ones
hence led to shut down and diversification of most local textile firms (Howard, 2013). This is
further justified by Egu (2009) that considering the factors that contributed to the collapse of
the textile industry, the trade liberalisation policy is to be impugned, because it brought about
Chinese and other countries textiles which were sold cheaper than the locally manufactured
textiles products, and therefore made it hard for the local textile manufacturers to cope with the
competition. He further discusses that, most of the imported textiles were imitated designs with
Ghanaian motifs hence usually difficult for the consumers to identify the made in Ghana
textiles from the imitated ones and as they are cheaper than the locally manufactured ones,

retailers preferred to sell them in order to make their profits.

The trade liberalisation policy adopted by the government was criticised by stakeholders that

it is not protecting the textile manufacturing industry, whereas industrialist also criticises the
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policy, but economists suggests that this policy emanates competition hence limiting trade
barriers and opening up to the world market resolves trade concerns (WTO, 2014). The
flooding of low-cost textile products from other countries like China due to trade liberalisation
drastically has affected the textile industry, however policy makers of Ghana reviewed the trade
liberalisation policy since the early 90s in order to reform it but focused on the other
manufacturing sub-sector such as construction, tourism amongst others hence evident that the
textile sector was not given a significant attention during the 2001 trade policy review. (WTO,
2001).

Nonetheless, Ghana was qualified to be join the African Growth and Opportunities Act
(AGOA) in the year 2000 which is worth mentioning that exports of Ghanaian textiles
increased to, $550,000 in 2002 to the United States market but decreased to $4.5 million and
$7.4 million in 2003 and 2004 respectively whereas imports was less than exports over the
same period from the US and statistically represented as $8.87 million, $12.73 million, and
$11.48 million respectively (Quartey, 2006). Although, Ghana qualified for AGOA and
benefitted from them, their strict policy rules caused a decline in exports to the US to $0.718
million in 2008 from a high rate of $9.507 million in 2006 Egu (2009).

With reference to the literature discussed, it can be affirmed that the government of Ghana’s
inconsistency in policy implementation and practices has not been constructive to the local
textile industry, and this can be linked to the fact that Ghana cannot boast of a complete textile
manufacturing and trade policy since, it had over the years depended on the World Trade
Organisation policies to guide its trade and production undertakings (Howard, 2013). Despite,
the WTO policies has been beneficial to the country to some extent, it generally did not favour
the local industries and caused the collapse of most of them. The government of Ghana recently
in a way to revive the textile industry has implemented policies such as the Friday wear policy
which encourages Ghanaians to patronise authentic made in Ghana textiles in order to improve
the textiles industry to increase employment prospects, to expand and diversify the economy
and as well promote both national and external investment (Ghana investment promotion
centre, 2017).
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2.9 Human Resource Management

The fast pace and complexities of the business world deems it necessary to make the
satisfaction of employees as a focus of attention in either public or private businesses, hence
adopting policies, strategies and techniques which are appropriate for the success of an
organisation is important (Mabonga, 2000). According to Storey (2001) Human resource
management is linked to organisations seeking competitive advantage, through a distinct
approach in managing employment with a strategic placement of a very dedicated and capable

staff, and focusing on an integration of structural, cultural and people’s techniques.

This is justified by Beardwell and Claydon (2010) that human resource management is the
management of work with regards to relationships on employment and aims at work
organisation and the individuals or employees who undertake it through a collection of policies.
They further orate that, human resource management is linked to staffing, selection, training
and development, rewards, relationships, team work as well as the management of employee
performance. Despite the meanings, definitions and concepts of human resource management,

there is not generally or universal acknowledged definition (Beardwell and Claydon, 2010).

This assertion is supported by Watson (2005) who discusses that the philosophy on human
resource management in recent times is used in chaotic ways. He further discusses that human
resource management is adopted in management of work, organisational behaviour, industrial
relation, and personnel management hence concludes that concerns in relation to employment
and managing human resource is the basis of human resource management. According to
Armstrong and Taylor (2014) ensuring that an organisation can obtain success through people
or individuals is the overall purpose of human resource management. As such, Ulrich and Lake
(1990) orated that, human resource management structures can influence or impact on the
capabilities of organisations and allowing companies to explore as well as exploit on new
prospects. This is supported by Cappelli and Crocker-Hefter (1996), that well practiced human
resource strategies or policies results in influencing the fundamental proficiencies that defines

how organisations compete.

Armstrong and Taylor (2014) further discuss that, there are several studies that concludes that
there is a significant relationship between human resource management and organisational
performance. However, they further discuss that human resource management involves

attaining some objectives such as organisational effectiveness, human capital, knowledge

24



management, reward management, employee relations and fulfilling diverse needs among
others. Organisations aims to improve their effectiveness and performance through support
programmes for policy development in talent and knowledge management, as well as
developing a favourable and appropriate working environment. In human resource
management, employees or individuals who work for a firm and contributes to the success of
the business is referred to as the human capital. According to Bontis et al. (1999), human capital
as an objective of human resource management, is a representation of the human function or
employees’ skills, intelligence and expertise contributed to the organisation which makes the

firm distinct from others.

However, knowledge management is also an objective of human resource management and
involves creativity, acquisition, capturing, adopting, and sharing of knowledge as a process to
improve the knowledge and efficiency of organisations (Scarborough et al., 1999). Also,
enhancing motivation, commitment as well as work engagement is another significant
objective of human resource management termed as reward management and can be achieved
through the introduction of policies on ensuring the value of employees as well as rewarding
their achievements, skills level as well as their degree of competence (Armstrong and Taylor,
2014). Human resource management is significant because it seeks to create and develop
relationships which are productive and congruous by maintaining a viable employee-

management partnership and trade unions (Torrington et. al., 2008).

Human resource management is therefore diverse and broad in nature and therefore has no
universal characteristics since different organisations uses models and practices which varies
from other organisations (Armstrong, 2008). Nonetheless, organisations focus on human
resource management as strategy for their success hence incorporates HRM subjects into its
strategic plans and policies to enhance their decision making for organisational success (Guest,
1987; Sisson, 1990; Storey, 1989). Motivation falls under the rewards management objective
of human resource management and plays a very significant role in contributing to the success
of organisations, however studies (eg. Basford and Offermann 2012; Anyim, Chidi and Badejo
2012; Linz et al. 2006) conducted on employee motivation as an HR strategy to enhance
competitive advantage reveals the significance of this motivation and its relationship to
employee performance. Literature on motivation is further reviewed in other to get an extended

understanding on the concept of motivation.

25



2.10 The concept of Motivation

In explaining motivation, considering some definitions is key since, the concept of motivation
is very complex. The derivation of motivation from the Latin word ‘movere’ which means ‘to
move’ (Baron et al., 2002). There have been a variety of perception and definitions on
motivation over the years, hence understanding the concept of motivation is relevant to this
research as well as significant in the history of motivation. A simple definition of motivation
according to Kinnard (1988) is a process whereby a human behaviour or action is stimulated.
Jones et al. (1998) the psychological drive that pushes and influences an individual’s behaviour
towards an organisation, and the rate at which an individual is determined and persistent

towards any situation faced, is defined as motivation.

A study conducted by Pinder (1998) concluded with discovering a definition that motivation
is linked to enthusiastic energies which is a matter of the individual being and within which is
linked to work behaviour and its impact in terms of direction, intensity, and duration. Leete
(2000) defines motivation as individuals acting in a definite way based on their inward
enthusiasm whereas, Robbins and Judge (2007) also defines motivation as a process whereby
a person’s drive for attaining a goal is based on passion, a sense of direction and persistence in
trying. Taghipour and Dejban (2013) also defines motivation as a strategic way of improving
an organisations efficiency and productivity by employees gaining a conducive work

environment which suits their individual needs.

Greenberg and Baron (2003) posits that in defining motivation, it should be grouped into three
major parts which are: Firstly, the drive behind a person’s actions, the interest individuals
possess to exhibit a good impression on others; secondly it is linked to the choices of
individuals as well as their way of behaviour; and thirdly the maintenance of people’s
behaviour in relation to their persistence to achieve their goals. Other researchers (eg. Kreitner
1995; Buford et al. 1995; Higgins 1994) argues that motivation is related to a psychological
process which drives individual’s behaviour to have a purpose and behave in a certain way to

attain specific unmet and unfulfilled needs as well as the determination to achieve.

The definition of motivation is relative since individuals, when asked about what motivation
is, posits that “it is what drives them” or “what makes them to do the things they do”, hence it
is the energetic force that results in the level, direction, and persistence within individuals to

achieve an effort at work (Kuranchie-Mensah and Amponsah-Tawiah, 2016). Another
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definition according to Antonioni (1999), states that motivation is the degree to which people’s
unfulfilled needs are satisfied based on the level of effort they put into whatever they do,
whereas Halepota (2005) postulates that motivation is linked to an individual’s edge to achieve

a proposed result through their active involvement and commitment.

With reference to the above concepts and definitions of motivation it is observed that
motivation is generally linked to the factors or elements that drives or pushes human action or
behaviour over a period, given in relation to conditions or an achievement. However, for the
purpose of this research, Greenberg and Baron (2003) definition is adopted for this study, since
the researcher, despite other definitions and concepts of motivation believes that motivation is
a process which arouses and maintains the way of individual behaviour with the aim of

achieving a goal.

2.11 Motivation theories

Motivation theories can be dated back to the 1800s, where Jeremy Bentham developed the
‘carrot and the stick theory’ which states that employees are motivated or work hard if the
excitement at work is highly enough and are not motivated when punishment for bad or low
work productivity is bad (Bentham, 1789). Other theorist since the time of Bentham (1789)
has existed however for the purpose of this study, Fredrick W. Taylor who is known to be the
founding father of the scientific management theory and Elton Mayo who is also known to be
the father of the human relation school will be the timeline start of motivational theories for

this study.

Bruce and Nyland (2011) postulates that the Hawthorne study by Mayo existed to flaw the
Taylorism theory. According to Taylor, employees’ working conditions needed to be improved
to enhance more productivity which an argument on an earlier management theory by Fayol
was. Taylor’s theory in 1909 also suggested that tasks or duties given to employees needs to
be broken down into sections to minimize the amount of energy employees’ uses for producing
a maximum efficiency (Sandrone, 1997). In so doing, the Taylorism theory also suggested that

wages of employees should be increased with regards to their possible output.

Despite, the Taylorism theory contributed to the success and emergence of realising that
employees need to be in a good working condition through wage increment and task breakdown

to increase productivity, his theory was still criticised and flawed (Nelson, 1992). It was being
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criticised that his theory was solely centred on the fact that employees work purposely for
earning substantial benefits such as salary. Another criticism of the Taylorism theory was that
he perceived working to be just using employees as machines (Blake and Moseley, 2011). The
criticisms of the Taylorism theory are today proven to be believed empirically except in this
century, machines are believed to take place of human labour since humans are no smarter than
machines, hence Taylor’s theory has contributed to today’s thoughts (Wren and Greenwood,

1998) about human and employee motivation.

In contrast to the Taylorism theory Elton Mayo, known to be the father of the human relations
school conducted the “Hawthorne Studies” in an American energy providing company from
1924-1932 and discovered that money was not the major motivator of employees but rather
their human behaviour was correlated to their mind-sets (Dickson, 1973). Mayo’s (1945)
research raised a variety of postulations about human nature which impacted in management.
These assumptions existed around human social needs rather than just their monetary needs.
Mayo discovered that the major motivating factor of human behaviour was linked to their social

needs whereas social relationships primarily influenced their individuality (Mayo, 1945).

Furthermore, Mayo’s assumptions argued Taylor’s theory that organisations should not just
focus on task limitation but should engage themselves with needs employees, be concerned
with the psychological welfare of their workers as well as making it easier for an employee-
manager relationship to help the needs of employees to reach the top management of the
organisation (Bruce and Nyland, 2011). Mayo’s research findings encouraged the fact that
managers should not just be bosses but rather they should be the facilitators of jobs as well
ensuring the needs of workers are being critically looked at, to ensure efficient and effective
productivity (Bourke, 1982). Mayo’s theory juxtaposing the Taylorism theory is known to be
the beginning of managers focussing on needs and motivation of workers hence it set sail for
other theories and studies on employee motivation and performance in the workplace (Bedeian,
1993).

The evolution of motivational thinking contributed to the existence of other extant and
important theories in the school of management. However, motivation theories can be divided
into variations such as the Needs or content-based theories and the Process Based theories
(Mullins, 2005). The content or needs based theories involves certain needs of individuals
being met in order to make them motivated whereas the process-based theories are associated

with motivation as a rational process. The need-base or content theories involves Maslow’s
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hierarchy of needs theory, Herzberg’s two-factor theory, Alderfer’s ERG theory and
McClelland’s achievement motivation whereas the process-based theories consist of Skinner’s
reinforcement theory, VVroom's expectancy theory, Adam’s equity theory and Locke’s goal
setting theory (Huczynski and Buchanan, 2013). For, the purpose of this study, the researcher
will review literature on the need or content theories of motivation since it is the theoretical

underpinning of this study.

The content theories in summary have a correlation that runs through them. It can be posited
that the foundation of these theories is Maslow’s hierarchy of needs. This is because, when all
the theories are expanded, they entail either the lower or upper or both levels of Maslow’s
hierarchical needs motivation. Despite the criticisms and arguments related to the content
theories, it is known to be widely used in research as well as in workplaces to help identify
individual needs, wants and motivators. The content theories of motivation are therefore
relevant to this research since the researcher will adopt Herzberg two-factor theory as the
underpinning theory for this research. The figure 2.1 below shows a summary and how the
content theories are linked. Also, an overview of the content theories is reviewed below with

Herzberg two-factor theory highlighted as the theory underpinning this study.

Maslow Herzberg Alderfer McClelland
(need hierarchy) (two-factor theory)
i i
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Figure 2. 2: summary of how the content theories is linked:

Source: Gibson et al., (2012)
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2.11.1 Maslow’s hierarchy of needs theory

The development of other motivation theories was as a result of extant theories from the likes
of Fredrick W. Taylor and Elton Mayo amongst others. Abraham Maslow’s (1943) hierarchy
of needs theory can be traced back to these foundation theories. Maslow’s believed that the
world was filled with humans whose needs are not satisfied hence he groups the needs of
individuals into five ranking order (Aveenet, 2013). He believed that a need should be fulfilled
before the other, thus the lowest needs must be first fulfilled, and it follows that order hence
classified the human needs as hierarchical, however if one need if fulfilled it does not act as a

motivator, rather the individual focuses on another level of need as a motivator.

Maslow further discusses that one must know where an individual fall on the hierarchy to help
in knowing or focusing on what will motivate them (Robbins, 2009). The various hierarchy of
needs according to Maslow (1943) are highlighted as the physiological, safety, social, esteem
and self-actualisation needs respectively. Firstly, the physiological needs, which is on the
lowermost part of the hierarchal triangle can be termed the most basic need and it is linked to
the everyday needs of employees such as water, food, accommodation, and air. Maslow
identified that; employees must be paid well enough to cover these everyday needs. The second
level of need which is safety and security is usually linked to the security of an individual.
Maslow’s theory discusses that every individual prefers to be in an environment free from any
harm or threat. However, this second need involves good and safe working conditions, benefits
(retirement, fringe, medical), salary increment, compensation pay, employee assistance plans
and job security. These needs are met after the physiological needs are being met, however
security and benefits in jobs and organisations are minimal today (Rahman and Nurullah,
2014).

Social needs which are linked to the need of love and affiliation are activated as the third need
after the safety needs are being met. After individual feel safe in their environment and
organisation, according to Maslow, they look out for acceptance, love, relationship, and
warmth. This level of needs in an organisation will mean, employees have to be encouraged to
participate or get involved in social events to provide the opportunity of interaction amongst
employees, friendship as well as feeling accepted in the organisation (Aveenet, 2013). The
fourth need on the hierarchal triangle after social needs is the esteem needs. This need can be
linked to self-respect, self-worth, prestige, independence, attention, recognition for

achievements and the feeling of self-possession (Maslow, 1954). Employees in an organisation
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would be motivated if they have opportunities of progression, given stimulating tasks,
recognised, and praised and satisfied for completing a task. To satisfy employees self-esteem

needs, promotions, awards, position, and the introduction of banquets can be introduced.

The fifth and top level of needs on Maslow’s hierarchal triangle is the self-actualisation need
which is triggered after the esteem needs are met (Maslow, 1943). This is in relation to an
individual being able to fully develop their potential and be self-fulfilled. The need to feel
valuable to the human resource of the organisation through development of abilities and skills,
opportunity to be creative, ability to have power or control over the job, achievement and
promotions makes one fully fulfilled in an organisation. Personal growth and development,
career advancement and ability realisation make one meets the self-actualisation needs.
Moreover, Maslow’s theory has been used and applied by organisations and managers to
motivate their employees even till this current age. Greenberg and Baron (2003) empirically
discusses that organisations and managers apply Maslow’s hierarchy of needs theory by
recognising workers achievements, providing financial security, provision of opportunities to
socialise and as well the promotion of a heathy work force to meet the self-actualisation of

workers.

Maslow’s hierarchy of need theory is widely accepted and practiced, for instance a research
conducted by Ajila (1997) implicated that Maslow’s need theory is highly practiced in
developing countries and was indicated that employees in Nigeria from four manufacturing
companies was motivated by the lower needs which triggered the higher needs, hence making
them satisfied. Another empirical implication of Maslow’s theory was identified from research
conducted by Rao and Kulkarni (1998) who postulated that managers in Indian banks were
highly motivated by self-actualisation needs rather than the other needs and this was vice versa
to other employees. Despite the application and contribution of Maslow’s theory in the business
world over decades, his theory is criticised by other scholars and researchers. It was concluded
in a research conducted by Avneet (2013) that some factors influence employees’ needs and
expectations unlike Maslow’s Hierarchy of needs theory. Some of these factors are trait factors,
ambition, and advancement. This is supported by (Graham and Messner, 1998; Nadler and
Lawler, 1979) who discusses a criticism of Maslow’s theory that the need theory has three
main defects which are the low empirical data justifying the end results, the notion that
employees are mostly similar and lastly the non-existence of motivation theories, but rather job

satisfaction.
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Maslow, although he postulated that most individuals experience their basic needs on the
hierarchical order he stated, he further on justifies that it is not certainly to his fixed order in
his theory since there are a few exceptions (Mullins, 2005). Maslow discusses that this order
may be inversely for other individuals and adds that the cultural setting of individuals affects
the hierarchy hence it is relative since an individual may experience a different motivation
content in a particular culture (Maslow, 1943). He also asserts that since a false impression
may be known for the assumption that one need must be fully fulfilled before another need
arises, Maslow responds to this flaw by postulating realistically in relation to a decrease in

percentage of satisfaction along the degrees of the hierarchy (Maslow, 1954).

Despite the criticisms and limitations of Maslow’s theory with reference to the workplace, the
theory has had a vital impact on the design and management approaches to employees in their
organisations to meet individual needs; hence has caused and brought attention to different
factors of motivation that has led to more studies and research such as Alderfer’s ERG theory,

McClelland’s Achievement Motivation Theory and Herzberg’s two-factor theory.

2.11.2 Alderfer’s ERG theory

The needs theory by Alderfer was developed as a condenser or breakdown of Maslow’s
Hierarchy of needs theory. Instead of the five levels of motivation, Alderfer breaks it down
into three levelled major needs which are existence, relatedness, and growth, thus the ERG
theory (Alderfer, 1969). According to Alderfer (1969) the existence needs of this theory is
linked to the sustainability and survival of human existence and focuses on the physiological
and safety needs, (e.g., food, water, air, clothing, safety, love, and affection); whereas the
relatedness needs is associated with human relations such as love or belongingness in the social
environment (family, superiors, peers), significant interpersonal relationships or connections
of welfare or honour nature. The growth needs deals with prospective development as well as

self-respect and self-actualisation.

This theory according to scholars is flexible as compared to Maslow’s hierarchy of needs and
this is because it is not hierarchical but rather continuum in a manner that lower needs do not
need to be satisfied before the upper needs becomes motivational to an individual (Standifer,
2013). However, the ERG theory focuses on individuals who do not meet the upper level of
motivational needs by justifying that such individuals regress, hence the lower-level needs

become their major elements of motivation. This also justifies and inversely assumes against
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Maslow’s theory which states that more than one need can be stimulated on an individual and
as well may develop downward on the hierarchy causing the frustration-regression process
(Alderfer 1972).

Moreover, the ERG theory unlike Maslow’s theory concludes that when lower-level needs
decreases, they become satisfiers to individuals whilst individuals are motivated to fulfil one
or more of their fundamental needs (Mullins, 2005). However, there must be a focus on
satisfying the other levels of needs of an individual when some needs are blocked at a particular

level.
2.11.3 McClelland’s Achievement Motivation Theory

McClelland’s achievement motivation theory was developed in the early 1960’s as a build-up
on Maslow’s hierarchy of needs theory. This theory was focused on three motivators for human
and asserts that humans discover and acquire what motivates them over time hence this theory
is sometimes called the learned needs theory (Arnold et al., 2005). McClelland’s theory suggest
that every individual has three drivers of motivation, despite their age or gender one of these
needs will be prevailing in the way they behave (McClelland, 1962). This theory is in contrast
with Maslow and Alderfer’s theory since it does not focus on the satisfaction of existing needs

but rather developing needs.

McClelland further discusses that the prevailing or dominant motivating factors is usually
influenced by the life experiences and culture of individuals hence describes these factors as
the need for achievement, need for affiliation and the need for power (McClelland, 1976).
Respectively, the need of demonstrating and accomplishing experience or expertise; the drive
for relatedness, belongingness and love as well as the drive for having authority over an
individual’s work or others represents the three factors that is, achievement, affiliation, and

power.

The achievement needs are linked to an individual who seeks noteworthy success,
understanding of abilities and high standards. This theory is related to a variety of actions hence
in organisations employees or individuals pursue to achieve challenging and realistic goals for
advancement; also, the achievement need is induced by internal or intrinsic motivation whilst
the influence on others is a result of extrinsic motivation (Jex and Britt, 2008). Moreover, when

individuals want to reduce the risk of failing, they tend to have lower needs for achievement
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hence, such individuals will prefer to focus on very laidback or difficult undertakings
(McClelland and Burnham, 1976). Inversely, some individuals prefer an ideal and sufficiently
hard undertakings since they want the opportunity to develop themselves or work hard to

achieve their goals hence, they have high needs for achievement.

McClelland’s theory further discusses that individuals with the need for affiliation has a robust
desire for relationships and usually have the drive to have a sense of belongingness within a
social group whilst they also have the desire to be liked and regarded famously (McClelland,
1988). Moreover, it is further posited that such individuals are more effective in teams rather
than taking up leadership roles. The need for power or authority is also linked to individuals
who are motivated by authority hence people have the strong will to lead and be successful
with their ideas as well as it is also associated, with an increase in respect and status and usually

individuals with this drive wants to have supremacy and effect on others (Mullins, 2005).

2.11.4 Herzberg’s two-factor theory

According to Wright (1989) Herzberg’s two-factor theory discusses that there are two different
needs of human which and these elements either satisfies or dissatisfies employee work
situation. The two-factor theory is a development of Maslow’s hierarchy of needs theory
despite, Herzberg’s theory highlights more on elements determining employees’ motivation in
the workplace; that is, according to Herzberg, employees’ higher (intrinsic) needs must be met

as much as their lower (extrinsic) needs in order to keep them motivated (Wan and Tan, 2013).

Herzberg’s theory further categorizes the factors of motivation into two whereby the hygiene
factors are extrinsic (working conditions, Organisational policy, pay and benefit, employee
relationship, job security) and the motivational factors are intrinsic (recognition, promotion,
achievement, work itself, growth, responsibility) (Herzberg, 1971). It is further discussed that;
the hygiene factors are usually linked to the conditions which surrounds the performance of
the work rather than the job itself, however Herzberg justifies that these factors do not cause
motivation or satisfaction when satisfied but rather it avoids dissatisfaction and when satisfied

it may cause dissatisfaction (Herzberg, 1971; Herzberg et al., 2005).

The motivational (growth) factors also known as the intrinsic factors, according to (Herzberg
1971; Herzberg et al. 2005) justifies that when humans are satisfied, these factors act as

motivators since individuals tend to exhibit all what they are capable of accomplishing. The
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only way of increasing motivation is, according to Herzberg the intrinsic factors improving
work motivation (Wright, 1989), despite this, when there is a lack of motivational (growth)

factors there is no cause for dissatisfaction but simply the non-existence of satisfaction.

Moreover, with reference to other studies, Herzberg two-factor theories has been criticised by
scholars and researchers. Locke (1976) flaws the fact that Herzberg theory implied that humans
are different hence their biological and psychological processes are also distinct since they
operate with the lack of communication with each other. Locke contrasting to what Herzberg
postulated by arguing that, the human mind controls what individual wants as well as what and
how to satisfy that want. Locke further argues based on Herzberg’s hygiene and motivator
factors which are both in a single direction hence the psychological and physical needs as well

which in this case, is not.

Another criticism of Herzberg’s theory was made by Spillane (1975) in a research which was
conducted on middle managers as well as higher and junior level employees’ turnover based
on activities based on computers, research and sales performance. The results for the study
concluded at faulting Herzberg’s theory with the assertion that intrinsic motivating factors are
both vital in contributing to the job satisfaction and dissatisfaction of employees. However,
this in cont