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I. Introduction 

Top-performing employees are an asset to organizations, and companies that focus on keeping their productive 

employees engaged will experience long-term benefits (Denka, 2009). Similar management studies also support 

that when employees are motivated, their productivity increases and are more satisfied with their current 

position, and both factors have been linked to greater organizational success and performance (Drake et al., 

2007).  

KCB continuously aspires to be the “Employer of Choice” and hence periodically conducts staff satisfaction 

surveys. KCB, through its Human Resource Division, has put in place various motivation strategies for its 5,412 

employees 4,742 of whom are on permanent contract while 680 employees are on short term contract. The 

percentage of employee exits is 5% which is a worrying statistic although this is not unique to the bank since the 

trend is similar across the industry. This has been attributed to the stringent performance tracking systems put in 

place by the bank such as the quarterly balance score cards which finds several employees not having met their 

targets. In particular, the account opening section where the number of accounts opened has been on a declining 

trend since 2011 and the number of mortgages disbursed is attributed to the inability of bank employees to sell 

the banks products to potential and existing customers. Although the bank has a successful performance 

management strategy, preliminary information from some of the employees in the banking industry indicates 

that they are not motivated to work not only with their employers but also in the banking industry. This thus 

explains the low performance by these employees and presents a problem for this study. 

 

II. Literature Review 

A.  Two Factor Theory 

Herzberg’s (2000) two factor theory distinguishes between two broad categories of factors that affect people 

working on their jobs. According to him the key to true job satisfaction and motivation lies on the motivators 

(intrinsic factors): achievement, recognition, responsibility, advancement, growth and the work itself (Bateman 

and Zeitham 1993). Herzberg believes that such factors are the main driving force of satisfaction and that they 

help boost the employee to work harder and better, due to the motivation that is brought about.When these 

factors are present jobs are presumed to be both satisfying and motivating for most workers. Hygiene factors 
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(extrinsic factors) reduce dissatisfaction when they are present to an acceptable degree. However, they do not 

necessarily result in high level motivation. When hygiene factors are absent, they act as dissatisfies.  

In the Two-Factor Theory, the presence of certain factors would serve to increase the individuals’ job 

satisfaction but the absence of those factors would not necessarily promote job dissatisfaction. Job factors cited 

as causing dissatisfaction  are supervision, working conditions, interpersonal relationships, pay, job security, 

company policies and administration The gratification of certain factors called motivators lead only to minimal 

dissatisfaction; for example, when hygiene factors are not gratified, negative attitudes are created producing job 

dissatisfaction. According to Herzberg’s research, motivators are the conditions that truly encourage employees 

to try harder. Focusing on hygiene factors is insufficient, and managers should also enrich jobs by giving 

employees opportunities for challenging work, greater responsibilities, advancement opportunities, and a job 

where their subordinates can feel successful (Pride et al, 2005). 

 

B.  Recognition  

Recognition of good work at an appropriate time gives encouragement to employees to show better performance 

in future. As an appreciation for good work, prizes, rewards, promotions, to mention but a few, should be given. 

Sometimes a simple “thank you” is enough, but unrewarded success at work is de-motivating, since, in this case, 

the employee will not consider that there is no need striving to do things better as long as there is no difference 

in doing things well or not (Ivancevich et al., 1994). Completing a task is motivating to the employee in trying 

to get further success. The manager should set realistic objectives and help the employees to reach them by 

ensuring good communication and feedback so as to avoid de-motivation as a result of their failure realize the 

set objectives. Fair opportunity of promotion to all eligible workers is one more method useful for motivating 

employees. They take interest in the work as they feel that they will be rewarded in the form of promotions. 

(Pride et al 2005) Training facility should be provided to employees in order to make them eligible for 

promotion. 

According to several studies, one of the best ways to encourage workers performance in organizations is to 

provide them with public recognition for their efforts in reducing the costs (Nelson, 2001). If the organization 

has a mechanism to say to the employees that their ideas are valued and recognized: the contributions of 

employees to cost-cutting and efficiency, they would be more motivated towards doing their best. If they do not 

get any recognition besides their monthly salary, there will not probably be any reason for them to exert effort to 

improve in the work nor reduce the costs of carrying out several activities. 

Fair treatment to employees may include among other things giving attention to their needs, difficulties and 

grievances. Small work groups and effective communication are useful means of solving the problems of 

workers (Bateman et al., 1993). Employees must be given decent treatment. They will co-operate when they are 

treated with sympathy and love, affection and dignity. Employees should also be given help in personal matters. 

Employees should be given various facilities and conveniences at the work place. The work environment should 

be pleasant and safe. This creates desire to work efficiently (Pride et al., 2005).  

In each and every organization, there should be initiatives in place to support the organization by raising the 

employee morale (Denka, 2009).  In these difficult economic times, management must take positive steps to 

consistently address employee morale.  This can be done by employing an avalanche of initiatives that can help 

improve employee morale, increase productivity; lower support cost, and improves customer satisfaction. 

Provision of small perks to employees in an organization can greatly increase the employee morale. The perks 

should be given based on the personalities of the employees that match their outside interest (Denka, 2009).  For 

example, an individual who likes to read could be given a gift certificate from a local bookstore.  If you have an 

individual who enjoys using tools to fix or make improvements to their home then a gift certificate from one of 

the local building supply stores would be a hit. The key aspect is to match the small gift or reward with the 

individual so that they realize that you personalized the gift and made an extra effort to say thank you. This 

greatly motivates employees and thus increases their productivity. 

C.  Conceptual framework 

      Independent Variables     Dependent Variables                             Intervening Variables 

  

 

 

   

 

Fig. 1: Conceptual Framework 

Source: Authors own compilation (2014) 

 

III. Methodology 

The study adopted a case study research design technique in investigating the effect of non – financial 

motivational strategies and employee performance. According to Noor (2008), a case study is not intended as a 
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study of the entire organization but rather intended to focus on a particular issue, feature, and unit of analysis. In 

addition, a case study method is appropriate when probing an area of interest in-depth (Patton, 2002).  The study 

employed a Census approach that mapped between the objective of the study and finally designing 

questionnaires that would capture data that related to the objective earlier identified (GAO-US, 2005). This is 

preferred over other designs in cases where the sample size is small and manageable. The study employed 

census sampling to select all the 196 respondents from the 6 KCB branches, within Northern Rift valley. 

 

IV. Results and Discussion 

4.1 The Effect of Recognition on Job Performance at KCB 

A simple linear regression analysis was computed to check on the effect of recognition on employee 

performance at KCB.  The results are presented in Table 1 (a, b and c).  

Table 1 (a) ANOVAb 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 16728.148 3 5576.049 55286.395 .000a 
Residual 17.852 177 .101   

Total 16746.000b 180    

Source: Research Data (2014) 

 

The analysis of variance (ANOVA) table is used to test several equivalent null hypotheses; that there is linear 

relationship in the population between the dependent variable and the independent variable, that all of the 

population partial regression coefficients are 0, and that the population value for multiple R2 is 0. The result 

established significant regression equation, F (55286.395) =65.854, p<0.05. Therefore, there was a linear 

relationship between employee performance and the predictor in the population, at least one of the population 

partial regression coefficients of the predictors is not 0, and the population value for multiple R2 is not 0.  

 

Table 1 (b) Model Summary 
Model 

R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

Change Statistics 

R Square 

Change F Change df1 df2 Sig. F Change 
  .999a .999 .999 .31758 .999 55286.395 3 177 .000 

Source: Research Data (2014) 

 

Table 4 (c) Coefficients 

  

Unstandardized 
Coefficients 

Standardized 
Coefficients t Sig. 

Collinearity Statistics 

B Std. Error Beta Tolerance VIF 

Recognition 0.075 0.014 0.086 5.44 .000 0.024 41.359 

b. Dependent Variable: Employee performance 

c. Linear Regression through the Origin 

Source: Research Data (2014) 

 

The result from the model summary shows that the coefficient of multiple determinations is 0.5529; therefore 

about 55.29% of the variation in employee performance is explained by training and career development 

employed by Kenya Commercial Bank. The remaining 44.71% of the variation in employee performance could 

partly be attributed to other factors not specified in this model and to the error term in the regression equation. 

Since the R2 value was above 99% then it is considered high and reliable. This model was very useful for 

making predictions since the value of R is close to 1. This therefore means that by KCB employing recognition, 

this could improve employee performance. Hence using the constant and β coefficient of recognition (X1), an 

estimated prediction (regression) equation for this model can be written as follows;  

Ŷ=0.253+0.086 X1+ 0.31758 

The results show that recognition had positive regression coefficient. This means that when other factors have 

been kept constant and recognition increases, employee performance is likely to increase by 8.6%. This 

argument concurs with Maslow’s concept of prepotency (Newstrom, Reif, and Monczka, 2006). According to 

Maslow, if a need is important to the individual and presently a deficiency exists between what is perceived as 

an appropriate level and what is presently provided, then it has a great motivating potential. 

Findings of the study showed that most of the employees included in the survey agreed that KCB recognized 

and acknowledged their efforts at work. The average recognition scores values were 3.7. Since the average 

values were above 3.5, it led to the conclusion that majority of employees recognize the importance of non – 

financial motivational strategies employed by their management in improving their performance at workplace. 

The vicariate correlation analysis conducted to determine the effect of recognition on employee performance 

showed a significant strong positive effect (p= 0.924**). This therefore meant that increase in recognition 

strategies at KCB results to rapid increase in Employee performance.  
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